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The purpose of this study was to provide a snapshot of current Human Resources (HR) 

and Management curricula of four-year public universities in Texas in 2016 and evaluate their 

alignment with the competencies of the SHRM Competency Model®. This study used a mixed 

methods approach and analyzed course syllabi for a purposeful sample of 21 public 

universities in Texas. The course objectives referenced explicitly and/or implicitly all nine 

competencies. Three courses encompassed all nine competencies, and 84% of all programs 

demonstrated alignment with the competencies. “Business Acumen”, “Critical Evaluation”, 

“Communication” and “Relationship Management” were the most frequently referenced 

competencies in course syllabi. “Consultation” appeared the least frequently. This 

comprehensive analysis revealed that there is alignment between course curricula of public 

universities in Texas and competency expectations of graduates wishing to pursue a career in 

Human Resources.  Recommendations applied to four areas including scholarship, university 

administration, professional associations, and practitioners.  
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EXAMINATION OF THE ALIGNMENT BETWEEN THE SHRM COMPETENCY 

MODEL® AND UNDERGRADUATE SYLLABI OF HUMAN RESOURCES 

AND MANAGEMENT PROGRAMS IN TEXAS 

Introduction 

The field of human resources (HR) has transformed itself significantly both domestically 

and internationally, bringing a myriad of redefined responsibilities ranging from its attempts to 

become a strategic partner (Cappelli, 2015) to emphasizing global expertise, communication, 

and data analytics (KPMG, 2012). Over the course of 20 years, Kochan (2004) followed the 

transformation of the HR profession from a focus on functional, personnel administration to an 

emphasis on becoming a strategic human resource management partner. As summarized by 

Hansen (2002), several researchers viewed the business community as the dictator of changes 

regarding the required competencies of HR professionals. Nevertheless, researchers had 

concerns regarding the capability of academic programs to prepare students for the 21st 

century challenges in HR. Ulrich, Brockbank, Johnson, and Younger (2007) concluded that the 

competencies required of HR professionals had drastically changed due to changes in the 

business context, with HR professionals having about 20% effect on business performance. The 

most recent faculty survey developed by the Society for Human Research Management (SHRM) 

entitled “Society for Human Resource Management’s State of Human Resource Education 

Study” of 2013, prepared in collaboration with the American Institutes of Research, revealed 

that overall faculty perceptions regarding their HR programs or concentrations were positive. 

However, according to the findings, HR student job placement was a challenge. Students’ lack 

of applied experience represented a major hurdle in seeking full-time employment in HR 
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despite reports that students were not deficient in some HR content areas (e.g., selection and 

recruitment, and training and development). Therefore, one would fall short to ignore the most 

current trends in HR education and the competencies required of HR professionals. 

Nonetheless, others have already discussed the state of HR education and the competencies 

and skills required for a successful career in HR (e.g., Hayton, Cohen, Hume, Kaufman, & Taylor, 

2005; Johnson & King, 2002; Losey, Meisinger, & Ulrich, 2005). 

This study reviewed the current curricula of HR and management degree programs in 

Texas to examine the alignment between undergraduate course syllabi of HR and management 

degree programs in Texas and a new HR competencies model, the SHRM Competency Model® 

(2012), which was widely introduced in 2014. According to the U.S. Bureau of Labor Statistics 

Occupational Outlook Handbook 2014-2015, the demand for HR professionals (including HR 

managers) is about as high as the national job growth average for all other professions. 

Specifically for HR managers, the projections expect strong competition for most positions. A 

study by Randstad (2015) reported that a career in human resources was among the top 27 

in-demand jobs in 2015 with HR managers, recruiters, and compensation and benefit specialists 

listed as the top three in-demand HR jobs. The study also found that the active HR candidates 

were mostly located on the East Coast, in Southern California, and in the North West. Certainly, 

the HR landscape in other regions of the United States arouses one’s curiosity. According to 

data from the U.S. Department of Labor, Bureau of Labor Statistics (2015, May 25), Texas has 

the second highest employment level for human resource specialists, employing 40,840 

individuals, following the state of California. In addition, Cohen (2015) advocated the creation 
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of a “robust map, tools and assessments to help guide the development of critical skills and 

critical thinkers” (p. 209) at all levels ranging from education to executive level. 

Not surprisingly, criticism of current curricula exists. Paulson (2001) cautioned educators 

against relying “on mere convening of classes and granting of diplomas as sufficient proof that 

their graduates meet workplace needs” (p. 42); she advocated a partnership between 

postsecondary education institutions and businesses. As prescribed by Hansen (2002), program 

requirements and teaching methods should be adapted to foster development of proficiencies 

by abandoning the course- and requirement-centered approach toward a proficiencies-based 

model of learning. Washer (2007) argued that key skills encourage innovation in teaching and 

curriculum design, resulting in experiential, active learning approaches. Azevedo, Apfelthaler, 

and Hurst (2012) expressed concern regarding the lack of empirical research on undergraduate 

business education that promotes the development of competencies. Business schools can use 

competency profiles to identify industry requirements and use them to align curricula (Jackson 

& Chapman, 2012). As cited by Wesselink, de Jong, and Biemans (2010), education and the 

labor market should have a strong connection. 

The HR function encompasses a myriad of sub functions so it is paramount that upon 

completion of a bachelor’s degree with a concentration in human resources job entrants be 

prepared to answer the challenges of this demanding field by demonstrating adequate 

competence. According to Barber (1999), “Universities must educate students broadly so that 

they can develop the sense of perspective that will allow them to be leaders. University 

education should encourage students to take a sweeping view of the world in which they live 

and to ponder ethical, political, and social issues” (p. 180). Kaufman (1999) also argued that 
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universities struggled with HR education and curriculum since they were unsure whether they 

should focus on job and industry preparation or a broader liberal arts education. Nevertheless, 

Hansen (2002) urged universities to decide how to adapt their programs to the changes in the 

environment; he referred to content knowledge and acquired skills as input and proficiency as 

output by emphasizing the need to move beyond knowledge. Johnson and King (2002) also 

advocated the need for a change of academic curricula in accordance with changes in business 

context. Kochan (2004) was concerned with the lack of trust and a loss of legitimacy of HR 

professionals, in addition to the dominantly female HR profession and its struggle to meet 

contemporary and future workplace challenges. As summarized by Sincoff and Owen (2004) in 

their study of 98 HR non-executive HR managers and professionals, entry level HR employees 

need functional HR skills and that real-life experience was more important than a certification. 

Wesselink et al. (2010) pointed that since professional practice determines competencies, 

academic disciplines cannot solely develop competence. Novak, Znidarsic, and Sprajc (2015) 

challenged faculty of HR programs to conduct research on current HR competencies and adjust 

their curricula accordingly. 

Competencies and HR Competencies 

SHRM defined a competence as a “cluster of highly interrelated attributes, including 

knowledge, skills, and abilities (known as KSAs) that give rise to the behaviors needed to 

perform a given job effectively” (The SHRM Body of Competency and Knowledge [BoCK], 2014, 

p. 4). According to Wesselink et al. (2010), “competence-based education implies the

integrated development of knowledge, attitudes, and skills (i.e., the elements of competence) 

in relation to job-specific core tasks” (p. 20). Le Deist and Winterton (2005) studied the meaning 
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of “competence” and “competency” noting that in general the former is associated with 

functional areas whereas the latter is associated with behavioral areas. Clardy (2008, p. 387) 

clarified that “competencies are more than learned KSAs but include qualities such as motives, 

traits, self-concept, values, and so on.” 

McEvoy et al. (2005, p. 385) defined “HRM [human resource management] professional 

competence as what a person is, knows, and does that is causally related to superior 

performance as an HR professional” and criticized HRM education for focusing solely on 

specialized HR knowledge. Several prior studies explored the importance of defining the 

changing HR competencies. Hansen (2002) grouped required proficiencies of HR/industrial 

relations (IR) programs as HR/IR proficiencies, business proficiencies, leadership proficiencies, 

and learning proficiencies.  Several new capabilities required of HR/IR programs according to 

business leaders included consulting, organizational development (OD), business/financial 

analysis, process improvement, global awareness. Kochan (2004) also discussed the “life-long” 

education, training, and human capital development of companies, stressing the importance of 

modernizing university curricula to meet workplace requirements. He advised: 

HR professionals need to work together to help schools and universities to graduate 

people with the capabilities to both invent the next generation of products and services 

and to move quickly and effectively from invention through the innovation process to 

the market. (p. 137) 

Ulrich et al. (2007) defined HR competencies as “the values, knowledge, and abilities of 

HR professionals” (p. 2). Their study published in 2007 revealed that more women were 

entering the HR profession by choice. In addition, 37% of the 1,467 HR participants surveyed 
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had a bachelor’s degree and 41% had a graduate degree with 24% having been in HR for five 

years or fewer. The researchers identified six HR competencies in which an HR professional 

should demonstrate skills, including being a: 1) credible activist; 2) culture and change steward; 

3) talent manager/organizational designer; 4) strategy architect; 5) operational executor; and 6)

business ally. 

In addition, professional associations (e.g., Association for Computing Machinery) as 

listed in Kung, Yang, and Zhang (2006), identify the competencies needed to demonstrate 

certain proficiency in a specific field and develop competency models and frameworks to guide 

universities in curricula development. 

The Association to Advance Collegiate Schools of Business (AACSB) 

AACSB International is a globally recognized accrediting body and an association. 

Business schools strive to obtain and maintain that accreditation in order to display their 

commitment to excellence in educational programs. As listed on its website, AACSB is dedicated 

to advancing management education worldwide (2015). Universities participate in a rigorous 

accreditation process. Once accredited, universities undergo a five-year maintenance cycle 

consisting of peer visits and committee involvement to ensure their continuous commitment to 

improving and maintaining the level of quality education. According to the 2015 AACSB 

business accreditation standards for learning and teaching, standard 8: “The school uses well-

documented, systematic processes for determining and revising degree program learning goals; 

designing, delivering, and improving degree program curricula to achieve learning goals; and 

demonstrating that degree program learning goals have been met.” 
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Curricula Management and Assurance of Learning 

Curricula management refers to the school’s processes and organization for 

development, design, and implementation of each degree program’s structure, organization, 

content, assessment of outcomes, pedagogy, etc. Curricula management captures input from 

key business school stakeholders and is influenced by assurance of learning results, new 

developments in business practices and issues, revision of mission and strategy that relate to 

new areas of instruction, etc. 

In addition, in its Business Standards, AACSB provides this definition: 

Business schools are professional schools in that they exist at the intersection of theory 

and practice. In this context, it is important for a school to be firmly grounded in both 

the academic study and the professional practice of business and management. 

Business schools can achieve effective business education and impactful research by 

striking different balances between academic study and professional engagement. 

However, if schools largely ignore one side or the other, both their degree programs and 

scholarly output will suffer. Accreditation should encourage an appropriate balance and 

integration of academic and professional engagement consistent with quality in the 

context of a school's mission. (p. 37) 

AACSB International emphasized human resources instruction within a business context 

and supported SHRM in compiling a set of guidelines for educators. SHRM is “the leading 

provider of resources to serve the needs of HR professionals and advance the professional 

practice of human resource management” (SHRM, 2015). As the world’s largest organization 

devoted to Human Resource management, SHRM recognized the importance of formalizing its 
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standards while simultaneously expanding its global emphasis and recognition of the 

profession. SHRM is primarily a practitioner-oriented organization; nearly 40% of members 

have titles of director or above. The guidelines are available to educators in order “to realign 

curricula and courses, publicize their programs and measure results” (SHRM HR Guidebook and 

Template, 2013, p. 1).  SHRM emphasized the formal completion of an undergraduate or 

graduate degree in human resources as the third step (out of seven) in pursuing a career in the 

field that concludes with the earning of professional credentials. The first guidebook and 

templates from 2005 outlined the minimum HR content areas an HR program should have. 

Theoretical Framework 

Society for Human Resource Management 

Sincoff and Owen (2004) summarized several challenges related to designing effective 

HR programs, including the absence of a clearly defined and widely accepted common body of 

knowledge for the field (p. 80). In 2014 SHRM presented the SHRM Competency Model® (2012), 

comprised of nine competencies that emphasized not only having a knowledge base but also 

the ability to react appropriately to workplace situations. According to SHRM, “A competency 

model is a set of competencies that collectively defines the requirements for effective 

performance in a specific job, profession, or organization” (SHRM BoCK, 2014, p. 4).  The 

competencies were defined as “individual characteristics, including knowledge, skills, abilities, 

self-image, traits, mindsets, feelings, and ways of thinking, which, when used with the 

appropriate roles, achieve a desired result.”  The model encompasses one technical 

competency (HR expertise/HR knowledge) and eight behavioral competencies. In addition, the 

model consists of subcompetencies, behaviors, and proficiency standards that provide direction 
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to aspiring HR professionals regarding a projected career path.  The subcompetencies are 

“related to and/or subsumed by the relevant general competency.” The behaviors are 

“demonstrated by individuals at the highest level of proficiency on the indicated competency.” 

The proficiency standards represent “behavioral standards in which an HR professional at the 

relevant level should engage to be successful” and fall into four levels:  early, mid, senior, and 

executive. These competencies are consistent with the relevant HR areas outlined by others 

(e.g., Hansen, 2002), and aligned with Kaufman (1999) who summarized the following concerns 

of business executives regarding preparation of graduates of HR/IR programs: “skills in oral and 

written communication, leadership, negotiation, understanding organizational dynamics, and 

having a strategic conception of HR” (p. 109). Table 1 lists the definition for each competency. 

The competencies do not appear in hierarchical order. 

Table 1 

Definitions of Each Competency of the SHRM Competency Model® 

Competency Definition 

Leadership & Navigation The ability to direct and contribute to initiatives and 
processes within the organization. 

Ethical Practice The ability to integrate core values, integrity, and 
accountability throughout all organizational and 
business practices. 

Business Acumen The ability to understand and apply information with 
which to contribute to the organization’s strategic 
plan. 

Relationship Management The ability to manage interactions to provide service 
and to support the organization. 

(table continues) 
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Table 1 (continued). 

Competency Definition 

Consultation The ability to provide guidance to organizational 
stakeholders. 

Critical Evaluation The ability to interpret information with which to 
make business decisions and recommendations. 

Global & Cultural 
Effectiveness 

The ability to value and consider the perspectives 
and backgrounds of all parties. 

Communication The ability to effectively exchange information with 
stakeholders. 

HR Expertise (HR Knowledge) The knowledge of principles, practices, and functions 
of effective human resource management. 

Note. (SHRM Competency Model®, 2012) 

The SHRM Competency Model® underwent a three-step validation phase following the 

best practices by Campion (2011) and Shippmann et al. (2000). The validation process included: 

1) Model development through review and synthesis of the relevant literature and input

from 1,200 HR professionals in 29 cities across the world; 

2) Content validation through a survey with over 32,000 respondents; and

3) Criterion validation through the collection of ratings of employee performance from

multiple sources; these ratings were related to the competency model using an 

assessment of competency-based proficiency (SHRM Competency Model®, 2012). 

More than 15 years passed since Barber’s (1999) review and Kaufman’s (1999) HRM 

study but the challenges remain. In order to be effective, universities should teach HRM, 

corporations should provide HRM education, and professional associations should offer HRM 

educational programs. Not surprisingly, a field as dynamic as HRM cannot rely on only one 
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source of knowledge and expertise. For example, Okumus and Wong (2005) found that syllabi 

of strategic management courses in hospitality in tourism “do not really reflect recent and 

advanced developments in the generic strategy field.” (p. 77). In this case, the professional 

association SHRM espouses industry standards and recent developments. SHRM also received 

the designated as an accredited Standards Developing Organization by the American National 

Standards Institute in 2009. Thus, SHRM is “the exclusive U.S. developer of HR standards” 

(Cohen, 2015, p. 212). In addition to SHRM, several other associations including but not limited 

to the Association for Talent Development (ATD) and the International Public Management 

Association (IPMA) offer credentialing avenues and prescribe industry standards. However, this 

study was limited only to SHRM due to its more encompassing area of HR expertise (e.g., not 

only focused on the public sector) and its most recently developed model. Also, the researcher 

was primarily concerned with the level of preparedness of bachelor degree recipients and job 

entrants. 

Methods 

The purpose of this study was to provide a snapshot of current HR and management 

curricula of four-year public universities in Texas in 2016 to evaluate their alignment with the 

HR competencies put forth in the SHRM Competency Model®. This model, described earlier and 

validated by a survey of over 32,000 professionals across the world, served as the theoretical 

framework validated. The researcher considers that the model reflects an accurate 

representation of the general competencies required of HR professionals. The following 

research questions guided the study: 
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R1. Which of the nine competencies, as outlined in the SHRM Competency Model®, 

explicitly and/or implicitly appear in course syllabi of AACSB-accredited undergraduate HR and 

management degree programs in four-year public universities in Texas? 

R2. Which courses of AACSB-accredited undergraduate HR and management degree 

programs in four-year public universities in Texas encompass all nine competencies, as outlined 

in the SHRM Competency Model®? 

R3. What percentage of AACSB-accredited undergraduate HR and management degree 

programs in four-year public universities in Texas, as specified in course syllabi, encompass all 

nine competencies, as outlined in the SHRM Competency Model®? 

Research Design 

This study analyzed data through a mixed methods approach following a series of 

prescriptions by Teddlie and Tashakkori (2009). A summary of the main aspects of qualitative 

and quantitative strands as used in this study follows. 

1. This study was case-oriented, focusing on the phenomena in context;

2. This study was confirmatory in nature, confirming a portion of an existing model;

3. This study used purposeful, criterion sampling;

4. This study used sequential mixed data analysis with the qualitative analysis

preceding the quantitative analysis; 

5. This study used content analysis (Krippendorff, 2014) to analyze data;

6. This study used conversion mixed data analysis to quantitize narrative data.

Krippendorff (2014) defined content analysis as “a research technique for making 

replicable and valid inferences from texts (or other meaningful matter) to the context of their 
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use” (p. 24). Research techniques should be reliable, replicable, and valid. Content analysis 

allows for the successful recognition and discussion of meaning and infers answers to the 

specified research questions by analyzing texts that acquire significance in the contexts of their 

use. Content analysis uses abductive inferences; those inferences proceed from the text to the 

answers to the posed questions (e.g., from particulars to particulars). As a unique research 

technique, content analysis is unobtrusive and it “allows researchers to analyze relatively 

unstructured data in view of the meanings, symbolic qualities, and expressive contents they 

have” (p. 49). 

Syllabi represent a complete listing of content (Bers, Davis, & Taylor, 1996) and scholars 

have used syllabi review as a reliable methodology to evaluate the content of courses (e.g., 

Brown et al., 2013). In addition, the researcher based her design on Scott-Bracey’s (2011) mixed 

methods examination of alignment of soft skills and undergraduate business information 

systems (BIS) syllabi. Scott-Bracey (2011) used content analysis to analyze 150 electronic job 

postings and 70 syllabi and determined the degree of alignment between workforce demands 

and program offerings. The author analyzed the frequencies, ranked the soft skills categories, 

and then used cluster analysis and Jaccard’s coefficient to determine the degree of association 

between specific categories of soft skills. In addition, the current study followed Johnson and 

King’s (2002) design by evaluating program catalogs/brochures and using the same selection 

criteria in excluding doctoral programs. The researcher employed an etic perspective when 

examining syllabi and competencies; this approach facilitates the comparison across contents 

and populations (Morris, Leung, Ames, & Lickel, 1999). The researcher also consulted Comeaux, 

Brown, and Sieben (2015) who used content analysis to study 24 syllabi and 106 course 
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objectives for graduate-level intercollegiate athletics courses in the United States. They 

summarized data according to elective and core courses as well as by type of faculty (adjunct or 

full-time). Their results revealed that both explicit and implicit curricular references existed in 

the syllabi and noted a consistency among course topics. However, overall, evidence of 

convergence across the content of intercollegiate athletic courses was scarce. Thus, the authors 

encouraged future research to incorporate relevant competencies for athletics professionals. 

This study’s units of analysis were: 1) competencies, 2) course objectives, and 3) course 

titles. The researcher purposefully limited the text analysis to the course objectives because 

they usually coincide with official records of the university, which would presuppose the 

existence of uniform curricula. Saunders (2015) argued that it is appropriate to study course 

objectives because they “detail the knowledge, skills, and attributes that instructors intend for 

students to attain through the course, and as such essentially describe the competencies that 

students are mastering” (p. 10). In addition, the course objectives and titles capture the course 

content most accurately. For the purposes of the study and due to the specific characteristics of 

course syllabi, the researcher analyzed course objectives, student learning/learner outcomes, 

and learning objectives if they occurred in the syllabi; the researcher collectively summarized 

them under “course objectives” to simplify data analysis.  Although the researcher did not 

formally analyze course descriptions, sometimes course objectives were contained in the same 

paragraph with the “course description” so the researcher also evaluated them as applicable. 

This study did not involve the testing of human subjects as defined by the Institutional 

Review Board (IRB) at the University of North Texas (UNT IRB Procedures, 2015) and the 

researcher did not need institutional approval to conduct the research. This study included 
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minimal e-mail interaction with faculty members and/or staff when obtaining syllabi that were 

not publicly available on university websites. As argued by Kung et al. (2006), collecting the data 

directly from the university as opposed to surveying participants fosters the systematic 

collection of data and its standard quantification. Prior studies (Comeaux et al., 2015; Sweifach, 

2014) used direct solicitation through e-mail addresses with contacts at the respective 

universities; this technique, however, decreased the desired sample size due to 

nonresponsiveness. To minimize nonresponsiveness, the researcher collected the data directly 

from the university’s website and only contacted faculty and other university representatives 

(e.g., Registrar) if the information was not available online. 

Population Demographics 

The researcher examined the alignment between competencies and undergraduate 

course syllabi of HR and management programs of AACSB-accredited undergraduate public 

universities in Texas.  Other researchers (e.g., Brown et al., 2013; Scott-Bracey, 2011) also 

consulted the AACSB directory. The population of interest encompassed all HR and 

management degree programs taught in business schools at undergraduate universities in 

Texas that have current AACSB accreditation. To determine the list of participating universities, 

the researcher conducted a search on the AACSB website in October 2015 and validated the 

search again in March 2016. This website provides a list and a sample profile of each university 

that includes the number of enrolled students, discipline/field offerings, general or scholarly 

orientation, among other data. This search resulted in 32 universities that had completed the 

2014-15 AACSB Business School Questionnaire survey. 
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Sample 

This study used a purposive sampling technique that allows the identification of 

sampling units based on a specific purpose (Teddlie & Tashakkori, 2009). This technique can 

result in both representativeness of a broader group of cases and allows for comparisons 

among the different sampling units.  Typically, purposive sampling emphasizes the depth of 

information and assists in understanding phenomena from a small number of sampling units. 

Prior researchers also used purposive sampling to examine syllabi (e.g., Comeaux et. al., 2015).  

The researcher adapted Kung et al.’s (2006) criteria to identify the final sample by using the 

following selection criteria: 

1. Being a public university in Texas, and

2. Offering a four-year HR or a closely related program, including management, that

culminates with a bachelor’s degree 

The criteria yielded 28 sampling units. The undergraduate program also had to reside 

within a business school or college. Out of the 32 universities identified in the population, fewer 

than 10 offer HR programs only; thus, the final sample included management or closely related 

programs. The researcher then reviewed the degree program offerings by directly accessing 

each university’s website. One university did not offer a bachelor degree program in HR, 

management, or related field; and another university offered a general business degree only. 

Furthermore, in the process of data collection and analysis, the researcher did not have access 

to the syllabi of several universities or they did not have syllabi for Spring 2016 publicly 

available on their website.  After requesting a direct link to syllabi, the researcher either did not 

receive a response from the university or the online link provided was broken for an extended 
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period of time and the researcher made several unsuccessful attempts to access the syllabi. 

Thus, the final sample consisted of 21 public universities and 262 unique course syllabi. The 

sample size corresponds to Teddlie and Tashakkori’s (2009) observation that purposive samples 

usually consist of 30 or fewer cases that the researcher can determine based on expertise. 

Table 2 lists the final sample of universities (n = 21) that fit the search criteria and were 

included in the study in alphabetical order by name. The table also lists the college or school 

name, the title of the degree program(s), and the number of syllabi analyzed from each 

program (n = 310). Some universities offer a degree program in both HR and management so 

the analysis included both programs. There were 15 programs offering Bachelor of Business 

Administration (BBA) degree in management and three programs offering BBA degree in 

general management. Five programs offer a BBA degree in human resource management and 

two programs offering BBA degree in management with an HR track or concentration. Four 

universities have both a BBA in management and a BBA in HRM. 

Table 2 

List of Sample Universities and Number of Analyzed Syllabi in Alphabetical Order by Name 

University 
(n = 21) 

College/School Name Degree Program 
Number of Syllabi 
Entries (n = 310) 

Lamar University College of Business BBA-Management, 
BBA-HRM  

6 

6 

Midwestern State University Dillard College of Business 
Administration 

BBA-Management  7 

Sam Houston State 
University 

College of Business Administration BBA-Management, 
BBA-HRM 

22 
18 

Stephen F. Austin State 
University 

Rusche College of Business BBA-Management 9 

Texas A & M International 
University 

A.R. Sanchez, Jr. School of Business BBA-Management, 
Concentration 

6 

(table continues) 

Table 2 (continued) 
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University 
(n = 21) 

College/School Name Degree Program 
Number of Syllabi 
Entries (n = 310) 

Texas A & M University Mays Business School BBA-Management 21 
Texas A & M University - 
Commerce  

College of Business and 
Entrepreneurship 

BBA-Management 7 

Texas A & M University - 
Corpus Christi 

College of Business BBA-Management 10 

Texas State University McCoy College of Business BBA-Management 18 
Texas Tech University Rawls College of Business 

Administration 
BBA-Management, 
HR Concentration 

13 

University of Houston C.T. Bauer College of Business BBA-Management, 
HRM Track  

13 

University of Houston - Clear 
Lake 

School of Business BBA-Management 14 

University of Houston - 
Downtown 

College of Business BBA-Management 11 

University of Houston -
Victoria  

School of Business Administration BBA-Management 11 

University of North Texas College of Business Administration BBA-Org. Behavior 
& HRM 

16 

University of Texas at 
Arlington 

College of Business BBA-General 
Management 

12 

University of Texas at Austin McCombs School of Business BBA-General 
Management 

13 

University of Texas at El Paso College of Business Administration BBA-General 
Management, 
Concentration 

7 

University of Texas at San 
Antonio 

College of Business BBA-Management, 
BBA-HRM 

20 
19 

University of Texas at the 
Permian Basin 

College of Business and Engineering BBA-Management 10 

West Texas A&M University College of Business BBA-Management 
BBA-HRM 
(specialization) 

11 
10 

Note. BBA = Bachelor of Business Administration; HRM = Human Resource Management. 

Purposive sampling is concerned with the transferability of the data for generalizability 

purposes (Teddlie & Tashakkori, 2009). Since the primary purpose of this study was not theory 

generation or theme development, saturation did not represent a concern; the researcher 

changed the number of sampling units without compromising the representativeness of the 

data. 
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Data Collection 

Teddlie and Tashakkori (2009) presented a typology of unobtrusive/nonreactive 

measures of data collection that included archival records, which includes written public 

records. The HR competencies specified in the SHRM Competency Model® are readily available 

in various SHRM publications as well as the SHRM website so they represent written public 

records. The course catalogs, course descriptions, and course syllabi are a written public record.  

The researcher followed these steps during the data collection phase in January, February, and 

March 2016: 

1. Reviewed each university’s catalog, degree/program offerings in HR and

management 

2. Reviewed each university’s course descriptions in HR and management

3. Determined which courses to review and analyze using the following criteria:

a) Courses offered only through the department of management

b) HR and/or management course that included the course prefix MM, MGMT, MGT,

MANA (including mostly upper level courses but also a “principles” course offered as 

part of the business core, as well as some business communications courses offered 

as a lower division university or business core course) 

c) Required and elective courses within major/specialization/concentration

4. Browsed the university’s website content map or specifically search for the terms “HB

2504”, “House Bill 2504”, “syllabus”, “syllabi”, “course information.”  Per Kung et al. 

(2006), in case of a discrepancy between catalog and information listed on the 
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department’s website, the researcher used the information available on the 

department’s website. 

a) If syllabus not available, sent faculty teaching the course e-mail requesting syllabi

or link to website where it was available 

b) Examined the courses for each program of study and reviewed each syllabus to

ensure that it corresponded to the relevant discipline taught at the university. In 

case of a discrepancy, the researcher did not analyze the syllabus. 

5. Examined the syllabi for completeness and inclusion of course objectives/learning

outcomes. 

a) The researcher evaluated only one syllabus for each course when taught by the

same instructor/faculty. If different instructors/faculty taught several sections of 

a course, the researcher reviewed the syllabus and course objectives and listed it 

as a separate course (per Lowry, 2012; Scott-Bracey, 2011). If different 

instructors/faculty taught several sections of a course but the course objectives 

were the same, only one course syllabus from one instructor/faculty was 

reviewed. 

b) The researcher collected syllabi for both the HR and management programs that

offered both degrees even though some courses overlapped. 

6. Saved syllabi on internal drive.

7. Reviewed each course objective and coded it according to the competencies of the

SHRM Competency Model® using the coding table (Appendix B), making notations in the 

Microsoft (MS) Word or pdf file. 
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8. Once all course objectives were coded, completed data entry form in Qualtrics (online

survey management platform) for each syllabus. 

Data Coding 

The researcher used portions of Scott-Bracey’s (2011) mixed-methods examination of 

alignment of soft skills and undergraduate BIS syllabi as well as a descriptive content analysis 

approach (Neundorf, 2002).  The researcher analyzed course objectives listed in syllabi by using 

content analysis. If specific course objectives appeared as course learning outcomes, the 

research analyzed them if they were course objectives. In cases of syllabi listing both course 

objectives and course learning outcomes, the researcher reviewed and included both if 

applicable. The researcher matched the course objectives to the competencies of the SHRM 

Competency Model® by using explicit and/or implicit terms. Explicit terms are easy to identify 

whereas implicit terms derive from the researcher’s subjective judgment. As used in this study, 

explicit terms are the exact same terms that appear on the syllabi and in the model or terms 

that differ by one word. The researcher developed a coding table of variation of terms 

(Appendix B) by using a dictionary and a thesaurus and consulting the sub competencies of the 

SHRM Competency Model®. Appendix B also includes a sample of course objectives and the 

corresponding competency. For example, the competency “Leadership & Navigation” was 

coded as a match between the model and syllabi if “leadership” and/or “navigation” appeared 

in the course objectives section of the syllabi. A course objective listed as “Critical Thinking” 

matches the competency “Critical Evaluation.” Implicit terms were identified by using the 

already existing and validated SHRM Competency Model® and the researcher’s knowledge and 

expertise in human resources to determine the appropriate match. Following Brown et al. 
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(2013), the researcher also used variations of the terms (e.g., lead, leader, leading, and 

leadership). 

Reliability and Validity 

Teddlie and Tashakkori (2009) discussed inference quality and inference transferability 

in the context of mixed methods research. Inference quality is concerned with the quality of 

conclusions based on the findings and it considers the quantitative statistical terms such as 

internal validity and statistical conclusion validity, as well as the qualitative aspects such as 

credibility and trustworthiness. Inference transferability is concerned with the extent to which 

the conclusions derived from the findings may relate to similar subjects, settings, contexts, etc. 

Generalizability and external validity in quantitative analysis and transferability in qualitative 

analysis represent inference transferability respectively. 

As the researcher coded the data, she tested it for consistency. The researcher used 

structuring, which allows specific material to be extracted from the text, as explained by 

Mayring (2000). As summarized by Ryan and Bernard (2003), the researcher determined the 

themes based on a priori approach stemming from prior definitions found in literature reviews. 

For the current study, the themes/competencies of the SHRM Competency Model® have 

already been validated so the researcher used that theoretical framework as the basis.  She 

further developed a list of variation in terms by using a dictionary and a thesaurus, her 

expertise, and the sub competencies of the model that are related to the competency 

(Appendix B). 

The researcher matched the course objectives and the competencies using the following 

steps in accordance with the considerations mentioned in the preceding paragraphs: 
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1. Reviewed each syllabus and made a coding match notation in the MS Word or pdf file

2. Matched each course objective to one or more competencies, as applicable

3. Reviewed the matching by reading the course objectives and competencies again

4. Made notations of any discrepancies and reviewed all program code matches to ensure

the discrepancy was coded consistently (e.g., knowledge of management theories was 

coded under “Business Acumen” since it is not as specific as “HR Expertise (HR 

Knowledge),” where theories and concepts would have otherwise been matched), and 

5. Reviewed the code matches once again before entering them into the data entry form.

This comprehensive approach allowed the researcher to review the coding matches 

three times during the course of the content data analysis. The researcher read each syllabus 

and entered the information important to this study using the data entry form set up in 

Qualtrics following survey questions that appeared on the screen, including course titles for 

each course. This allowed her to have more flexibility and populate all data in one spreadsheet, 

which minimized the room for error and improved data accuracy. She then exported the data 

to MS Excel and used various descriptive statistics to eliminate outliers and correct any issues 

that may have occurred during data entry. All other data (e.g., frequency distributions) were 

analyzed in MS Excel. 
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Results 

The study yielded a dataset of 262 unique syllabi and a review of 310 syllabi data entries 

for the 21 public universities. The researcher referred to every syllabus for a particular course 

and instructor from either the HR or management program that only appeared once in the 

dataset as unique. Some syllabi were included twice because they appeared in both the HR and 

management program courses. Thus, some syllabi had two or more syllabi entries. A syllabi 

data entry or a syllabi entry represented each syllabus that fit the criteria for the particular 

course and instructor. Sixty-one (61) courses were part of the university core requirements or 

business core requirements, and 88 courses were listed as elective courses in the major or 

specialization. Four (4) course syllabi were excluded from the final sample because they did not 

include any objectives or learning outcomes. Most syllabi listed the course description from the 

university catalog or referenced the catalog. This demonstrates consistency between various 

university documents and ensures students are aware of the requirements for each course. In 

addition, some syllabi included a uniform statement from the faculty of the program or a list of 

BBA program goals. This signifies the collective agreement among faculty regarding the 

direction of the program. 

The specific data analysis and results follow each research question. 

R1. Which of the nine competencies, as outlined in the SHRM Competency Model®, 

explicitly and/or implicitly appear in course syllabi of AACSB-accredited undergraduate HR and 

management degree programs in four-year public universities in Texas? 

The researcher employed descriptive content analysis and the data coding sequence 

explained before. Then the researcher calculated the frequency and percentage of occurrence 
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of each of the nine competencies in the course objectives section of the syllabi. The researcher 

was not concerned with the frequency of occurrence of course objectives that matched the 

competencies; rather, the researcher was interested in whether or not they appeared as a 

match (“Yes” or “No”). The results in Table 3 indicate that all of the nine competencies explicitly 

and/or implicitly appeared in course objectives with varying frequency. “Business Acumen,” 

“Critical Evaluation,” “Communication,” and “Relationship Management” collectively 

represented 65.94% of the occurrences in course objectives.  

Table 3 

Occurrence of Competency in Unique Syllabi - Rank Order of Frequency 

Competency 
Frequencies in 
Unique Syllabi 

% of Frequency in 
Unique Syllabi 

Business Acumen 244 23.08% 

Critical Evaluation 212 20.06% 

Communication 125 11.83% 

Relationship Management 116 10.97% 

HR Expertise (HR Knowledge)   91   8.61% 

Ethical Practice   78   7.38% 

Global & Cultural Effectiveness   77   7.28% 

Leadership & Navigation   77   7.28% 

Consultation   37   3.50% 
TOTAL 1,057 100.00% 

 

R2. Which courses of AACSB-accredited undergraduate HR and management degree 

programs in four-year public universities in Texas encompass all nine competencies, as outlined 

in the SHRM Competency Model®?  
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Only two courses (principles of management and organizational behavior, and 

organizational behavior) that represented three syllabi entries encompassed all nine 

competencies. Both of these courses were required business core courses at two different 

universities. The researcher also matched 198 unique course titles offered in undergraduate HR 

and management degree programs in Texas to the competencies as presented in Table 4. The 

total number of analyzed syllabi entries (n = 310) is much larger than the 198 unique course 

syllabi because several courses were coded multiple times if their course objectives differed. 

For example, business core courses such as introduction to organization theory, behavior, and 

management, strategic management, and business communication have multiple sections 

taught by several different instructors. Thus, variability in course objectives necessitated the 

evaluation of up to eight syllabi for one unique course. Not surprisingly, in addition to titles 

containing “principles,” some courses included disciplines such as organizational behavior (OB). 

It also appeared that a broad introductory course in OB had largely replaced the more common 

Introduction to management course. It is important to note that three programs had the same 

course prefixes and numbers but a different title of the course (e.g., principles of management 

vs. introduction to management). This study did not intend to review the quality of syllabi; 

nevertheless, faculty should use the proper course titles established by their respective 

program for consistency. 
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Table 4 

Matching Competencies and Course Titles, Frequency of Occurrence of Course Titles 

Competency Sample Course Titles 
Number of Course 

Titles (n = 198) 

Business Acumen Business Policy, Strategic Management 21 

Leadership & Navigation Leadership Development 16 

Ethical Practice Business Ethics, Social Responsibility of 
Business 

13 

Communication Business Communication 10 
Relationship Management Negotiations  9 

Global & Cultural 
Effectiveness 

International Management  8 

Consultation Consulting & Change Management  2 

Critical Evaluation Critical Thinking & Decision Making  1 

HR Expertise (HR Knowledge) HRM, Staffing, Recruitment 
Employee & Labor Relations 
Diversity, Training & Development* 
Compensation 

24 
11 
 9 
 7 

Not Matched to a 
Competency in Course Title 

Small Business Development, 
Organizational Behavior, Organizational 
Development 

67 

Note. *Other courses including Project Management, Operations Management, etc. 

Sincoff and Owen (2004) found that course topics considered most important to be 

included in undergraduate curriculum were: Equal Employment Opportunity/Affirmative 

Action, employee rights and responsibilities, recruitment, selection, compensation, and 

performance evaluation. These programs were included in undergraduate curriculum in Texas. 

In addition, Mencl, Lester, Bourne, and Maranto (2010) examined the perceptions of 



28 

proficiency in HR content areas of 176 alumni of three HRM undergraduate programs in the 

Midwest. The authors found that course offerings influence the degree of proficiency in content 

areas, with statistical significant differences between the three university programs in the areas 

of: employee and labor relations; employment law; measuring HR outcomes and the bottom 

line; performance appraisal and feedback; HR and mergers and acquisitions; HR and 

globalization; and occupational health, safety, and security. With the exception of HR mergers 

and acquisitions, references to all of these HR-related topics existed in course titles and 

matches between the competencies and course objectives of undergraduate HR and 

management programs in Texas. 

R3. What percentage of AACSB-accredited undergraduate HR and management degree 

programs in four-year public universities in Texas, as specified in course syllabi, encompass all 

nine competencies, as outlined in the SHRM Competency Model®? 

By reviewing competency matches, sorting and visually studying the data, the 

researcher determined that 84% of AACSB-undergraduate HR and management degree 

programs in public universities in Texas encompassed all nine competencies of the SHRM 

Competency Model®. Three programs did not encompass the “Consultation” competency; two 

of those programs are from the same university. Another program did not encompass either 

“Consultation” or “Leadership.” 

Discussion 

The purpose of this study was to provide a snapshot of current HR and management 

curricula of four-year public universities in Texas and evaluate their alignment with the HR 

competencies put forth in the SHRM Competency Model®. Unlike prior studies that defined HR 
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competencies by review of literature and/or surveys of students and practitioners (e.g., 

Hansen, 2004; Johnson & King, 2002), this study used a recently introduced and validated 

model of HR competencies promoted by a professional association (i.e., SHRM), which was 

widely introduced to the HR community in 2014. Quite surprisingly, one syllabi specifically 

referenced the SHRM Body of Competencies and Knowledge (BoCK). This assures students that 

the instructors incorporate the most recent guidelines and trends into course content. 

It is not surprising that course objectives referenced explicitly or implicitly all nine 

competencies of the SHRM Competency Model® given that the surveyed programs included 

management and HR courses, as well as both required and elective courses. As seen in this 

study, most curricula include a wide variety of business-related topics (e.g., operations 

management, Negotiations) that aim to provide students with a basic understanding and 

appreciation of the business environment and the challenges managers face, but also allow 

them the opportunity to analyze issues. Thus, “Business Acumen” and “Critical Evaluation” 

were the most frequently referenced competencies in course syllabi with 23.08% and 20.06% 

respectively. “Communication” and “Relationship Management” followed with 11.83% and 

10.97%; it is common for students in business schools to work in groups and deliver 

presentations as well as write formal reports. Cohen (2015) also listed “Communication” and 

“Relationship Management” as more prevalent for HR professionals at the entry level. 

“Consultation” as a competency received the lowest frequency distribution with only 3.5% of 

syllabi references. The ranking stems from the high number of introductory and some lower 

division courses (e.g., communication in organizations), as well as survey courses that present 

an inordinate number of topics (e.g., understanding people and organizations). Courses that will 
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be more likely to emphasize “Consultation” usually appear in graduate curriculum with higher 

frequency (e.g., change management). In addition, the SHRM Competency Model®  and other 

competency frameworks have promulgated a need for professionals to position themselves as 

“guides” to the organizational leadership and recommend actionable solutions; however, as 

evident from the data analysis, faculty have not yet incorporated this learning outcome in their 

syllabi.  Business policy/strategic management, leadership development, business ethics, and 

business communication courses emerged as the most prominent out of the 198 different 

courses accounting for a total of 30.30% of all courses as presented in Table 4. The HR-related 

courses represented at least 25.76% (Some of them were included in the unmatched category 

because they had only 3 or fewer course titles.). Internship or practicum courses typically do 

not have syllabi so this study excluded such courses. Due to the overly general nature of the 

business education curricula and the specific course selection criteria employed in this study, 

33.84% of course titles did not have an explicit match with a competency. Notably, even though 

only three courses encompassed all nine competencies, 21 out of the 25 HR and management 

programs referenced all nine competencies in their syllabi. As previously mentioned, three 

university programs were only deficient in the “Consultation” competency. Contributing factors 

to this outcome include the relatively small number of syllabi analyzed from some programs 

(e.g., seven syllabi and seven courses in one program; 13 syllabi and 10 courses in another 

program) in addition to some inconsistencies in syllabi design and goals observed in the syllabi 

of the other program. The publicity of these programs was not the subject of this study and the 

researcher only presented aggregate data.  
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This comprehensive analysis revealed that there is alignment between course curricula 

of public universities in Texas and competency expectations of graduates wishing to pursue a 

career in human resources.  This is promising because it is unlikely that faculty and 

administration had made substantial changes to their courses and program offerings as a result 

of the introduction of the SHRM Competency Model®. Therefore, when they do review and 

consider incorporating the changes into their curriculum, the alignment may be much more 

pronounced. In addition, five of the programs in alignment with the competencies in this study 

are also in alignment with SHRM’s recommended guidelines for HR education at the 

undergraduate level. Thus, it matches the methodology of this study. 

Consistent with prior research examining course syllabi (e.g., Pieterse et. al., 2009; 

Scott-Bracey, 2011) and emphasizing the need to standardize curriculum (Cashwell & Young, 

2004), there were conflicts between a variety of courses offered from the same program and 

different instructors as well as course objectives as listed in the syllabi. Differences existed 

between syllabi from adjunct faculty and full-time tenured faculty. Differences also existed 

between syllabi from an online, hybrid (blended), or traditional course. However, in terms of 

the course descriptions and objectives per course, there were fewer inconsistencies. Among the 

syllabi, it was most common to list course objectives as bullet points even though a few 

instructors embedded course objectives in a paragraph. 

The recommendations for future study encompass four different areas as they apply to 

scholarship, university administration, professional associations, and employers. 
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Scholars 

Future studies can incorporate strictly HR programs to evaluate the current state of HR 

education in the United States. Programs could also be evaluated and compared based on 

region and type of university (e.g., public/private, teaching/research-intensive). Most 

universities seek outside credentialing to differentiate themselves and communicate the value 

of their degree to potential students. Researchers may also want to explore HR programs of 

institutions that do not have AACSB accreditation to provide a complete picture of curricula. 

The scholar-practitioner community should also benefit from examining all competency models 

related to HR promulgated by professional associations (e.g., ATD, IPMA) to gain a perspective 

of the expectations of professionals in the field. Such a study may allow for future comparison 

of curricula on a regional, national, and international level. In addition, as influencers of 

business education and preparing future professionals, Cohen (2015) encouraged HR academics 

to conduct research that affects practice (e.g., all aspects of compensation vs. emphasis on 

executive compensation). 

Scholars could also collect student ratings of the expected level of undergraduate 

proficiency or the relative importance of each aspect (Woollacott, 2009, pp. 546-547).  Per 

Novak et al. (2015), research should focus on longitudinal studies of students’ perceptions of 

competencies needed, as well as faculty assessment of these competencies relevant to the 

current business environment. Researchers can also examine master’s level HR programs, 

following the methodology of prior research (Brown et al., 2013). Future studies should 

examine the behaviors and proficiency standards of the SHRM Competency Model®. A 

command of competency is externalized through the ability to apply knowledge. It would also 
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be important to study individuals’ performance gaps that may be evident at the workplace. 

Further, scholars can analyze syllabi from different perspectives to examine required textbooks, 

assessments, and assignments as specified by Parker and Harris (2002).  Future research can 

conduct a longitudinal study of all program syllabi throughout the course of a catalog (typically, 

two years) to determine whether course syllabi changed with the changes brought about by the 

business environment. Thus, the analysis would include courses offered during the fall, spring, 

and summer semesters. A team of coders would enrich the analysis of future studies and allow 

for inter-coder reliability, as compared to the single coding approach employed for this study.  

University Administration 

University administrators should concern themselves with the speed of adoption of 

changes promulgated by the external environment. At the very least, university programs 

should be the “early adopters” (Rogers, 2003). As such, each university program must 

determine the level of adoption it would like to achieve. At the undergraduate level, 

management and HR programs have an abundance of theoretical courses but very few 

knowledge-based assignments with practical implications. Many students declare a minor in 

management or human resources to supplement their chances of landing a stable and higher-

paid job. University administrators should evaluate their course offerings and student 

composition to determine the need for specific courses. For example, if a specific percentage of 

individuals that declared a management or HR major have several years of full-time experience 

in HR functions, departments may need to declare a faster adoption rate as some topics may be 

obsolete. This will also aid department chairs and deans in determining the expertise of faculty 

needed when conducting recruitment and selection efforts. Oftentimes assistant faculty hired 
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to teach introductory courses have the expertise to develop curricula for advanced courses. In 

addition, university administrators that would like to update curriculum may find the guidance 

regarding curriculum mapping and ongoing program evaluation by Perlin (2011) most helpful. 

Faculty should also consult the literature on syllabi construction. For example, Bers et al. (1996, 

2000) provide a comprehensive list of the features of an effective syllabus. Faculty should strive 

to develop a meaningful syllabus that provides an accurate representation of the content 

taught in the course in order to strengthen its ability to communicate with students, especially 

in online courses where students may become overwhelmed by information scattered 

throughout the course.  

Universities should also survey their faculty anonymously regarding their perception of 

the extent to which graduates are prepared to enter and contribute to the workforce. These 

recommendations coincide with Sincoff and Owen (2004) that courses “should reflect 

workplace and societal trends and broad business understanding” (p. 84).  Both administrators 

and faculty are encouraged to assess their view toward the current issues affecting the HR 

profession, implement new approaches to ensure the preparedness of early career HR 

professionals, as well as expose students to pressing global issues that affect the HR 

professional and the organization as a whole. Students should matriculate better equipped to 

obtain full-time employment corresponding to their field of study if programs align with 

workforce needs. Mencl et al. (2010) insisted that faculty review and revise curriculum that 

corresponds to the SHRM content areas, as well as developing partnerships with organizations 

to offer internships and additional educational opportunities delivered outside of the 
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classroom. This study asserts these recommendations in light of the current SHRM Competency 

Model®.   

Professional Associations 

These findings will also assist professional associations assess the resources they 

provide to individuals as related to their career preparation. These entities can also evaluate 

their approach toward businesses and consistently update their efforts in building partnerships 

with employers as well as the federal, state, and local government.  

SHRM may consider forming a long-term partnership with university leaders and faculty 

all over the United States to educate them on its programs and offerings and the potential 

benefits of incorporating the BoCK into their curriculum. Such an effort may include 

establishing an annual workshop geared strictly toward faculty. Oftentimes the professional 

communities provide important recommendations to both industry and academia. Therefore, 

professional associations should develop the means to disseminate such information regularly 

to both audiences. The SHRM Competency Model® should also be revalidated through another 

comprehensive study as part of a SHRM-led initiative. SHRM may further need to specify how 

the fields of OB and OD fit in with the overall model due to the multidisciplinary nature of the 

fields and the vast number of topics covered in an undergraduate OB or OD course.  

Employers 

As disseminated by AACSB in its Business Accreditation Standards for Learning and 

Teaching, new developments in business practices and issues should influence curricula. Human 

Resource directors and managers should also form mutually beneficial relationships with 

university educators to ensure a mutual understanding of the needs of the workforce. In 
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particular, universities may distribute a yearly survey asking practitioners to identify workforce 

challenges. University representatives may also hold informal roundtable discussions to allow 

for a productive discussion that may aid businesses and universities in the design of curricula 

that specifically address the needs of that region (e.g., predominantly manufacturing).  

Universities should also survey their alumni and allow them the opportunity to also voice their 

concerns and how prepared to enter the workforce they perceived they were upon graduation. 

Human Resource representatives should also ensure that they regularly review and revise their 

job requirements in an attempt to hire individuals with the most desirable competencies. They 

should also communicate those requirements to the public in accurate job descriptions to 

ensure that applicants understand all of the requirements. In support of Barber (1999), who 

concluded that internal development was critical for the prosperity of HR professionals due to 

the specificity offered through the employer organizations, this study urges HR professionals to 

engage their direct reports in meaningful career exploration and development. 

Limitations and Delimitations 

The following limitations constrained the findings and recommendations of the study. 

No published studies have empirically examined the proposed competencies of the recently 

introduced SHRM Competency Model®.  The HR field encompasses several areas of expertise 

with varying degrees of complexity and experience requirements. Depending on the history of 

undergraduate programs, the geographic location, and faculty expertise, among other factors, 

specific competency areas (e.g., operations management) appeared in courses more frequently 

than those focusing on a more general knowledge of all subfields. Despite its extensive 
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validation study, arguably, the SHRM Competency Model® does not reflect the perception of all 

HR professionals.  

The following delimitations constrained the findings and recommendations of this study. 

The researcher examined only a portion of the SHRM Competency Model® as it specifically 

related to competencies. The researcher reviewed bachelor degree programs in Texas and did 

not examine master or doctoral level programs, following prior research design (e.g., Johnson & 

King, 2002). Advanced and terminal programs are much more specialized, but those were 

inconsistent with the purpose of this study. The study focused on four-year public universities 

in Texas that are AACSB-accredited and offer undergraduate HR or management programs that 

culminate with a bachelor’s degree. The researcher examined syllabi from the perspective of a 

permanent record (Parker & Harris, 2002) to emphasize the inclusion of course objectives and 

did not examine other parts of the syllabi (e.g., required textbooks, assessment). The 

researcher only collected syllabi during the spring semester of the academic year; thus, the 

researcher did not examine syllabi for every course of the program if they were offered in the 

Fall semester only or every other year. This approach does not represent an extensive concern 

since prior research (e.g., Nicolas & Annous, 2013; Rubin & Dierdorff, 2009) also examined 

syllabi during only one semester and not the entire academic year. 

Conclusion 

This study examined whether undergraduate curricula at AASCB-accredited public 

universities in Texas align with the competencies of the SHRM Competency Model®. Barber 

(1999) viewed HRM education as a life-long pursuit. Students and aspiring professionals 

recognize the numerous career opportunities available to them upon graduation with a degree 
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in human resources and the ability to supplement their knowledge with experience in a very 

dynamic and challenging field. Coder (2003) found that decreased time of faculty to spend on 

projects (e.g., grant application, university service) and interests (tenure application) if needed 

to revise curricula and the long approval process of a new curriculum by different levels of the 

university added to the misalignment between HR requirements and HR education. 

This study contributed to existing scholarship regarding human resources, management 

education, and competency models as follows. First, this study examined the alignment 

between competencies and HR and management curricula of undergraduate universities in 

Texas and found that alignment exists. Second, this study synthesized the most relevant and 

recent research on competency and curricula alignment. Third, this study revealed the extent of 

coordination between formal university programs and industry direction, as prescribed by the 

SHRM in the newly introduced model. Fourth, this study provided an understanding of the 

current state of HR and management undergraduate programs in Texas. The field lacks research 

on undergraduate business education programs and their alignment with the competencies 

needed for the entry-level workforce. This study contributed to the existing literature and 

introduced a new method of analyzing syllabi and alignment of curricula with industry 

competencies. Consistent with prior recommendations (e.g., Johnson & King, 2012), this study 

also emphasized the importance of moving beyond knowledge, forming a partnership with 

industry leaders, and revising curricula to address the needs of industry. Graduates should not 

only be prepared to start an entry-level position. Graduates should be able to contribute their 

expertise and creativity to help the organization solve its challenges effectively.  This study 

emphasized the importance of grounded research and academically driven curricula, as also 
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required by AACSB, and urges universities to continue to align their programs with industry and 

government workforce demands in order to serve the larger community in both a social and 

business aspect.   
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Literature Review 

This literature review encompasses prior studies in refereed scholarly publications that 

have examined the alignment between professional competencies and university curricula. The 

review also synthesizes prior studies that have examined curriculum in HR, management, or 

business programs through content analysis. The literature does not cover the larger areas of 

competency development and syllabi structure.  This section summarizes and groups existing 

scholarship as follows: 

1. Alignment of professional competencies and university curricula. Studies seeking to

align professional competencies and existing curricula encompassing different fields 

(Boss & Drabinski, 2013; Irwin, 2002: Lowry, 2012; Scott-Bracey, 2011; Sweifach, 2014; 

Woollacott, 2009) 

2. University curricula of human resources/management/business programs. Studies

seeking to determine how existing curricula prepare graduates for careers (Brown, 

Charlier, Rynes, & Hosmanek, 2013; Coder, 2003; Gavrilova Aguilar, Bracey, & Allen, 

2012; Hansen, 2002; Johnson & King, 2002; Mayes, Bracey, Gavrilova Aguilar, & Allen, 

2015). If articles fall under more than one category, the researcher described them in 

detail only under the first category but referenced them in both categories. 

Alignment of Professional Competencies and University Curricula 

Regarding the goals of engineering education, Woollacott (2009) used the taxonomy of 

engineering competencies to validate the engineering syllabus by correlating the degree of 

embodiment of the taxonomy in the syllabus (showing the degree to which the content of each 
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second-level category of the syllabus embodies the content of each second-level category of 

the taxonomy). 

Scott-Bracey (2011) analyzed 150 electronic job postings to identify 1,540 soft skills 

grouped in nine soft skill categories sought by BIS entry-level employers. The purpose of the 

study was to explore the alignment of employer demands and syllabi of undergraduate 

programs. The author reviewed undergraduate BIS program catalogs and 70 course syllabi of 10 

AACSB-accredited four-year public university BIS programs in Texas. She found a total of 774 

soft skills representative of the nine respective categories, thus supporting the Partnership for 

21 Century Skills theoretical framework. She found that initiative and self-direction, social and 

cross-cultural skills, and flexibility and adaptability, as listed in this order, represented the three 

categories of data alignment between job postings and course syllabi. 

Sweifach (2014) used content analysis to examine the extent to which course syllabi of 

Master of Social Work programs corresponded to 10 competencies identified by The Council on 

Social Work Education’s Educational Policy and Accreditation Standards. The author obtained 

responses from 182 schools and 112 syllabi. One fourth of the classes with single-theme syllabi 

demonstrated very good consistency with the Standards with a mean score of consistency of 

12.9 (1-15 range) and 38.8% of the studied syllabi demonstrated weak alignment with the 

Standards with a mean score of consistency of 3.76 (1-15 range). The author also looked for the 

number of times concepts were referred to in the syllabi. In addition, she evaluated the course 

descriptions to determine which level courses included group practice in their curricula. 

Several researchers (Boss & Drabinski, 2013; Irwin, 2002; Lowry, 2012) analyzed syllabi 

to determine library use requirements and literacy expectations. Irwin (2002) reviewed and 
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analyzed online curriculum information and course descriptions of each of the 48 American 

Library Association-accredited library schools. The authors counted the frequency of 

occurrence of concepts in course titles and catalog descriptions and counted 78 discrete terms 

out of 217 required course titles. The findings revealed that these mandatory courses 

adequately covered the twelve subjects recommended by the International Federation of 

Library Associations in 1976.  Lowry (2012) conducted a similar study. The author used content 

analysis to determine if an expectations gaps existed between the library use and research 

expectation of accounting faculty for their undergraduate students (as listed in the course 

syllabi) and the expectations for information competence of professional accounting 

associations in Canada (as listed in competency maps). She analyzed 66 sections of 23 

accounting courses from one university by level of library use (ranging from no research or 

library use required to significant research required) and level of course (e.g., introductory, 

advanced). Her findings revealed that there was an expectations gap because the competency 

maps when mapped to the standards of the Association of College and Research Libraries’ 

Information Literacy Competency Standards for Higher Education required information 

competency but the majority of undergraduate accounting syllabi required very little research 

or library use. Boss and Drabinski (2013) analyzed 28 courses and 79 undergraduate and 

graduate syllabi from the School of Business at Long Island University to identify specific gaps of 

information literacy instruction and library use. The authors sought the occurrence of library 

use requirements and information literacy learning outcomes. In addition to the syllabi, the 

authors examined additional curriculum documents and the School’s mission and vision 

statements. To analyze the syllabi, the authors created a content analysis questionnaire with 
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Yes/No questions (e.g., “Does the syllabus state learning outcomes related to critical thinking?”) 

that required the outcome to be named explicitly. The authors grouped the data descriptively 

(e.g., 37 or 53% of the reliable sample required students to consult materials accessed only 

through libraries). In addition, they found that some course objectives were only limited to 

access and retrieval of information.  

Using the American Institute of Certified Public Accountants (AICPA) Core Competency 

Framework and its core functional competencies for assessing the undergraduate program, 

Daigle et al. (2007) studied required accounting courses of an AACSB-accredited program at a 

large public university.  The findings revealed that students became more competent in certain 

functional competencies, and reflected that the expected emphasis on certain competencies in 

the AIS course required modification to the assessment plan of the university. 

University Curricula of Human Resources/Management/Business Programs 

Johnson and King (2002) solicited information on HR/IR programs from universities 

listed on the IRRA's listing of “Industrial Relations and Human Resource Degree Programs in the 

US, Canada, and Australia,” as of May 1998. In addition to 23 Bachelor degree programs, their 

analysis included 32 Master programs and 16 Master of Business Administration programs with 

a concentration/specialization in HR/IR. The authors grouped 47 competencies from 71 

programs in four categories: classical HR, traditional HR, new HR, and personal HR 

competencies. Their conclusions revealed that the programs studied adequately developed 

HR/IR competencies but could focus more on personal HR competencies (e.g., formal 

communication, interpersonal communication, managing relationships). 
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Hansen (2002), who used content analysis to review the required proficiencies by HR 

graduates, argued that master's degree-granting industrial relations programs resembled HR 

programs in business schools. He surveyed students from the University of Wisconsin-

Madison's Master's degree program in industrial relations. He included 20 skills and knowledge 

categories and rated them using a modified quality function deployment according to priority 

values and priority rankings. Then he identified the gaps between students’ perceptions 

regarding current program emphasis and desired program emphasis with respect to knowledge 

and skills. 

Brown et al. (2013) studied 241 required organizational behavior (OB) topics in syllabi of 

full-time MBA programs that also have AACSB accreditation. The authors used the definition of 

OB as put forth by the Academy of Management’s OB domain statement and the mission 

statement of the Journal of Organizational Behavior to code course content to aid in the 

content analysis.  The researchers used nVivo, SPSS, and MS Excel to summarize the findings 

that revealed that the topics of leadership and groups or teams appeared most frequently 

across courses. 

Gavrilova Aguilar et al. (2012) used content analysis to inspect the diversity curricula of 

the top 20 ranked Executive Master of Business Administration (EMBA) programs in the United 

States in 2010. The results indicated that none of the 20 leading EMBA programs specifically 

denoted “diversity” training of any sort; however, programs offered experiences aimed at 

enhancing cultural awareness. Nineteen of the programs contained at least one implicit 

reference of diversity in course titles and 18 of the programs had at least one implicit reference 

of diversity within course descriptions. 



46 

Mayes et al. (2015) examined corporate social responsibility topics in curricula of top 25 

2012 ranked Executive Master of Business Administration (EMBA) programs in the United 

States through qualitative content analysis. The authors studied both core and elective courses’ 

titles and descriptions looking for explicit and implicit references to corporate social 

responsibility. Their findings summarized that there were explicit links between leadership 

development and organizational CSR, ethics, or law topics, whereas only one course had the 

words “Corporate Social Responsibility” in its course title, and three other courses with the 

word “responsibility” in the course title; most Executive MBA programs had at least, and 

sometimes both, law and ethics courses. 

Summary 

Several of the studies discussed in this section provide critical theoretical and 

methodological contributions to the direction of this research (e.g., Gavrilova Aguilar et al., 

2012; Johnson & King, 2012; Scott-Bracey, 2011). Despite the number of studies and differences 

in using content analysis to study syllabi in various fields (e.g., Gavrilova Aguilar et al., 2012; 

Woollacoot, 2009), the current literature can benefit from a mixed methods approach as 

conducted by Scott-Bracey (2011). In addition, several articles focus on graduate programs 

(e.g., Brown et al., 2013; Gavrilova Aguilar et al., 2012; Mayes et al., 2015). The existing 

literature informed the current study by providing a set of analyses (Scott-Bracey, 2011) and 

additional data sampling and collection techniques to follow (Brown et al., 2013, Comeaux et 

al., 2015; Johnson & King, 2012; Kung et al., 2006). Notably, recent studies using syllabi reviews 

(e.g., Boss & Drabinski, 2013; Nicolas & Annous, 2013) developed a checklist for coders to use 

when evaluating syllabi. 
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VARIATION OF TERMS CODING TABLE 
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Competency 
Variation in 

Explicit Terms Definition 
SHRM Model Sub 

Competencies Implicit Terms Course Objective Example 

Leadership & 
Navigation 

lead, leader, 
leading, leadership, 
navigate, 
navigating, 
navigation 

The ability to direct 
and contribute to 
initiatives and 
processes within the 
organization. 

Transformational and 
Functional Leadership, 
Results and Goal-Oriented,  
Resource Management, 
Succession Planning, Project 
Management, Mission 
Driven, Change 
Management, Political 
Savvy, Influence, Consensus 
Builder 

direct, guide, director, 
directing, guiding, direction, 
initiate, initiator, initiative, 
initiating, manage, manager, 
managing, management, 
mentor, coach, counsel, 
operate, proceed, control, 
steer, spearhead, command, 
oversee, superintend, 
supervise, govern, governor, 
governing, dominate, 
dominating 

“Developed one's interpersonal, 
communication, and leadership abilities by 
interacting as a team within an organizational 
setting.” (also coded under Relationship 
Management and Communication) 

Ethical Practice ethics, ethical, 
ethos, practice(s) 

The ability to integrate 
core values, integrity, 
and accountability 
throughout all 
organizational and 
business practices. 

Rapport Building, Trust 
Building, Personal, 
Professional, and Behavioral 
Integrity, Professionalism, 
Credibility,  
Personal and Professional 
Courage 

value(s), valuing, integrity, 
accountable, accountability, 
corporate social responsibility, 
practice(s),  principle(s), 
norms, standards, etiquette, 
responsible, responsibility, 
oblige, obligation, moral, 
morality, virtue, virtuous, 
philosophy, conduct, 
behavior, honest, honesty, 
exemplary, uncorrupted,  
scrupulous, conscientious, 
principled, honorable, regular, 
repeated, customary, usual, 
application, method 

“Demonstrate awareness of social responsibility 
by experiencing service to business and the 
community.” 

(table continues) 
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Appendix B (continued). 

Competency 
Variation in 

Explicit Terms Definition 
SHRM Model Sub 

Competencies Implicit Terms Course Objective Example 

Business 
Acumen 

business(es), 
acumen 

The ability to 
understand and apply 
information with 
which to contribute to 
the organization’s 
strategic plan. 

Strategic Agility, Business 
Knowledge, Systems 
Thinking, Economic 
Awareness, Effective 
Administration, Knowledge 
of Finance and Accounting, 
Knowledge of Sales and 
Marketing, Knowledge of 
Technology, Knowledge of 
Labor Markets, Knowledge 
of Business, 
Operations/Logistics, 
Knowledge of Government 
and Regulatory Guidelines, 
HR and Organizational 
Metrics/Analytics/Business 
Indicators 

discernment, judgment, 
insight, intelligence, 
intelligent, astute, astuteness, 
keenness, sharpness, 
understand, understanding, 
apply, applicable, applying, 
application, practical, 
proficiency (aside from HR), 
strategy, knowledge (general, 
not HR) 

“Define human resource management and place 
it into the organization’s strategic context.” 
(also coded under HR Expertise (HR Knowledge) 
“Demonstrate proficiency within the basic 
business disciplines, including quantitative 
methods and technological applications.” 

Relationship 
Management 

relation(s), 
relationship(s) 
manage, manager 
managing, 
management 

The ability to manage 
interactions to provide 
service and to support 
the organization. 

Business Networking 
Expertise, Visibility, 
Customer Service (internal 
and external), 
People Management, 
Advocacy, Negotiation and 
Conflict Management, 
Credibility, Community 
Relations, Transparency, 
Proactivity, Responsiveness, 
Mentorship, Influence, 
Employee Engagement, 
Teamwork, Mutual Respect 

interact, interacting, 
interactions, connect, 
connection, liaison, affiliation, 
alliance, collaboration, 
cooperation, partnership, 
team building 

“Students will have participated in related 
exercises and group discussions that teach team 
building, appreciation of diversity, 
professionalism.”    

(table continues) 
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Appendix B (continued). 

Competency 
Variation in 

Explicit Terms 
Definition 

SHRM Model Sub 
Competencies 

Implicit Terms Course Objective Example 

Consultation consult, consulting, 
consultant, 
consultation 

The ability to provide 
guidance to 
organizational 
stakeholders. 

Coaching, Project 
Management (Vision, 
Design, Implementation, and 
Evaluation), Analytic 
Reasoning, Problem-solving, 
Inquisitiveness, Creativity 
and Innovation, Flexibility, 
Respected Business Partner, 
Career Pathing/Talent 
Management/People 
Management, Time 
Management 

provide, provider, guide, 
guiding, guidance, discuss, 
discussion, council, counsel, 
recommend, 
recommendation 

“Students will be introduced to techniques for 
delegation, conflict management, stress 
management, counseling, appraising, 
motivating, rewarding, and leading personnel.” 
(also coded under Leadership & Navigation, HR 
Expertise (HR Knowledge), Relationship 
Management) 

Critical 
Evaluation 

critique, critic, 
critiquing 
critical, evaluate, 
evaluator, 
evaluating,  
evaluation 

The ability to interpret 
information with 
which to make 
business decisions and 
recommendations. 

Measurement & 
Assessment, Objectivity, 
Critical Thinking, 
Problem Solving, Curiosity & 
Inquisitiveness, Research 
Methodology , Decision-
making, Auditing Skills, 
Knowledge Management 

interpret, interpreting, 
interpretation, decide, 
deciding, decision (making), 
recommend, recommending, 
recommendation, examine, 
examination, problem solve, 
conclude, conclusion, analyze, 
analysis, judge, judgment, 
determine, assess 

“Students will have participated in critical 
thinking exercises and simulations to 
understand current management concerns for 
making ethical decisions.”  

Global & 
Cultural 
Effectiveness 

globe, global, 
culture 
cultural, effective, 
effectiveness 

The ability to value 
and consider the 
perspectives and 
backgrounds of all 
parties. 

Global Perspective, Diversity 
Perspective, Openness to 
Various Perspectives, 
Empathy, Openness to 
Experience, Tolerance for 
Ambiguity,  
Adaptability, Cultural 
Awareness and Respect 

international, multinational, 
value, valuing, perspective, 
belief, habits, traditions, 
background, diverse, diversity 

“Students will have recognized current 
management concerns for managing in a global 
economy.” 

(table continues) 
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Appendix B (continued). 

Competency 
Variation in 

Explicit Terms 
Definition 

SHRM Model Sub 
Competencies 

Implicit Terms Course Objective Example 

Communication communicate, 
communicator, 
communicating, 
communication 

The ability to 
effectively exchange 
information with 
stakeholders. 

Verbal Communication Skills, 
Written Communication 
Skills, Presentation Skills, 
Persuasion, Diplomacy, 
Perceptual Objectivity, 
Active Listening, Effective 
Timely Feedback , 
Facilitation Skill,   
Meeting Effectiveness, Social 
Technology and Social Media 
Savvy, Public Relations 

exchange, exchanging, inform, 
information, interact, 
interaction, transfer, transmit, 
disseminate, dissemination, 
correspond, correspondence, 
convey, express, notify, 
notification, present, 
negotiate, negotiation 

“Present ideas in writing in a clear, concise, and 
effective manner.” 

HR Expertise (HR 
Knowledge) 

expert, expertise, 
know (know-how), 
knowing,   
knowledge 

The knowledge of 
principles, practices, 
and functions of 
effective human 
resource 
management. 

Workforce Planning & 
Employment, Human 
Resource Development, 
Compensation & Benefits, 
Risk Management, Employee 
& Labor Relations, HR 
Technology, Global & 
International Human 
Resource Capabilities, Talent 
Management, Change 
Management 

experience, proficiency, savvy, 
skill, command, information, 
awareness, mastery, principle, 
practice, function, 
fundamental, concept, theory, 
understand, understanding, 
method, technique, learn, 
learning, explain 

“Explain the basic human resource pay, benefits, 
equal opportunity, and labor related laws 
governing employee relations in the United 
States.” 
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