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I. Catalog Course Description

Core theories, dynamics, functions and ethics of human resource management in private and public human services organizations are analyzed with particular focus on the knowledge, skills and abilities necessary to successfully recruit, retain and develop the workforce necessary to achieve the mission of the organization.  The substantive areas covered in this course include industry standard human resource policies and procedures in the areas of staff recruitment and selection; developing classification and compensation systems; establishing employee performance standards and conducting performance evaluations; developing and supporting a diverse workforce; employee and organized labor relations; maintaining a  safe, discrimination and   harassment free workplace; training and professional development; and, strategic human resource planning.  

II. Course Overview
The course content builds on the skills, knowledge and values base acquired in the first year of generalist practice and foundation.  Students develop the knowledge and skills relating to managing human resources in public and private human services organizations. Students are presented with the opportunity to learn applicable theoretical frameworks; social work ethics as they apply to the management of human resources; the nature and dynamics of component functions of human resource management such as classification and compensation, creating and supporting a diverse workforce, designing and classifying jobs, hiring and recruitment, employee relations, training and professional development and performance management. Students have the opportunity to learn and apply theory and principals to case situations, gain understanding of the dynamics and requirements of human resource management, and acquire the competencies necessary to perform this function in a public or private organization.

III. 
Place of Course in the Curriculum

This is an elective for all students. The prerequisite is satisfactory completion of the first year professional foundation courses. The course also serves toward meeting the distribution requirement for students in the Management and Policy Concentration.

.
III. Course Objectives
At the conclusion of this course, students will be:
1) Familiar with the key components and concepts of human resource management and the related terms and concepts;

2) Able to describe the history and theoretical bases of  human resource management in social work and the human services;

3) Able to utilize diagnostic frameworks, laws and regulations, ethical codes and principles of equity and efficiency to analyze and respond to human resource issues;

4) Able to understand the principles and practices for staff recruitment, selection, compensation, performance evaluation, retention, separations and the interlocking nature of these activities;

5) Able to understand and apply the principles and techniques associated with creating, supporting and maintaining a diverse workforce that is free from harassment and discrimination;
6) Able to understand and apply the principles and techniques of training and professional development;

7) Able to understand and apply the laws, methods and processes associated with  employee and labor relations;

8) Able to apply theories and concepts appropriately and effectively to analyze human resource management case scenarios; and

9) Able to think and plan strategically for human resources. 

See Course Shell for Listing of CSWE Competencies Addressed by this Course

School-Wide Learning Goal

To prepare students for practice and leadership roles in the fields of social work and social welfare. This goal is operationalized using three of the ten Council on Social Work Education (CSWE) prescribed competencies.   These competencies are as follows:

1. Identify as a professional social worker and conduct oneself accordingly;

2. Apply knowledge of human behavior and the social environment; and 

3. Apply critical thinking to inform and communicate professional judgment.

IV.         Readings for Course

               Required Text:

                Mathis, R., Jackson, J. & Valentine, S.  (2014). Human Resources Management, 14th  
                Edition,Mason, OH: Cenage Learning.

               Suggested Texts:
Jackson, S., Schuler, R. & Werner, S. (2009). Managing Human Resources. Mason, OH: South-Western Cengage Learning
               Noe, R. A., Hollenbeck, J. R., Gerhart, B. & Wright, P. M. (2007). Fundamentals of 

               Human Resource Management,. 2nd Ed. Boston: McGraw-Hill.

              Weinbach, R.W. (2011).  The Social Worker as Manager: A Practical Guide to 

              Success.  5th Ed. Boston: Allyn & Bacon. 

Other Readings:

Required readings, including those from the required texts, are marked with a *.  Readings other than those in the required text may be found in the instructors course shell. Other readings listed, but not required, are suggested for your information and further scholarship. These latter are not in the course shell but may be accessible electronically through the Rutgers Library System.
VI. 
Course Requirements

Students are expected to attend class, complete course readings weekly, and effectively participate in class discussions.

Assignments for this course include: a midterm examination requiring the application of the theory, procedures, principles and insights contained in assigned readings and class discussion to a case example presented by the instructor and a final examination to be given the 15th week of class. Additional information on these assignments, along with related requirements will be provided in class.

VII. 
Grading
Grading will be weighted as follows:  class participation 15%; Midterm examination 35%: and, final examination 50%.  Grades will be negatively affected by excessive (more then three) unexcused absences and/or late completion or performance of assignments
VIII. 
Course Evaluation
Rutgers University issues a survey that evaluates both the course and instructor. This survey is completed by students toward the end of the semester, and all answers are confidential and anonymous. The instructor may also choose to conduct a mid-point evaluation.

IX. Course Outline
Session 1.  – Course Introduction – Defining Human Resource Management -    
                     Historical and Theoretical Frameworks;   General Legal and Regulatory                   
                     Frameworks; Human Resources as a Key Strategic Organizational 
                     Function
Jackson, S., Schuler, R. & Werner, S. (2009). Managing Human Resources. Mason, OH: South-Western Cengage Learning. Chapter 1, p. 1-34.*
Weinbach, R. (2008). Chapters 3.*
Wirtenberg, J. (2007). “The five HRPS knowledge areas.” Human Resource Planning, 30 (1), p. 5.*
Session 2.  -  The Ecology and Ethics of Human Resource Management
                     General and Human Services Specific Workforce and Labor Market 
                     Issues and Trends; Applications of the NASW Code of Ethics to Human
                     Resources Practice
Haley-Lock, A. (2007). “A workforce or workplace crisis? – Applying an organizational perspective to the study of human services employment”. Administration in Social Work”, 31 (3). P. 41-61.

Jackson, S., Schuler, R. & Werner, S. (2009). Managing Human Resources. Mason, OH: South-Western Cengage Learning. Chapter 2, p. 35-72.
Mathis, R. & Jackson, J. (2014). Chapter 1.*

National Association of Social Workers. (2014). Code of Ethics of the National Association of Social Workers. Washington, DC: NASW. *(Available online at [www.naswdc.org])
Salamon, L. & Geller,S. (2010). “What workforce crisis?” Stanford Social Innovation Review. 8 (1), p.23-24. *
Weinbach, R. (2008). Chapter 2*
Zachary, M. (2012). “Employment at will and public policy”. Supervision 73 (11) p.21-25.
Session 3. -  Classification Systems - Developing and Modifying Job Descriptions and
                  Specifications; Using Bona Fide Occupational Qualifications; 
                  Classification  Frameworks and Related Issues for Public and Private 
                  Organizations
Jackson, S., Schuler, R. & Werner, S. (2009). Managing Human Resources. Mason, OH: South-Western Cengage Learning. Chapter 5. P.153-184.
Mathis, R. & Jackson, J. (2014). Chapter 4*
Noe, R. A., Hollenbeck, J. R., Gerhart, B. & Wright, P. M. (2007). Chapter 4.*
http://www.onetonline.org/  O*net online – Scan website for useful material on job description and classification
Session 4. – Compensation Systems - Creating and Maintaining Competitive Salary 

                    Levels and Ranges; Mandatory and Optional Fringe Benefits 

                    Special Issues in Pension and Health Benefit Management
Ben-Ner, A., Ren, T. & Paulson, D. (2011). “A Sectoral comparison of wage levels and wage inequality in human services industries”. Nonprofit and Voluntary Sector Quarterly, 40 (4), P. 608-633.

Knight, M. & Comer-HaGans,D. (2012). “Domestic Partner Benefits”. Public Personnel Management 41 (3). P. 493-504.* 
Mathis, R. & Jackson, J. (2014). Chapters 11*, 12* & 13*
Noe, R. A., Hollenbeck, J. R., Gerhart, B. & Wright, P. M. (2007). Chapter 11 & 13.

Reddick, C. (2009). “The importance of employee health benefits to public and private sector organizations.” Public Personnel Management 38 (2). P. 49-68.

Ronza,P. (2009). “Nonprofit compensation: To pay or not to pay.” Nonprofit World 27 (5). P. 16-17.*
Schweitzer, D., Chianello,T. & Kothari, B. (2013). “Compensation in social work: Critical for satisfaction and a sustainable profession.” Administration in Social Work 37 (2). P. 147-157.
Zhang, F. & Kleiner, B. (2010). “How to manage unemployment claims.” Nonprofit World 28 (2). P. 20-21.*

Zimbalist, A. (2010). “The gender wage gap”. Harvard Business Review 88 (9) P. 21-23*
Session 5. – Recruitment, Selection and Hiring Processes - Communicating and 

                    Advertising Job Opportunities; Hiring Practices that Maximize Equal 

                    Opportunity and Diversity;   Interviewing Prospective Candidates;                      
                    Conducting Background Checks – Avoiding “Negligent Hiring”

                    Communicating and Negotiating Terms and Conditions of Employment;  
Froschheiser, L. (2009). “Work with the best: How to find employees you need.” Nonprofit World 27 (5). P. 22-23*
Mathis, R. & Jackson, J. (2014). Chapters 6* & 7.*
Noe, R. A., Hollenbeck, J. R., Gerhart, B. & Wright, P. M. (2007). Chapter 6*.

Ramsey, D. (2013). “Using headhunters to find the best hires.” Supervision 74 (6). P.3-5.*
Schroffel, A. (2012). “The use of in-basket exercises for the recruitment of advanced social service workers”. Public Personnel and Management 41 (1), p. 151-160.
Woska, W. (2007). “Legal issues for HR professionals: Reference checking/background investigations.” Public Personnel Management, 36 (1), 79-89.
Session 6. – Training and Professional Development -    Types and Methods of 
                     Training;    New Applications of Information Technology to Training; 
                     Mentoring and Succession Planning. 
Austin, M., Regan, K. Samples, M., Schwartz, S. & Carnochan, S. (2011). “Building managerial and organizational capacity in nonprofit human service organizations through a leadership development program”. Administration in Social Work, 35 (3). P.258-281.

Foster,, S. (2012). “Training solutions”. Supervision 73 (2). P. 3-4*.
Froelich, K., McKee, G. & Rathge, R. (2011). “Succession planning in nonprofit organizations”. Nonprofit Management and Leadership 22 (1), p.3-20.

Gothard, S. & Austin, M. (2013) “Leadership succession planning: Implications for nonprofit human services organizations.” Administration in Social Work, 37 (3). P.272-285.
Mathis, R. & Jackson, J. (2014). Chapters 8*.

Pynes, J .E. (2004). Chapter 12*.

Weiss, W. (2014). “Training methods and programs.” Supervision, 75 (2). P. 18-22.
Wolfred, T. (2008) Building Leaderful Organizations: Succession Planning for Nonprofits. Baltimore: The Annie E. Casey Foundation. Available Electronically at [http://www.aecf.org/~/media/Pubs/Other/B/BuildingLeaderfulOrganizationsSuccessionPlann/Building%20Leaderful%20Organizations.pdf].*
Session 7. – Line and Administrative Supervision - Administrative, Educational and  
                     Supportive Components                   
Kadushin, A. (2002). Supervision in Social Work.  New York: Columbia University Press. Chapters 1* and 2*
Lewis, J., Packard, T. & Lewis, M. (2007). Management of Human Services Programs. Belmont, CA: Brooks/Cole. Chapter 7.*
Stanley, T., (2012). “Delegating for Success”. Supervision 73 (4), P. 7-10).*
Tsui, Ming-sum. (2005). Social Work Supervision: Contexts and Concepts. Thousand Oaks, CA: Sage Publications. Chapters 2, 3 & 4, Pages 17-61. 
Session 8. – Setting, Managing and Enforcing Performance Standards - Providing               

                    Regular Feedback to Employees; Conducting Performance Appraisals;
                    Establishing and Implementing Consequences for Performance - Rewards                   

                    and Sanctions.
Becker, K., Antuar, N. & Everett, C. (2011). “Implementing an employee performance management system in a nonprofit organization”. Nonprofit Management and Leadership 21 (3), 255-271.

Busi, D. (2014). “Issuing a written disciplinary action”. Supervision, 75 (6). P. 6-10*
Fracaro, K. (2013). “Monitoring performance to achieve excellence.” Supervision, 74 (2). P. 14-17.
Mathis, R. & Jackson, J. (2014). Chapter 10.*
Miller, C. & Thornton, C. (2006). “How accurate are your performance appraisals?” Public Personnel Management, 35 (2), 153-162.*
Pynes, J .E. (2004). Chapter 9*.

Weinbach, R. (2008). Chapter 6.
Session 9. – Supporting and Maintaining Diversity and Equal Opportunity -                     

                    Maintaining an Harassment and Discrimination Free Workplace;

                     Supporting and Maintaining Diversity; Legal and Regulatory.
                     Requirements; Dismantling Glass Ceilings and Elevators
Anixter Center. (2006). “Creating an Inclusive Workplace.” Nonprofit World, 24 (4), 12-13. *
Castillo, R. & Zalenski, J. (2008). “Is your organization culturally competent?” Nonprofit World, 26 (6), p. 18-21.

Connor, A. (2010). “Strong Women, Strong Sector”. Stanford Social Innovation Review 8 (1), p.11-11.*
Kunreuther, F. (2010). “Are you prepared for the multi-generational workplace?” Nonprofit World 28 (6), p. 7.* 

Leasher, M. & Miller, C. (2012). “Discrimination across the sectors: A comparison of discrimination trends in private and public organizations.” Public Personnel Management, 41 (2). P.281-326.
Mastracci, S. & Herring, C. (2010). “Nonprofit management practices and work processes to promote gender diversity”. Nonprofit Management and Leadership, 21 (2), 155-175.
Mathis, R. & Jackson, J. (2014). Chapters 3*.
Meyerson, D.E. & Fletcher, J.K. (2000). “A modern manifesto for shattering the glass ceiling”. Harvard Business Review, 78 (1) 126-136. *
Nguyen, B. (2008). “Tomorrow’s workforce: The needs for immigrant workers and strategies to retain them.” Public Personnel Management. 37 (2). P. 175-184.
Ramsey, R. (2014). “Supervising workers with disabilities”. Supervision, 75 (1). P. 11-13.*
Session 10. – Employee Relations – Employee Rights and Progressive Discipline;

                       Maintaining Fairness and Transparency; Developing a Personnel 
                       Handbook -Significance and Issues; Dealing with Employee Substance 
                       Abuse, Violence and Other Dysfunction
Hoobler, J. & Swanberg, J. (2006). “The enemy is not us: Unexpected workplace violence trends.”  Public Personnel Management, 35 (3),  229-246. *
Mathis, R. & Jackson, J. (2014). Chapter 14* &15.*
Ramsey, R. (2013). “What to do about bullying in the workplace.” Supervision, 74 (2). P. 3-5.*

Ramsey, R. (2014). “Warning signs of trouble in the workplace.” Supervision, 75 (7). P. 11-13.*
Stroypetch, N. & Kleiner, B. (2006). “How to conduct discipline interviews.” Nonprofit World, 24 (6), P.25-27.

Zachary, M. (2012). “Labor law for supervisors: A just cause discharge.” Supervision, 73 (7). P.18-21.*
Session 11.  Employee Relations – Continued - Managing Relations with                      

                   Organized Labor - Auspices, Unionization, Collective Bargaining, Job 

.                     Actions, etc.; Assuring Worker Health and Safety; Managing Employee 
                      Risk, Liability and Litigation; Employee Assistance Programs.
Adler, J. ((2006). “The past as prologue? A brief history of the labor movement in the United States.” Public Personnel Management, 35 (4), 311-329.*
Duncan, N. (2008). “Risk management: How to protect your assets.” Nonprofit World, 26 (1). 25-28

Haraway, William (2005). “Employee grievance programs: Understanding the nexus between workplace justice, organizational legitimacy and successful organizations”. Public Personnel Management, 34 (4), 329-342.
Mathis, R. & Jackson, J. (2014). Chapter 16*.
Messmer, M., Bogardus, A. & Isbell, C. (2008). Human Resource Management. Hoboken, NJ: John Wiley & Sons. Chapter 13, p. 310-336.*
Pacificare Health System Inc. (2005). “Mental health benefits offer return on investment.” Nonprofit World, 23 (6), 6.
Pynes, J .E. (2004). Chapter 13.

Rigsbee, E. (2012). “The value of rock-solid relationships in turbulent times”. Nonprofit World 30 (1), p.12-13.
Rubin, B. & Rubin, R. ((2006). “Labor-management relations: Conditions for collaboration.” Public Personnel Management, 35 (4), 293-298.* 
Session 12. – Special Issues in Human Resource Management - Use of Temporary 

                      Employment Agencies; Use of Volunteers; Issues in Use of Consultants 
                      and Part Time Workers; Issues in Downsizing and Rightsizing the 
                      Workforce; Dealing with Work/Family Balance Issues
Brudney, J. & Meijs, L. (2014). “Models of Volunteer Management: Professional Volunteer Program Management in Social Work.” Human Services Organizations: Management, Leadership and Governance, 38 (3), P. 297-309.*
Buonocore, F.& Russo, M. (2013). “Reducing the effects of work-family conflict on job satisfaction: the kind of commitment matters.” Human Resource Management Journal, 23 (1) P. 91-108.*
Edwards, L. & Yankee, J. (2006). Effectively Managing Nonprofit Organizations. Washington, DC: NASW Press. Chapter 19.
Kowske, B., Lundby, K. & Rasch, R. (2009). “Turning survive into thrive: Managing survivor engagement in a downsized organization”. People & Strategy, 32, 4. P. 48-56.
Lambert, E., Sudershan, P., Cluse-Tolar, T., Jennings, M. & Baker, D. (2006). “The impact of work-family conflict on social work and human service worker job satisfaction: An exploratory study.” Administration in Social Work,30 (3), 55-74. *
Pitt-Catsouphes, M., Swanberg, J., Bond, J. & Galinsky, E. (2004). “Work-life policies and programs: Comparing the responsiveness of non-profit and for-profit organizations.” Nonprofit Management and Leadership, 14 (3), 291-312. 

Schwab, K. (2011). “Volunteers: Recruit, place and retain the best.” Nonprofit World 29 (6), p.16-17.*

Session 13. – Maximizing Employee Retention
                      Promoting A Sense of Collective Organizational Ownership, Belonging 

                      and Accomplishment; Analyzing Competitiveness of Salaries,

                      Benefits and Growth Opportunities; Conducting the Exit Interview;
                      Distinguishing Between Avoidable and Unavoidable Turnover;
                      Anticipating and Managing Turnover
Blosser, J., Cadet, D. & Downs,L. (2010). “Factors that influence retention and  professional development of social workers.” Administration in Social Work, 34 (2): p.168-177.
Borzaga, C. (2006). “Worker motivations, job satisfaction and loyalty in public and nonprofit social services.” Nonprofit and Voluntary Sector Quarterly, 35 (2), 225-247.

Everton, W. (2010). “Keeping your best and brightest workers”. Nonprofit World, 28 (6). 12-13.* 

Fakunmoju, S., Woodruff, K., Kim, H., LeFevre, A. & Hong, M. (2010). “Intention to leave a job: The role of individual factors, job tension, and supervisory support.” Administration in Social Work, 34 (4). P.313-328. 

Hester, J. (2013). “The high cost of employee turnover and how to avoid it”. Nonprofit World 31 (3), p. 20-21.*
Jones, J., Ni, J. & Wilson, D. (2009). “Comparative effects of race/ethnicity and employee engagement on withdrawal behavior”. Jornal of Managerial Issues 21 (2). P. 195-215.
Kim, Hansung & Stoner, M. (2008). “Burnout and turnover intention among social workers: Effects of role stress, job autonomy and social support.” Administration in Social Work, 32 (3), 5-25.
Mathis, R. & Jackson, J. (2014). Chapter 5. P. 159-173*
Nonprofit World. (2008). “”Why are Your Employees Leaving?” Nonprofit World 26 (4), p. 4.*
Tang, T., Cunningham, P., Frauman, E., Ivy, M. & Perry, T. (2012). “Attitudes and occupational commitment among public personnel: Differences between baby boomers and gen-xers.” Public Personnel Management 41 (2), p. 327-360. 
Session 14. – Strategic Planning and Leadership for Human Resources

Armache, J. (2009). “How effective are your human resource practices”. Nonprofit World 27 (6). P. 16-17.*
Mathis, R. & Jackson, J. (2014). Chapter 5. P. 144-158*
Messmer, M., Bogardus, A. & Isbell, C. (2008). Human Resource Management. Hoboken, NJ: John Wiley & Sons. Chapter 3, p.43-65.*
Pynes, J .E. (2004). Chapter 2 and 3.
Session 15 – Course Summary and Final Exam    
X.    Academic Integrity Policy

All work submitted in a graduate course must be your own.

It is unethical and a violation of the University's Academic Integrity Policy to present the ideas or words of another without clearly and fully identifying the source.  Inadequate citations will be construed as an attempt to misrepresent the cited material as your own.  Use the citation style preferred by the discipline.

Plagiarism is the representation of the words or ideas of another as one's own in any academic exercise. To avoid plagiarism, every direct quotation must be identified by quotation marks or by appropriate indentation and must be properly cited in the text or in a footnote.  Acknowledgement is required when material from another source is stored in print, electronic, or other medium and is paraphrased or summarized in whole or in part in one's own words. To acknowledge a paraphrase properly, one might state: "to paraphrase Plato's comment..." and conclude with a footnote identifying the exact reference. A footnote acknowledging only a directly quoted statement does not suffice to notify the reader of any preceding or succeeding paraphrased material. Information which is common knowledge, such as names of leaders of prominent nations, basic scientific laws, etc., need not be footnoted; however, all facts or information obtained in reading or research that are not common knowledge among students in the course must be acknowledged. In addition to materials specifically cited in the text, only materials that contribute to one's general understanding of the subject may be acknowledged in the bibliography. Plagiarism can, in some cases, be a subtle issue. Any question about what constitutes plagiarism should be discussed with the faculty member.

Plagiarism along with any and all other violations of academic integrity by graduate and professional students will normally be penalized more severely than violations by first-year undergraduate students. Since all violations of academic integrity by a graduate or professional student are potentially separable under the Academic Integrity Policy, faculty members should not adjudicate alleged academic integrity violations by graduate and professional students, but should refer such allegations to the appropriate Academic Integrity Facilitator (AIF) or to the Office of Student Conduct. The AIF that you should contact is Antoinette Y. Farmer, 732.932.2621. The student shall be notified in writing, by email or hand delivery, of the alleged violation and of the fact that the matter has been referred to the AIF for adjudication. This notification shall be done within 10 days of identifying the alleged violation. Once the student has been notified of the allegation, the student may not drop the course or withdraw from the school until the adjudication process is complete. A TZ or incomplete grade, shall be assigned until the case is resolved. For more information regarding the Rutgers Academic Integrity Policies and Procedures, see: http://academicintegrity.rutgers.edu.

X. Disability Accommodation
Please Note: Any student who believes that s/he may need an accommodation in this class due to a disability should contact the University Office of Disability Services, Lucy Stone Hall, Livingston Campus 54 Joyce Kilmer Avenue, Suite A145, Piscataway, NJ 08854-8045, email address: dsoffice@rci.rutgers, Phone: (848) 445-6800, fax:  (732) 445-3388, for a letter of accommodation. (Undergraduate New Brunswick students should contact the Coordinator for Students with Disabilities for their College.)  Students who are taken courses in Camden should contact Mr. Tim S. Pure, Assistant Director/Disability Services Coordinator, Rutgers-Camden Learning Center, Armitage, Hall, Room 231, 311 N. 5th Street, Camden, NJ 08102, email address:  tpure@camden.rutgers.edu.  Students who are taken courses in Newark should contact Ms. Genevieve Sumski, Disability Services Coordinator, Robeson Campus Center-Newark, 350 ML King, Jr. Boulevard, Newark, NJ 07102-1898.. Any student, who has already received a letter of accommodation, should contact the instructor privately to discuss implementation of his/her accommodations immediately.  Failure to discuss implementation of accommodations with the instructor promptly may result in denial of your accommodations.
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Annotated Listing – Human Resource Management Websites
                  www.eanj.org
Employers' Association of New Jersey –This is  a modestly priced membership organization that provides excellent guidance to employers on employee matters such as FMLA, policy manuals, ADA issues, etc 
              http://www.state.nj.us/csc/authorities/faq/appointing/eeo_aa.html
The State of New Jersey - Civil Service Commission – This is the gateway to all forms of public employment in New Jersey and offers information on the civil service system, available positions, employment policies and services and job-seeking tips.  

Center for the Study of Ethics in the Professions (Illinois Institute of Technology). 
http://www.iit.edu/departments/csep/
This site promotes education and scholarship relating to the professions.  It has links to a library of resources relating to the study of ethics as well as a collection of codes of ethics from various fields to use when comparing codes from different professions. 

http://www.shrm.org/hrmagazine/.

HR Magazine This magazine has articles on human resource management issues such as compensation, diversity, interviewing, and safety, with some articles made available to non-members.  

Human resource executive work index. (n.d.). - http://www.workindex.com/.

.). http://www.ipmaac.org/broch.html.  

The IPMA Assessment Council (IPMAAC) is the leading organization of applied personnel assessment professionals with more than 600 members actively engaged in practice, research, and training in personnel assessment to meet the needs of both public and private organizations.  IPMAAC interests and activities cover the full range of assessment methods and applications, from use of personnel tests and interviews for employee selection to measurement of the productivity of organizations as a component of productivity and customer service improvement programs.  If you are a member of IPMA, you are also a member of IPMAAC.

 http://www.ipma-hr.org/.

The International Personnel Management Association (IPMA) is a non-profit organization representing the interests of public sector HR professionals.  IMPA has individual, affiliate, emeritus, and student memberships.  Students get a great discount on memberships.  Some of the benefits offered to members are multiple publications, local chapters, and savings on professional development opportunities, certifications, and memberships to other federal associations.  There are some publications available to non-members as well.  IPMA publishes the journal Public Personnel Management.
This website is a very comprehensive site on anything related to Human Resources.  It has the great feature of a HR work index that is a list of over 4,000 Web sites for HR professionals. All of the sites have been researched and qualified by Cornell University.

http://www.wfpma.com/wfpma.html
Mousetrap Media. World Federation of Personnel Management Associations. The World Federation of Personnel Management Associations (WFPMA) is a global network of professionals in people management.  WFPMA is the world parent federation to associations such as SHRM.  Member representatives of the various world associations meet regularly to commission research projects, publish a newsletter, and to run an international congress every two years.  Information on the events of the regional associations if available on this page.  
www.naswdc.org
National Association of Social Workers - 
Members of NASW can access the Code of Ethics from this site, as well as Standards 


http://www.shrm.org/.

Society for Human Resource Management - This website is a site that has resources for human resources management, but is only accessible to members of the society.  Examples of the resources available to members are Diversity Toolkits, Benefits Toolkits, Compensation Toolkits, Employee Relations Toolkits, Legal Reports, and Training Resources.  Professional membership dues in the Society for Human Resource Management are $160 per year. Student membership costs just $35 per year.  
         http://www.onetonline.org/  
O*net online - This site provides groupings of job classifications and titles and can help an HR person: build a job description, assess average salaries by titles and region, properly classify titles, etc.                 
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