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Introduction 
 

Lane Community College has begun offering a Bachelor’s of Applied Science in Applied 

Business Management Degree. This is a wonderful addition to our programming, and it has taken 

much time and effort from our department and other staff here at the college to bring it to fruition.  

As a business department faculty member, I have contributed to the design and strategic plan for 

this degree and at the time of this report we are entering our second year.  

When we first began thinking about building this degree over 5 years ago, we knew our 

faculty had much to offer our students. With 100% of our full-time faculty coming from industry we 

knew we had what was needed to help our students gain the skills needed and prepare them to enter 

this field. My area of expertise for this degree would include many topics from my past business 

experience but for this report, I will focus on the Human Resource Management content that I 

would be scheduled to teach.  

Knowing that we want our students to have the most current knowledge and best practices in 

our fields, and as I pondered the amount of time it had been since I was actually doing any HR 

management, I came to a few conclusions: 

• There has been much change in HR 

• I needed to refresh and update my knowledge in some key areas. 

• We would need to develop an upper-division course that rivaled, and was hopefully even 

better, than other 4-year schools in our area. 

• We needed to make sure our course had credibility. 

After realizing these things, it became apparent that I needed to spend some time in a few HR 

offices to get firsthand knowledge of the current issues and practices.  I also wanted to give our class 

credibility by not only having past experience but by being certified in the most respected HR 

certification.  Developing this new course would also require that I spend some time talking to other 
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instructors at our transfer institutions who offer similar courses.  All of this would take quite some 

time and effort and the fact that I needed to do all of this by Winter 2025 was daunting.  How 

grateful I am that I was granted a Sabbatical in order to accomplish all of this in the time frame 

needed.  

Main Goals 

As mentioned above, the main goals of my Sabbatical were as follows: 
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Methods and Results 
 

➢ SHRM Certification 
 

In order to be awarded a SHRM certification by the Society of Human Resource Managers, an 

applicant must demonstrate work experience in the field of Human Resources by documenting their 

experience in the application form and pass a proctored certification exam designed by SHRM based 

on the Society of Human Resource Management Body of Knowledge and written by experts in the 

field.  I was able to complete and submit the written application prior to my sabbatical. During my 

sabbatical, I purchased both print and online study materials from SHRM, including the most 

current print editions of both the SHRM Body of Knowledge, SHRM Standards, and I also 

purchased the complete SHRM study curriculum.  Over the course of the term, I was able to work 

through the online exam preparation course and materials (over 100 hours of reading, study and 

practice test taking), which included taking a few complete practice exams (each 4 hours long). I also 

found several other online resources with exam study courses and past exam test banks to help me 

practice before attempting the certification. I took, and passed, the SHRM exam on December 18, 

2024 at the Prometric Testing Center in Eugene, Oregon. I was awarded my SHRM Certification 

from the Society of Human Resource Management shortly thereafter.  The SHRM Certification 

requires 60 PDC’s to be earned prior to January 31, 2029.  I have earned 6 PDC’s so far and will 

continue my professional development in HR Management. 

➢ Job Shadow/Internships 
 

One of the most important items for me as I prepared to teach the HR course was to see what 

the current issues in our community were in the realm of HR.  As I spent time in the following 

companies, I was able to get a better understanding of the specific issues.  I intentionally chose 

placements that were in different sectors.  The City of Springfield gave me wonderful insight into 

local government HR issues, the Pape’ Group helped me see issues happening in manufacturing and 
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industry and the Cascade Employers Association gave me an overview of many different sectors 

because they advise HR activities for all of Oregon.   

Below are the findings of each of my placements: 

City of Springfield Candace Steffan, PHR, SHRM-SCP 
Human Resource Analyst  

 

Beginning in September I spent time with Candace Steffan at the city of Springfield.  I was 

fortunate to be able to meet with all of her team and even attend staff meetings.  This gave me 

insight into each of the HR functions.  There was much I came away with.  Below are listed the 

biggest challenges they are currently facing: 

o Generational Differences: 

o Most of these issues are between managers and employees.  Mangers are having a 

hard time finding employees that can meet the demands and expectations of the 

positions.  Many new hires have very low productivity.  This is causing issues, and 

they are having to fire many people in the 18-25 age range.  The new statistics for 

this age range show that they have a 10-month average for their jobs before they are 

fired or move onto something else. 

o Skill & Productivity Deficits:   

o Implemented skills testing in the following areas: 

▪ Customer Service 

▪ Math 

▪ Writing test for some positions 

▪ Skills Surveys specific to their position and it uses predictive analytics to rate 
if they will be successful or not.  
 

o They are implementing very Clear expectations so there is no question what the 

expectations are and having to make sure that all of the reviews are happening and 

plans of action are put in place early for those not performing. 
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o They realize that they cannot replace a 40-year employee easily.  They are trying to 

do a better job of succession planning so that they have employees ready to step in 

when needed.   

o When they hire people they try to find candidates that have the soft skills required to 

work with and manage others.  They have decided this is more important than the 

hard skills which can be learned. 

o They are experimenting with hiring people without the required certifications if the 

person is a good fit and has good soft skills.  They will give them a year or two to 

obtain the required certifications. 

o They are having to do more with less, so productivity is imperative in their new hires. 

o Qualified Staff Shortages: 

o There are many positions in the city that require a Trades person (Electrician, 

Plumber, etc.) and it has been very difficult to fill these positions. 

o They are turning to paraprofessionals to fill these positions and will evaluate how 

this works. 

o Hard to find people with the correct mind set and soft skills: 

o Working for the city requires someone who is invested in helping and serving the 

community. This is very difficult to find especially in those who have just finished 

college.  Soft Skills they are looking for include but are not limited to: 

o Critical Thinking 
o Problem Solving 
o Humility when mistakes are made 
o Relationship building skills and attitudes 
o Learn from others and can ask “Help me understand” questions and listen to 

answers. 
o Open to critical feedback 
o Collaborative. Can work with others who don’t think like them and have different 

backgrounds. 
o Ability to communicate with many types of people (ADHD/neuro divergent, etc.) 
o Flexible and Adaptable. 
o Organized and can use technology tools to help with this. 
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o Equal Pay Requirements from 2017: 

o These are still being implemented because there were no guidelines given by the 

legislature, so it is up to them to figure it out. (We spent lots of time looking at this 

and looking at their approach) Basically the organizational structure affects how this 

can be implemented.  

o ADA Accommodations: 

o The volume of mental health accommodations has skyrocketed.  The rule is that they 

don’t have to accommodate if it causes undue hardship. (Not having someone come 

in on time or have work done on time or well creates an undue hardship depending 

upon position) 

o Do not have to reassign people if they don’t get along with their supervisor. 

o Making people understand that they still have to do their job even if they do qualify 

for accommodation and their performance cannot be subpar.  They are still bound to 

the same expectations and hit the same performance measures as the other 

employees. 

o Complex PTSD is on the rise and very difficult to accommodate in some positions. 

o NOTE:  We spent a very long time discussing this issue and seeing examples and 

strategies that they are working with. 

o Risk Management: 

o Claims are a big issue and take up a lot of their time.  Many claims are not valid or 

falsely accused. Sometimes it is due to a mental health issue, and they believe things 

happened that actually did not.   

o It is expensive to defend a lawsuit.  They spend a lot of time on the investigation 

phase before they go to court. 

o Admin Issues: 

o Workers Comp and Benefits. 
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▪ Paid Leave Oregon and The Family Leave Act are complicated to figure out 

in all circumstances and can be abused in some cases. 

o Other Big issues: 

o Lack of resources and no IT support.  Many HR offices are non-revenue generating 

so they can’t get new staff when needed. 

o Applying best practices across division is difficult because each department is 

managed autonomously at the city. 

Pape’ Group   Lee Ballard, SHRM-SCP, SPHR 
       VP, Chief Human Resources Officer 

 

I spent the last part of November with Lee Ballard who is the Chief Human Resource 

Officer for the Pape’ group.  My time with her was wonderful and to no surprise her most pressing 

issues were the same as the issues outlined above.  The only one she did not have an issue with was 

the lack of Trades People for her postings and she since it is a private company they do have more 

control of the HR function.  Much of our time together was spent discussing the upcoming course 

and choosing the items that should be focused on and what might be ok to eliminate.   

Cascade Employers Association   Trudy Hylemon, CPC, ODCP 
       Senior Leadership Consultant 
       Mackenzie Cowan, SHRM-SCP  

       HR Consultant 

 

        I met with Trudy and Mackenzie over the course of November.  Again, many of the top issues 

I had found with the City were issues their clients dealt with.  My main focus with Cascade 

Employers Association was to learn the ins and outs of Paid Leave Oregon and its innerworkings 

with the Family Leave Act.  This topic was of concern and mentioned as one of the hot button 

topics when working with the other two organizations.  Also, I knew that they have counseled with 

many Oregon employers on this specific issue.  
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I also began attending the Lane Chapter of Human Resource Associations monthly breakfast 

meetings and trainings with them.  I joined the organization and have been attending since.  It is a 

wonderful organization and will help me keep current topics in my course.  Often times they have 

speakers and trainings for issues at these meetings, and I have gained much needed insight into some 

of the community-wide HR issues. 

There were so many takeaways from my time with industry partners.  Overall, I learned that 

it is important for students to understand what drives them.  Is it people, tech, systems, policy, or 

legislation?  Knowing that will help them find their spot in HR.  The most important overarching 

item for them to remember is that confidentiality is imperative. And if they are serious about getting 

into HR they don’t actually have to have an HR degree, but they do need to have soft skills.  They 

also must see the value of HR and have a desire to help others. 

➢ OSU Curriculum Connection: 
 

There was so much I tried to pack into this short three months that I actually did not attend 

any classes at OSU.  I was able to map their HR program and obtain all their course outcomes.  

They do their program differently and it was interesting to see how they had everything work 

together.  Since ours is just a course and not an HR program I took the applicable information 

on outcomes, projects, grading, and assessment and made sure my course was comparable.  I 

have included a simulation and more writing assignments than their course.  I also have included 

daily SHRM articles on current HR news to help our students be up do date on what is 

happening.  I believe that my course is comprehensive, engaging and is just as rigorous if not 

more so than the OSU HR beginning course. 

 

 

 



Johnson Sabbatical, 9 
 

Reflection 
 

My sabbatical activities were directly related to improving my teaching by: 1) Learning more 

about Human Resource Management by studying the materials required to pass the SHRM 

certification exam; 2) Curating a list of current professional knowledge, skills, and abilities to 

emphasize in my courses by doing micro internships with local partners; and 3) Raising the level of 

academic rigor and expectations of student learning at the upper-division level by evaluating the HR 

courses at OSU. 

Personal Significance: 

Professionally, gaining the SHRM credential is an important extension of my experience and 

will enrich my endeavors as an instructor. The additional education and study of the SHRM 

Standards to prepare for the exam has better prepared me to teach the subject matter with more 

breadth and depth, which is appropriate for the upper-division level of study. Continuing 

professional education is a hallmark of being a professional in your field, and leading by example is a 

large part of teaching. We want our students to become life-long learners. As a result of gaining my 

SHRM certification during my sabbatical, I can tell my ABM students not only of my experiences 

with HR in the past (both academic and professional), but also of my experience updating and 

honing my HR skills later in my career, and successfully pursuing professional credentials. I can 

share my own personal examples of what professionalism and achieving professional goals looks 

like— examples that may not have been modeled for our students prior to coming to Lane. The 

SHRM certification requires continuing education to maintain licensure, and with the SHRM I will 

gain access to continuing education resources through the Society of Human Resource Managers 

and our local chapter of the Lane County Human Resource Management Association. Access to 

high-quality continuing education in the subject matter will continue to benefit me professionally for 

years to come. 
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Student Significance: 

Earning the SHRM credential gives me professional credibility with my students. It shows 

that I am competent in the current industry required and expected knowledge.  This will help them 

have confidence that I am teaching them the most relevant items.  In addition, the technical 

knowledge gained by preparing for the certification exam and spending time in local HR offices has 

provided timely, real-world examples of current issues in HR that I can share with my students. I 

have also gained some wonderful contacts in the Lane Chapter of Human Resource Management 

Association and my placements.  They are excited to help me navigate any current or future HR 

issues that my students need to know. I will be staying in touch with them to keep abreast of 

changes.  

It was also very helpful to dive into OSU’s HR degree program to see what their 

expectations are.  If I have students who are interested in getting a degree in HR I can give them a 

summary of what they can expect.  It had been a while since I had taken a 4 hour long proctored test 

(since my Masters in Teaching) and I feel students need to understand that these are expected for 

many different careers and that there are strategies to help them not only be more successful in the 

results, but how to complete them with less anxiety and fear.  I do find that our students are 

frightened by anything proctored, and with the necessary implementation of skills testing by 

companies and proctored testing in their courses, sharing these skills and strategies with students 

will be very valuable for them. 

Department/College Significance: 

My sabbatical activities allowed me to gain technical and pedagogical knowledge to 

successfully develop and teach upper-division courses in Human Resource Management for the 

ABM degree program, which is directly related to the future growth of the Business Department. 

Our department has spent the past 5 years working on this degree and we are very excited that last 

year (the first year of the program) was successful.  It is strongly supported by both the College 
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administration and the Lane Board of Education. My sabbatical work to improve the quality and 

content of course offerings is directly related to improving the quality and content of the program. 

Additionally, making connections with local HR departments is beneficial for our department and 

students as we explore potential internship placements.  

I am grateful for the opportunity provided by the College’s sabbatical program to pursue 

these goals. I am confident that what I learned during these activities will significantly raise the 

standard of practice in my teaching. 


