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Preface

The first two editions of PERSONNEL: A Diagnostic Approach were well
received. For that, Bill Glueck was always most grateful to all the professors
who adopted it and to the students and managers who used it.

Bill Glueck’s conviction was that personnel/human resources management
had emerged as a vital and important field. That conviction caused him to
begin the revision of this book with energy and enthusiasm. While his un-
timely death interrupted the work, my aim in completing the book has heen
to demonstrate that his conviction is accurate.

This edition, like the first two, is about managing people at work. Experi-
enced managers tell us constantly that human resource decisions are among
the most complex and challenging they face. Personnel decisions have become
increasingly significant as a direct result of government regulations, produc-
tivity and cost pressures, and changing employee expectations and values.
These developments, along with important advances in personnel-related re-
search and practices, are challenging traditional approaches in all aspects of
personnel.

This revision emphasizes the most significant and relevant topics in person-
nel/human resources as well as anticipates the background you will need to
become an effective personnel decision maker. This background includes un-
derstanding how environmental, organizational, and individual factors impact
personnel activities and how personnel activities in turn influence the effec-
tiveness of employees and organizations. The third edition draws heavily on
the most recent and relevant findings in the behavioral and social sciences
and the current practices of personnel professionals. A deliberate attempt has
been made to link research with practice, and vice versa.

This revision retains and updates the basic structure of the first two edi-
tions. The diagnostic model is updated to incorporate many of the comments
offered by previous users and to reflect the changing state of knowledge in
personnel. As in previous editions, the model is designed to provide an ana-
lytical framework for the study of human resources. The model also provides
continuity throughout the book.

Each chapter begins with the diagnostic model, then proceeds with an anal-
ysis of how individual, organizational, and environmental factors affecting
personnel influence the chapter’s topic. The impact of personnel activities on
employee work behaviors and attitudes, such as turnover, performance, and
job satisfaction, and on organizational human resource objectives, such as
productivity, labor costs, and compliance with regulations, is examined. The
organization of each chapter has been adjusted to make it more systematic
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and hopefully more interesting and easier to follow. Coverage of selected top-
ics has been expanded to reflect their growing and sometimes critical impor-
tance.

A large number of references to research and practice have been used. Key
references representing the state of knowledge in personnel are listed at the
end of each chapter. Those interested in digging into a topic in greater depth
are urged to start with these references.

A new emphasis in this edition ties personnel activities into the overall stra-
tegic directions and objectives of the organization. Effective personnel man-
agement improves the effectiveness of employees which in turn has a major
impact on the effectiveness of any organization. Consequently, the decisions
and activities related to human resources must be linked with the organiza-
tion’s overall strategies and objectives. As part of this emphasis on strategic
directions and objectives, the role of human resources planning is examined
in depth. Human resource planning links personnel activities to organization
objectives and ensures that personnel activities are integrated and goal di-
rected, rather than simply a collection of tasks and techniques.

Another new emphasis in this edition is the expanded and more detailed
discussion of the changing environment in which organizations and personnel
operate. Significant personnel-related laws and regulations, court decisions
which interpret laws, changing economic and labor market conditions, and
the shifting values and expectations of individuals all influence organizations,
and thus personnel.

It is important to remember that the way Americans deal with personnel
issues is not the only way. We have important economic, cultural, and social
relations around the world. The realization that there are other ways comes
when the American way is contrasted with other relevant examples. Through-
out this book, this contrast is made primarily with one country, Canada. This
country was chosen for several reasons: Canada and the United States are
neighbors and share many things, but there are differences as well. We can
learn from each other’s laws and practices. New and more accurate data on
the Canadian experience, as well as references by Canadian scholars and per-
sonnel professionals, are included in this edition.

The material in this book is organized in a way to help you anticipate real-
life personnel issues and to provide sufficient background to suggest solutions
and to improve personnel decision making. To do this, our approach has been
to ask continually, So what difference do these practices and techniques make?
So what are the implications of this research for personnel decision makers?
So what are the implications for employee effectiveness and organization ef-
fectiveness?

This book has been written with the purpose of informing and exciting you
about the challenges and importance of personnel/human resources manage-
ment. We hope it will achieve this purpose.
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PART
ONE

Personnel is concerned with the effective management of people
at work. Personnel examines what is, can be, or should be done to
make people both more productive and more satisfied with their
working lives.

This book has been written for all those interested in personnel:
employees, supervisors, managers, and other administrators. Its goal
is to help develop more effective managers and staff specialists who
work directly in people management functions. Their function can
be called personnel, employee relations, or human resources man-
agement.

Part One consists of three chapters. Chapter 1 is an introduction
to personnel. It points out that effective people management is a
critical part of any manager’s job, and the diagnostic approach to
personnel is introduced. This diagnostic model serves two purposes:
{1} it provides a framework around which the rest »f the book is
organized (2), and perhaps more important, the diagnostic model is
an approach that you can later apply in the real world. The chal-
lenging and complex environmental forces, along with changing
worker expectations which are forcing a new look at traditional per-
sonnel practices, are discussed. Managers, using the diagnostic ap-
proach, consider the past, present, and future to more effectively
influence the effectiveness of people and organizations.

Chapters 2 and 3 examine the forces in the external environment
which influence personnel. Changing economic conditions and societal
expectations and values are discussed in Chapter 2. The tremendous
effects of personnel-related laws and regulations on human resource
management are examined in Chapter 3.

Introduction






CHAPTER OBJECTIVES

To introduce the personnel/human resources management function
and the activities involved.

To introduce the diagnostic approach to personnel/human resources
management.

To highlight the importance of effective human resources management
in modern urganizations.

To introduce who is invelved in personnel—employees, unions, ex-
ecutives, operating managers, personnel specialists, and you.

To provide an overview of the rest of the book.
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Significant Funection
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