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Preface to Revised Edition

This revised edition of Personnel/Human Resource Management
contains many changes which we believe constitute improvements
on the first edition. The book continues to be built around the person-
nel/human resource management model used in the previous edition.
However, the model has been modified and strengthened in two ways.
First, we now differentiate between functional activities (impacting
directly on individuals and/or jobs) and activities that support the func-
tional areas. This distinction is explained in Chapter 1, where the model
is introduced. Second, we have explicitly added attraction of new em-
ployees to the organization as an outcome that the activities seek to
influence.

Chapters 3 and 4 continue to focus on characteristics of individuals
and jobs, but they have been somewhat rearranged. Chapter 3 now
deals with the abilities of employees and the use of job analysis to
determine the ability requirements of jobs. Chapter 4 covers the types
of rewards offered by organizations and employee motivation.

Chapter 7, “Personnel Planning,” has been rewritten to highlight
both technical and organizational issues. We have removed the section
on organization development from Chapter 12, “Employee Develop-
ment,” and placed this material in a section of a new chapter. The
new chapter (18) is titled “Work Design and Change.” Its overall pur-
pose is to describe how various personnel/human resource activities
are used to design and change the employee’s work environment,
and to evaluate the effectiveness of such changes in influencing person-
nel/human resource outcomes. The environmental issues considered
are job design and enrichment, goal setting, employee participation,
quality circles, quality of work life (QWL) programs, and organization
development.

In addition to the above major changes, we have incorporated sev-
eral new topics into the revision as well as provided an expanded
treatment of some existing topics.

The new topics include:

¢ Professional associations and journals.
¢ Increasing performance appraisal validity.
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e Selection utility.

e Validity generalization.

¢ Legal preemployment inquiries.

¢ New benefits.

¢ Concessions in labor contracts.

¢ Employee stress and stress management.
e Work-sharing arrangements.

¢ Comparable worth.

Topics receiving expanded treatment include:

e Expectancy theory.

¢ Behaviorally anchored rating scales.

¢ Recruitment effectiveness.

e Layoffs.

e Labor relations law.

e Nonunion labor-management relations.
o Training program evaluation.

As in the first edition, emphasis is placed on equal employment
opportunity (EEQO). Major EEO laws and regulations are described,
as before, in Chapter 2. Specific applications and interpretations of
them are then provided at the end of each relevant chapter. Naturally,
these treatments reflect the many changes that have occurred recently
in the EEO area.

Our references have been extensively revised and updated. We have
continued to be selective in the references used on two counts. First,
we generally have limited citations to recent references on a topic
and references that, in our judgment, represent the best treatments
of theory, research, and practice. Second, we generally have used refer-
ences that contain many citations (e.g., reviews of the literature) so
that students will have ready access to a large number of references
on a given topic.

The changes made in this edition have come about both because
of changes in the personnel/human resource management field and
changes in our own way of thinking about the field. Decisions about
changes, as well as those things we have chosen to retain, have greatly
benefited also from the thoughts of others. Specifically, we gratefully
acknowledge the inputs of John Boudreau (Cornell), Tom Dougherty
(University of Missouri-Columbia), Dan Gallagher (Salisbury State Col-
lege), Dave Terpstra (Washington State), and Bruce Wonder (Western
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Washington University). Also, we thank the many people who volun-
tarily provided comments about the first edition. These comments
proved to be very useful.

Finally, we received excellent clerical and editorial support through-
out the revision process. For this we thank Jo Churey, Ruth Dresen,
Kathy McCord, and Mary Ann Sveum.

HERBERT G. HENEMAN III
DONALD P. SCHWAB
JoHN A. FOossuUM

LEE D. DYER



Preface to First Edition

Personnel/human resource management has often been character-
ized as a set of activities that are established as reactions to events
within and outside the organization. While this well-known “fire fight-
ing” stereotype has some basis in fact, it is increasingly becoming an
anachronism. Our teaching, research, and consulting experiences have
convinced us that the quality of personnel/human resource manage-
ment makes a substantial difference in an organization’s success. Our
view is proactive rather than reactive and in this book we seek to
reflect and further contribute to this viewpoint.

We have developed a model that is consistent with this viewpoint,
and have constructed the book around the model. The model shows
that personnel/human resource management is aimed at influencing
numerous outcomes—particularly employee performance, satisfaction,
length of service, and attendance. To this end, it is crucial to effectively
match employee ability and motivation with the requirements and
rewards of the job. The model shows that the matching process is
accomplished through activities such as personnel planning, external
staffing, and compensation. Finally, the model explicitly recognizes
the impact of external influences—notably, laws and regulations, labor
unions, and labor markets.

The outcomes, activities, and external influences are treated primar-
ily from a functional perspective. Thus, we focus on them from the
standpoint of the personnel department in the organization. Because
the personnel department does not exist in an organizational vacuum,
we also deal with the interplay that occurs between line managers
and personnel staff members.

Many individuals have aided us on this project. We are grateful to
them and wish to acknowledge their assistance and contribution here.

For help and continual inputs throughout the course of the total
project, we thank Larry Cummings and Rebecca Ellis (University of
Wisconsin-Madison), Gerald Green (Northern Illinois University), Gene
Newport (University of Alabama in Birmingham), and Bruce Wonder
(California State University, Chico).

For their specific inputs into one or more chapters, we thank John
Anderson (Queens University), David Dimick (York University), Gil

wi
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Gordon (Ortho Pharmaceutical Corporation), Judi Komaki (Georgia
Institute of Technology), Jon Krebs (Corning Glass Works), James
McFillen (Ohio State University), George Milkovich (SUNY-Buffalo),
Judy Olian (University of Maryland), Michael Moore (Michigan State
University), Patrick Pinto (University of Minnesota), Loretta Schmitz
(University of Wisconsin-Madison), Richard Shafer (Corning Glass
Works), and James Walker (Towers, Perrin, Foster, and Crosby).

For the clerical support so vital to this project we thank Jean Allen,
Carter Ayres, Carole Ayres, and Mary Ann Sveum (University of Wis-
consin-Madison); Shirley Dunham, Linda Graf, and Janet Vaughn
(University of Michigan); and Josephine Churey and Lynn Johnson
(Cornell University).

Finally, we thank our families for their tolerance and support.

HeERBERT G. HENEMAN III
DONALD P. SCHWAB
JoHN A. FossuM

LEE D. DYER
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