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Preface

To the Twenty-First Edition

[ am very happy to place in the hands of my readers the twenty-first edition of this book. This
time also my objective has been to present a systematic, unified nppr<m§h to the personnel
tasks of a business organisation. This edition endeavours to give some new information on
- topics as mentioned hereunder:

Chapter 1: Introduction Criteria called VRIO framework which determines the value

of human resource for an organisation. '
Chapter 3: P m"”'”’"&’ the Personnel Function Determination of personnel objectives
according to and their linkages with corporate business strategies.
Chapter 6:  Motivation Job designing vis-a-vis motivation theories.

‘Chapter 11:  Performance Management Difference between performance management

and performance appraisal; Types of trait-based criteria.
Training and- Development Training policies vis-a-vis business strategy
(Strategic Management View); Different forms of training; Competency
assessment.

Chapter 13:  Career Planning and Promotion Difference between cateer planning
from organisational perspective and career planning from individual
perspective; Time management; Pareto Analysis; Questionnaire to know
one’s need for time management; Difference between succession planning

. and replacement planning.
Chapter 14: Change, Absenteeism and Turnover Consequences of layoff; Creative ways
. to eliminate the need for layoff; Fatigue and Stress.
Chapter 15: Employee Compensation Mechanistic and organic compensation. |
Chapter 16: Labour Welfare and Social Security Segmentation approach; Meaning of
- Mentoring; Difference between mentoring and counselling; Tasks and
' roles of a mentor; Human resource strategy for successful mentoring
programme. ' '

Chapter 22: Worker Participation in Management Indirect influence behaviour vis-a-vis

empowerment.

Chapter 12:

-

The reader will find many new examples, problems and objective type questions
(with answers). I have made cross references (wherever necessary) to alert the reader to
interrelationships among the chapters and yet each chapter has been written as an independent
unit and may be dealt with as such. Readers will find that they can tailor the sequence .and
number of chapters to suit the requirements and length of their courses. The glossary gives
meanings of some impOrtant terms.

I am thankful to all those teachers and students who have helped me over the years in
improving the contents of this book. ‘
| | ‘ - P.C. TRIPATHI



i Preface
To the First Edition .
Of late, there has been an increase in the prestige and power of Personne]
Companies which till recently used their personnel departments as a sort of
for executive misfits or for about-to-be superannuated directors have now st
personnel management in the hands of powerful a senior. executives. Per§
has emerged as a distinct leading profession. It now satisfies the three i
of a profession, namely, a corpus of knowled
and a code of conduct.

Manager in Indja.

dumping ground
arted putting thejr
onnel management
mportant attributes
ge, a period of learning and apprenticeshi

There has been a phenomenal increase in the knowledge about
personnel management in recent years. Several schools of social work and institutes have
been established in the country besides diploma courses on personnel management offered by

several universities. And now by prescribing a code of ethics the Indian Institute of Personne]
Management has fulfilled the third condition of the profession also.

While there is a general dearth of literature on the subject of Personnel Management
written by Indian authors, there is practically none which deals with it comprehensively and
cogently in the light of the i iling i try. The present text is intended
to fill the g

with excessive and monotonous details.

Though primarily meant to be g textbook in personnel management, the book prbmises

d executives as well.

Sultan Chand & Sons progress of my work. Finally,
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About the Book
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