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SUMMARY

The background of this study lies in a certain apprehension about the contribution of
personnel administration towards the running of organisations. Contributions from
manpower planning, personnel management and (strategic) human resource
management are regarded as components of personnel administration. This term is
introduced as a kind of umbrella term and applies to the planning, control and
management of personnel in all kinds of organisations. 
Chapter 1 elaborates a number of theoretical and practical problems and drawbacks
with respect to the current situation in the field of personnel administration. In this,
attention is given to the contributions from manpower planning and personnel
management, but the fact that human resource management has displayed recent
contributory shortcomings is also indicated. Based on these observations, the
following formulation of the problem, consisting of three questions, can be posed:

1. What can be regarded as a functional definition of the concept of personnel
administration? Which aspects are relevant to this definition? What is a
functional description of these aspects? Which processes and structures can
be distinguished within personnel administration?

2. In which ways can personnel administration contribute to processes of
strategy forming and implementation? What do the concepts of manpower
planning and the relatively new (strategic) human resource management
contribute to this? Which significance does personnel administration acquire
(methods, processes, structures) in strategic processes such as these?

3. Which contribution does personnel administration bring to the (re)designing
of the production process? Which aspects of the production process are
important here, and which elements of personnel administration play a role in
this process?
Which influence do changed perceptions regarding the organisation and
management of the production process in terms of logistic management,
quality management and the sociotechnical approach have on aspects of
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personnel administration?

Chapter 2 contains a further description of the literature. The insights from the point of
view of manpower planning, personnel management and human resource management
are discussed in more detail. These insights are analyzed in Chapter 3. This analysis
leads to a number of demands that can be made on a concept for personnel
administration. These demands are partially derived from the interdisciplinary nature
of the thesis and also partially arise as a reaction to the hiatuses in the literature.

In Chapter 4, the first part of the formulation of the problem is further elaborated to
provide a concept for personnel administration. This concept is fundamentally based
on the three hierarchical concepts propounded by Mesarovic, Macko and Takahara:
strata, decision layers and multi-echelons.
Strata for personnel administration are particularly suitable for delineating the
pluriformity of personnel administration. The elaboration presented in this chapter
orders and arranges the multitude of possible angles of approach. In this, the strata
concept supports the choice from the options available.
Decision layers in personnel administration supply a framework for ordering decisions
within personnel administration. Three levels can be distinguished here: the organising
level, the adaptive level (consisting of the personnel and the evaluation system) and
the selection level.
The decision layers framework can also serve as a theoretical context within which
various areas of focus and approaches in the literature (e.g. personnel management,
HRM) can be subsumed.
The concept of Multi-echelons in personnel administration outlines the relationship
between the two previous concepts and provides guidelines for accommodating
personnel administration in an organisation. A design approach has been worked out
for this, consisting of three stages.

In Chapter 5, the usage of the various concepts is illustrated by applying them in one
of Mintzberg's (1979) ideal organisation structure types: the adhocracy.

In Chapter 6, the second part of the problem formulation, in which the relationship
between personnel administration and strategy is the central theme, is further
elaborated. This relationship has recently been given much attention, especially in
literature concerning strategic human resource management. Analysis of the various
contributions in this field indicates that authors pay particular attention to the
contribution of personnel administration towards the implementation of strategy. This
threatens to lead to a new vicious circle in strategic human resource management.
Comparison of the working models used within strategic human resource management
with the models used in strategic management shows that specifically linear models of
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strategic management tend to be applied, and that the literature of strategic human
resource management (personnel administration) bypasses models in which strategy is
conceptualised in a different way. Chapter 6 subsequently provides an elaboration of
the application of the interpretative approach to strategy forming within personnel
administration. 

Chapter 7 deals with the third part of the problem formulation. The central framework
of this chapter is based on the elaboration of four dimensions for describing the
production process. Within this framework, developments and contributions in the
fields of logistic management and quality management are discussed. In this, special
attention is given to the effects on the quality of the labour conditions (as a component
of personnel administration). It is established that a dilemma arises due to the
opposing demands from logistics and quality management on the one hand, and a good
labour situation on the other. This chapter indicates that a number of drawbacks adhere
to the contribution from the sociotechnical approach towards a resolution of this
dilemma. 
The last two paragraphs explore the dilemma further. In this section, the scope
available for resolving the dilemma within the framework that has been sketched for
the dimensions of the production process is given.

The last chapter presents the principal conclusions of the thesis. At the same time, a
number of restrictions with respect to the research are mentioned, and proposals are
made concerning further research.


