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Foreword

Dear Readers,

Since the early periods of the industrial revolution, technology
has witnessed a dramatic progression from primitive steam
engines 10 robotics and Al shaping up present-day shop floors.
Albeit. people remain the most critical resource of any
oreanization. The fact that economic efficiency can be achieved
unﬁy when organizations optimize their human resource was
realized long ago. But, how to optimize it continues to be the
oreatest Yaksha Prashna- intriguing the industries, managers,
and academicians fora long.

Innumerable books have been written, experiments have been
conducted. and rescarch has been undertaken; man’s endless
pursuit to know the best way to manage his/her fellow beings
continues in the realm of Human Resource Management. The
hook “Current Trends in Human Resource Management is a
sincere effort from the author-editor Dr. Pravin V. Yadav to
mobilize contemporary trends in HRM driving the industry.

Fach chapter ol this book seeks to present a critical review of its
subject and to provide both practical and theoretical insights.
| am sure. the book would equip the students, teachers, and

practicing managers with useful inputs in bringing the best out
of human resources,

Wishing you a great reading,, .,

Dr. AL B Dadas

“il't'\'lnl‘

eville Wadia Institute of Management Studies & rescarch,
Pune
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| AFTERTHOUGHT

Dear Reader,

I am sure, you are experiencing a mixed sense of awe,
overwhelm and anticipation after having finished reading this
book! Yes, the “Current Trends in Human Resource
Management” penned and pivoted by an enterprising faculty
of HRM, has encapsuled a gamut of insightful articles in this
book. The authors of cach of the articles have chosen most
contemporary issucs and woven wonderful articles replete
with information as well as insights on their topic. Besides, the
book at enc cnd satisfies curiosity of the readers by revealing
how cutting-edge technologies will be reshaping the HRM

(M
practices, on the other hand some of the articles raise subtle
\_/\ doubts as to whether the organizations and employees are

Dr. Umesh S Kollimath
'BA\,\I'.M(EwJ. Ph.D.)

diluting commitments of mutual welfare from the either
side!!l hope the thoughts that have begun lingering in our
minds after reading the book shall continue till we take some
radical different decisions to nurture, retain and promote the

| S
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789357 "' 376020

Human Resource that is within our sphere of controlWith
Warmest regards to the Authors, Editor, and all those who
have contributed to this book.
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