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Preface

I first began teaching organizational behavior (OB) at the Univer-
sity of Wisconsin—Madison in 1975. Since that time, over 4,000 stu-
dents have enrolled in my OB classes. For the most part, these stu-
dents have been very willing to share their reactions to the content
of the course, and we have learned together. As a result, I under-
stand organizational behavior more fully but realize that there is
still much to learn. In this book I try to acknowledge the current
limits of what OB has to offer and provide honest evaluations of the
strengths and weaknesses of the issues covered. In writing this book,
I am sharing with you a lot of me and a little of each of those 4,000
students.

Through interaction with my students, I have come to believe that
a text that is conversational in nature has the best chance of com-
municating effectively. This book follows that belief. For you to gain
from our conversation, the book must be much more than techni-
cally accurate and up to date. The content must also be relevant,
concise, understandable, challenging, and enjoyable. The book must
make clear why each issue is important and focus not only on the
theoretical value of knowledge but the applied value as well. Al-
though I am a firm believer in the value of basic knowledge, this
book concentrates on knowledge that has clear and direct applica-
tions in organizations. I do not mean to imply that this book will tell
you exactly what to do in any one particular organizational situa-
tion. You still must think, evaluate, and make your own decisions.
However, application of this knowledge is possible and realistic if
you are willing to work at it.




x M Preface

The material in this book is intended for anyone involved with
organizations. Of the 4,000 students mentioned earlier, about half
have been business majors in accounting, finance, management,
marketing, and so forth. The rest have come from many different
fields, including communication arts, economics, engineering, fam-
ily resources, industrial relations, nursing, psychology, social work,
and sociology. What these people all have in common is that they
are now participating in, and will continue to participate in, organi-
zations. The behaviors and attitudes of organizational members are
influenced by a wide variety of factors—many of which are ad-
dressed in this book. It is my immediate goal to make your introduc-
tion to this material enjoyable and to get you excited about learn-
ing. My long-term goal is to have you use this material in your
present and future organizations. I am excited about the field of
organizational behavior and hope to share this with you through
this book.

Throughout the book you will see materials and ideas provided by
some of my previous students. If you have ideas for improvement,
let me hear from you. When appropriate, this book will be revised
and T would be happy to have your help in making it better. If you
write, try to be as specific as possible about what you like or do not
like. It would be interesting to know if you consider this the best or
worst textbook you have ever seen, but it would be useful to know
why you feel this way and to have your specific suggestions for
change. Write to me through the publisher.
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Organizational
Behavior: Definition of
Field and Standards for
Evaluating Knowledge

The chapters in Part I introduce the field of organizational behavior (OB).
Chapter 1 provides a sample of the types of questions addressed by organi-
zational behavior and discusses the usefulness of OB knowledge. The past,
present, and future of OB are explored briefly and an overview of the book is
presented. Chapter 1 ends with a discussion of the role of theory and re-
search in building usable OB knowledge and offers you a challenge to use
the knowledge contained in this book.

Chapter 2 explains several significant standards used to evaluate the
quality and usefulness of knowledge about attitudes and behaviors in orga-
nizations. In short, Chapter 2 will help you become a better consumer of
knowledge. The ability to evaluate information critically will be useful in
later parts of this book and whenever you need to examine information
which might influence your decisions. At the heart of the evaluation of
knowledge are the questions of reliability and validity. Chapter 2 addresses
these through the use of examples of problems faced by managers in organi-
zations.
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INTRODUCTION

WHAT KINDS OF QUESTIONS DOES OB EXAMINE?

WHAT 1S OB? WHERE DID IT COME FROM? WHERE
IS IT HEADING?

The Focus of OB

The Roots of OB
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THE ROLE OF THEORIES AND RESEARCH IN
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The Importance of Theories

A CHALLENGE TO USE ORGANIZATIONAL
BEHAVIOR KNOWLEDGE




The physical sciences have now achieved such success that it is possible for all
men to die together. Relatively little is being done to make it possible for us to live
together.

Ross Stagner’

— INTRODUCTION

This chapter is intended to provide you with your first formal expo-
sure to the systematic study of behaviors and attitudes in organiza-
tions. After reading this chapter, you will have a basic understand-
ing of what organizational behavior (OB) is, why it is important,
and how it will be studied in this book.

— WHAT KINDS OF QUESTIONS DOES OB EXAMINE?

Each chapter of this book examines important questions regard-
ing the application of OB knowledge in organizations. Because
human behaviors and attitudes cannot be predicted or explained
with complete accuracy, the answers provided in this book are not
absolutes. Rather than providing “the one perfect solution” to a
problem, this book offers guidance from the OB field to help you
learn how to find a good answer for each situation.

Although you will still be responsible for the decisions you make
in managing behaviors and attitudes in organizations, this book
will provide you with knowledge and perspectives to assist you in
the decision-making process. If you expect this book to answer ques-
tions for you, you will be disappointed. If you expect it to help you
answer questions, you should be pleased.

Here is a partial sample of some of the types of questions consid-
ered in this book:

1. Does job satisfaction influence performance?
2. What is the financial impact of satisfaction?
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3. Can organizations motivate workers by making rewards contin-
gent on performance?
4. Why do groups of competent individuals often make incompe-
tent decisions? How can this be prevented?
5. How can workers have more power in organizations than man-
agement?
6. Are leaders ‘“‘born,” or can people be taught to lead?
7. What causes conflict in organizations? How can conflict be
managed?
8. How can organizations manage stress?
9. How can communication systems contribute to the success or
failure of organizational plans?
10. How can the introduction of new ideas in organizations be man-
aged effectively?
11. What are the ethical implications of using organizational be-
havior knowledge?

— WHAT IS OB? WHERE DID IT COME FROM? WHERE IS IT HEADING?

The Focus of OB

Organizational behavior focuses on the understanding of behav-
iors and attitudes within organizations. A primary purpose of the
OB field is to understand why people in organizations feel and be-
have as they do. The study of OB attempts to document the organi-
zational factors which influence workers (and therefore the organi-
zation itself). It also describes the processes by which these factors
exert their influence. Thus, one major component of OB involves
acquiring relatively pure knowledge (why things happen as they do).
However, the power of our knowledge about organizational behav-
ior comes from applying this knowledge. This book focuses both on
understanding and applying OB information.

The Roots of OB?

Larry Greiner of the University of Southern California notes that
archeological finds have demonstrated clearly that complex organi-
zations have existed for centuries. He implies that the successful
building of massive temples around 3500 B.c. is evidence that com-
plex organizations not only existed but, to some significant degree,
were managed successfully. We cannot know for sure how thor-
oughly our ancient predecessors understood behaviors and atti-
tudes, nor how systematic they were in influencing the behaviors
and attitudes of organizational members. The remains of their ac-



