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Preface

Il.le third edition of this text continues my commitment to present readers with
a balanced, integrative, and highly readable introduction to the field of organiza-
tional behavior (OB). I want to use the next couple of pages to explain how I’ve
tried to achieve this and also to describe the major changes since the last edition.

BALANCED TOPIC COVERAGE

This edition has been streamlined to 16 chapters from 19. Essentially this
has been achieved by reducing the number of chapters on individual behavior.
There is now a minimal degree of overlap with concepts typically covered in
introductory psychology courses. I think I’ve further improved the text’s balance
by reorganizing the group material and integrating organizational politics into. the
chapter on power.

The entire research base for the book has been revised and updated since
the previous edition. This activity brought to light a number of topics that needed
to be added or significantly expanded. The following list represents some of the
topics that are new to this edition:

¢ research methods in organizational behavior

e biographical characteristics (age, sex, tenure, etc.)

e self-perception theory

e ability’s effect on performance

e decision making (individual and group)

¢ group demography

e stages of group development

¢ impact of unions on employee behavior

¢ Hersey and Blanchard’s situational leadership theory

Xvii
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* the physical work setting (temperature, noise, work space, and so forth.)
e career development

e evaluating OD effectiveness

e impact of retrenchment on employee behavior

e two-tier pay systems

e dual career couples

¢ OB in an international context

INTEGRATIVE FRAMEWORK

This book makes use of two unique devices for helping you to integrate and
synthesize its contents. The first is a building-block model, presented in Chapter
2, that explains why the topics are organized as they are and the interrelationships
between them. The second is a set of four comprehensive models, included in the
last chapter, that shows you how it all fits together and what it means.

The building-block model originated with the first edition and has proven to
be an effective framework for overviewing the field of organizational behavior. It
describes OB as focusing on three levels—the individual, the group, and the
organization system—and defines the objectives of OB as explaining and predict-
ing four outcomes—employee productivity, absence, turnover, and satisfaction.

I came to realize, however, that the building-block framework didn’t go far
enough in helping readers integrate OB concepts. So, for this edition, I’ve devel-
oped a set of comprehensive models that isolate and prioritize the key OB vari-
ables. In Chapter 16, you’ll find a separate model for explaining and predicting
each of the four outcome objectives. These four integrative models represent my
best efforts at summarizing literally thousands of research studies.

READABILITY

Students and instructors have described earlier editions of this book in such
terms as “‘lively,”” ‘‘interesting,”” ‘‘logical,”” and ‘‘conversational.’’ But writing
style is difficult to measure objectively. I think you’ll find this revision maintains
the high readability of the previous editions—with special care given to explain-
ing concepts fully and making extensive use of examples—but only you can judge
the accuracy of this claim.

PEDAGOGICAL FEATURES

An effective textbook is a comprehensive learning system. It should be
designed to facilitate understanding and application. I've included a number of
features in this book to help you better assimilate its contents.

* Key terms and concepts—Each chapter opens with a set of terms and concepts that
you should be able to define and understand after reading the material.

* Implications for performance and satisfaction—Each of the core chapters ends with
a section where that chapter’s concepts are summarized in terms of their relevance
to explaining and predicting employee performance and satisfaction.

¢ Chapter wrap-ups—All chapters end with a set of discussion questions and
references for further reading.



¢ “‘Point-Counterpoint’’ debates—A unique pedagogical component in this text is
the inclusion of ‘‘Point-Counterpoint’” debates. They present interesting and
current controversies in OB. My experience is that these debates are excellent for
stimulating class discussion. For the third edition, the ‘‘Point-Counterpoint’’
sections have been shortened and rewritten to be more lively and focused.

* Cases and exercises—To assist in the transition from theory to practice, you’ll find
cases at the end of each major part and self-assessment exercises at the conclusion
of the Individual, Group, and Organization System sections. Both the cases and
exercises have been expanded by 30 percent. There are now 26 cases and 12
exercises included in the book.

e T  ——
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