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PREFACE

This is the sixth edition of a text about organization development (OD). OD is
the application of behavioral science knowledge to improve organization per-
formance and organization functioning. The distinction between performance
and functioning is important. OD’s behavioral science orientation traditionally
resulted in more attention to functioning than performance. Armed with a set of
humanistic values and concerned with the unintended negative social conse-
quences of bureaucratic organizations, OD offered a process for making the orga-
nization more hospitable to people. But it usually stopped short of trying to
improve performance; it was enough to say that the organization had become
more human.

OD, in this context, was increasingly challenged as irrelevant. It often made
people feel better, but questions lingered regarding its impact on organization
effectiveness and performance.

The original edition of this text, authored by OD pioneer Edgar Huse in 1975,
became a market leader because it addressed the relevance issue. It took an
objective, research perspective and placed OD practice on stronger theoretical
footing. Ed showed that, in some cases, OD did produce meaningful results but
that additional work was still needed. Sadly, Ed passed away following publi-
cation of the second edition. His wife, Mary Huse, and West Publishing asked
Tom Cummings to revise the book for subsequent editions. With the fifth edi-
tion, Tom asked Chris Worley to work with him in writing the text.

The third, fourth, and fifth editions had an important influence on the per-
ception of OD. While maintaining the book’s traditional strengths of even treat-
ment and unbiased reporting, the new editions made even larger strides in plac-
ing OD on a strong theoretical foundation. The third and fourth editions
broadened the scope and increased the relevance of OD by including interven-
tions that had a content component. The fifth edition went one step further and
suggested that OD had begun to incorporate a strategic perspective. This strate-
gic orientation suggested that OD could be as concerned with performance
issues as it was with human potential. Effective OD, from this newer perspec-
tive, relied as much on knowledge about organization theory as it did on the
behavioral sciences.

Revisions to the Sixth Edition

Our goal in the sixth edition is to update the field once again. Although we have
retained several features of the original text, we have made some important
changes.

ORGANIZING AS A COMPETITIVE ADVANTAGE

Since the last edition, the concept of organization design has become an impor-
tant feature of strategy implementation and competitive advantage. In line with
this trend, we have revised and emphasized organization-level issues through-
out the text. In Part II, the Process of OD, a chapter is devoted to diagnosing
strategy and organization design. In Part III, coverage of large-group interven-
tions that focus on organizationwide problems and issues has been expanded.
In Part IV, the chapter on structural design has been renamed and completely
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rewritten. The new Chapter 14, Restructuring Organizations, briefly describes
traditional structures, more thoroughly covers network structures, and adds a
new section on team-based or process-based organizations. In addition, and in
response to feedback from users, the chapter now describes downsizing and
reengineering interventions. The entire chapter is written with a strategic
emphasis. Descriptions of other technostructural interventions, such as parallel
structures, high-involvement organizations, total quality management, and self-
managing teams, have been thoroughly updated. In Part VI, the chapter on
organization transformation has received an important overhaul. The descrip-
tion of the culture change process has been greatly expanded, and there is a new
section on organization learning.

AN EMPHASIS ON OD IN DIFFERENT SETTINGS

Several reviewers of the fifth edition commented on the growing influence of
OD in international and nonprofit settings. We responded to these comments in
several ways. First, we revised the chapter on international OD. Although much
continues to be written about OD in cross-cultural settings, these writings” pri-
mary emphasis is on the diffusion of OD techniques to a particular country.
There remains a dearth of research about how OD is actually practiced in dif-
ferent cultures. We distilled the available literature into a state-of-the-art
description of how OD is actually practiced in three different contexts: OD in
different countries and cultures, OD in organizations that operate on a world-
wide basis, and OD in global social change organizations. Second, in the main
body of the text, as each of the interventions is discussed, relevant international
and nonprofit applications or research are referenced. Third, we completely
revised the chapter about OD in nonprofit settings. The sections describing OD
in health care and in educational institutions are new, and the section about OD
in the public sector has been thoroughly updated.

THE EARLY PHASES OF OD

In this edition, we revised earlier chapters to emphasize the cyclical nature of the
OD process. First, the chapter on theories of planned change has been thor-
oughly revised and placed immediately after the introductory chapter so that
students get an immediate introduction to the process of change. In addition, the
chapter has been updated to reflect the important work on more positive and
participatory processes of change. Second, the chapters in Part II, the Process of
Organization Development, now describe a complete cycle of change, from
entry and contracting to evaluation and institutionalization.

Distinguishing Pedagogical Features

The text is designed to facilitate the learning of organization development the-
ory and interventions. We have made some important changes in the format of
the text to more closely match the OD process and to link OD practice with cur-
rent issues.

ORGANIZATION

The sixth edition is organized into seven parts. Following an introductory chap-
ter, Part I provides an overview of organization development. It discusses the
fundamental theories that underlie planned change (Chapter 2) and describes
the people who practice it (Chapter 3). Part II is an eight-chapter description of
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the process of planned change. It describes how OD practitioners enter and con-
tract with client systems (Chapter 4); diagnose organizations (Chapter 5); diag-
nose groups and jobs (Chapter 6); collect, analyze, and feed back diagnostic data
(Chapters 7 and 8); design interventions (Chapter 9); manage change (Chapter
10); and evaluate and institutionalize change (Chapter 11). In this manner, pro-
fessors can focus on the OD process without distraction. Parts III, IV, V, and VI
then cover the major OD interventions used today according the same classifi-
cation scheme used in previous editions of the text. Part IIl covers human
process interventions; Part IV describes technostructural approaches; Part V pre-
sents interventions in human resource management; and Part VI addresses
strategic change interventions. In the final section, Part VII, we cover special
applications of OD, including international OD (Chapter 21) and OD in health
care, schools, and the public sector (Chapter 22). We believe this new ordering
provides professors with more flexibility in teaching OD.

APPLICATIONS

Within each chapter, we describe actual situations in which different OD tech-
niques or interventions were used. These applications provide students with a
chance to see how OD is actually practiced in organizations. To maintain the
text’s relevance, more than 60 percent of the applications are new. In response to
feedback from reviewers, almost all of the new applications describe a real situ-
ation in a real organization (although sometimes we felt it necessary to use dis-
guised names) that we have been involved with in our own OD practice or that
has been described in the popular or research literature. In many cases, the orga-
nizations are large public companies that should be readily recognizable.

CASES

At the end of each major part in the book, we have included cases to permit a
more in-depth discussion of the OD process. Eight of the sixteen cases are new
to the sixth edition. In response to feedback from users of the text, we have
endeavored to provide cases that vary in levels of detail, complexity, and sophis-
tication to allow the professor some flexibility in teaching the material to either
undergraduate or graduate students.

AUDIENCE

This book can be used in a number of different ways and by a variety of people.
First, it serves as a primary textbook in organization development for students
at both the graduate and undergraduate levels. Second, the book can also serve
as an independent study guide for individuals wishing to learn more about how
organization development can improve productivity and human satisfaction.
Third, the book is intended to be of value to OD professionals, managers and
administrators, specialists in such fields as personnel, training, occupational
stress, and human resource management, and anyone interested in the complex
process known as organization development.

Educational Aids and Supplements

To assist instructors in the delivery of a course on organization development, an
instructor’s manual is available from the publisher. The instructor’s manual has
been thoroughly revised in response to feedback from users. The manual contains
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important material that can improve the student’s appreciation of OD and
improve the professor’s effectiveness in the classroom.

CHAPTER OBJECTIVES AND LECTURE NOTES

For each chapter, summary learning objectives provide a quick orientation to the
chapter’s material. The material in the chapter is then outlined and comments
are made concerning important pedagogical points, such as crucial assumptions
that should be noted for students, important aspects of practical application,
and alternative points of view that might be used to enliven class discussion.

EXAM QUESTIONS

A variety of multiple choice, true/false, and essay questions are suggested for
each chapter. Instructors can use these questions directly or to suggest addi-
tional questions reflecting the professor’s own style.

TRANSPARENCY MASTERS

A set of transparency masters are included with the instructor’s manual for use
in the classroom. Based on tables and figures used in the book, transparencies
can greatly aid the integration of text material during lectures and discussions.

CASE NOTES

For each case in the text, teaching notes have been developed to assist instruc-
tors in preparing for case discussions. The notes provide an outline of the case,
suggestions about where to place the case during the course, discussion ques-
tions to focus student attention, and analysis of the case situation. In combina-
tion with the professor’s own insights, the notes can help to enliven the case dis-
cussion or role plays.

AUDIOVISUAL MATERIALS

Finally, a list is included of films, videos, and other materials that can be used to
supplement different parts of the text, along with the addresses and phone num-
bers of vendors that supply the materials.
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