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OBJECTIVES OF THIS EDITION

The changes sweeping the world in Europe, the
Pacific Rim, Latin America, and North America
have been astounding: the Berlin Wall has crumbled,
dictators have been removed from office, calls for
the restructuring of entire economic and manage-
ment systems are heard daily, and citizens have been
given opportunities to vote for their leaders. Prop-
erly managing these rapid changes, shifting econo-
mies, and the production enterprises in society is
now the major challenge facing the world. Politi-
cians can make declarations about freedom, auton-
omy, and restructuring, but it is managers who must
implement the changes.

The objective of the seventh edition of Organiza-
tions: Behavior, Structure, Processes is to present a
realistic, relevant, and complete view of people
working in organizations around the world. Instead
of focusing on the United States, we have expanded
our approach to include worldwide issues, prob-
lems, and considerations. The U.S. manager must
work, negotiate, conduct business, and compete for
customers with managers from around the world.

The text provides theories, research results, and
applications that apply to people in worldwide or-
ganizations. Realism, relevance, and thoroughness
have been our targets in developing the chapters,
cases, and exercises for this and previous editions.
Over the history of Organizations: Behavior, Struc-
ture, Processes, student and instructor feedback has
indicated that our objective has been achieved.

A theme introduced early and carried throughout
the book is that effective management of organiza-
tional behavior requires an understanding of theory,
research, and practice. Given this theme, our task is
to present and interpret organizational behavior the-
ory and research so that students can comprehend
the three characteristics common to all organiza-
tions —behavior, structure, processes—as affected by
actions of managers. Accordingly, we illustrate how
organizational behavior theory leads to research and

how both theory and research provide the basic
foundation for practical applications in business
firms, hospitals, educational institutions, and gov-
ernmental agencies.

We have attempted to move our readers from the
role of bystanders or rote readers to the role of active
participants. When students become more involved
in weighing and evaluating the decisions a manager
must make, the dynamics and vitality of managing
people become more real, relevant, and complete.

NEW MATERIAL IN THIS EDITION

The seventh edition includes important new subject
matter as well as additional learning approaches. Ex-
plained at the end of this preface is one of those
learning approaches: our new ““integrated color cod-
ing” system for the figures that appear in this text.
This system will help readers better understand the
figures throughout the book. The new subject mat-
ter is elaborated below.

First, we have integrated international material
into the entire book. At one time, the international
aspects of managing organizational behavior mat-
tered only to a few American enterprises. Interna-
tional management was in the domain of large,
multinational firms, not the average manufacturer
or service firm. Today, discussing any concept of
managing organizational behavior for any size firm
requires an appreciation of the international scene.
What happens in a Toyota plant in Osaka, Japan,
influences what happens in a Ford plant in Chi-
cago.

Second, we have made a conscious effort to use
examples of managing organizational behavior in
firms of all sizes. This is not a book on managing
Fortune 500 organizational behavior. The millions of
new jobs being created in the United States occur in
medium and small firms. Thus, the examples we use
of medium and small firms highlight their impor-
tance.
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Third, we have expanded our coverage of leader-
ship. Leadership is such a major factor in the world
that we decided to establish two leadership chapters
rather than the single one included in the previous
edition. Chapter 11 focuses on trait and behavioral
leadership issues, while Chapter 12 addresses situa-
tional, charismatic, and transformational leadership
theory, research, and practice. Throughout the lead-
ership discussion we maintain a balance of theory,
research, and application.

Fourth, reviewers of the text encouraged us to
combine the reward and evaluation material, topics
covered in separate chapters in previous editions.
Concluding that the reviewers were correct, we have
created a combined reward and evaluation chapter
(Chapter 6).

Fifth, as our first rule for any revision, the material
in existing chapters was updated. Material on ex-
pectancy theory, negotiating, conflict resolution,
creativity and innovation, mentoring, company
turnarounds, punishment, social support, Type A,
not-for-profit organizations, flexible manufacturing,
groupthink, social support networks, transforma-
tional and charismatic leadership, quality of work
life, career counseling, and other topics was added or
expanded in appropriate chapters. In all cases, the
new material complements existing material. A list-
ing of additional references at the end of each chapter
provides current sources for readers who desire more
in-depth discussions of these and other topics.

Sixth, positive reactions to the experiential exer-
cises in the last four editions have encouraged us to
change and modify some of the exercises in this
edition. We have also retained the most requested
and popular end-of-chapter cases included in the
previous edition and have added several new ones.
Each case has been written to emphasize a particular
issue or managerial technique. The cases cover a
variety of different types and sizes of organizations
and include problems of all levels of management.

Seventh, the “Organizations: Close-Ups” have
been enthusiastically received by students and in-
structors. The Close-Ups report actual applications
of the concepts and theories presented in the chapter.
They appear at the point where the concept or
theory is discussed in the text. Most of the chapters
in this edition contain at least three Close-Ups.
Presenting actual managerial applications of text

VI

materials narrows the gap between classroom and
real world.

Eighth, discussions of social responsibility and
ethical issues from industry to industry, company to
company, and country to country appear through-
out the text. Americans do not have the only view-
point about social responsibility, and managers must
resolve specific ethical questions. Students are intro-
duced to some of the more pressing issues.

Ninth, hard work, planning, and consideration
for teaching the course went into preparing the
supplements for the text. We believe they are among
the best ever prepared. Special care was devoted to
developing supplements of the highest quality. Both
students and instructors were considered, which
adds to the students’ understanding and the instruc-
tor’s ability to teach an exciting course. The Instruc-
tor’s Manual, Lecture Resource Manual, color trans-
parencies, Test Bank, and Computerized Test
Service are excellent for both in-class and out-of-
class assignments.

In addition to the practical relevance of the expe-
riential exercises, cases, Close-Ups, and self-report
questionnaires, the text discussion itself carries out
our intention to interpret the practical significance of
theory and research. Of course, many issues in
organizational behavior are unresolved, and alterna-
tive theories compete. In these instances, issues are
presented, and readers are encouraged to consider
the relative strengths of each theory. Where appro-
priate, we acknowledge the tenuousness of both
contemporary theory and practice.

To focus reader interest and to highlight the
contingent nature of much of the subject matter,
each chapter again begins by introducing an appro-
priate “Organizational Issue for Debate.” The de-
bates are short presentations of arguments both for
and against a popular principle, theory, or applica-
tion. Some issues are new; others have been retained
and expanded from the previous edition.

FRAMEWORK OF THIS EDITION:
SEVEN MAJOR PARTS

The content of the book is organized in a sequence
based on the three previously cited characteristics
common to all organizations: behavior, structure,



Preface

and processes. This order has been followed in
response to the requests of numerous adopters, who
found it easier to discuss the material on human
behavior first, followed by the material on structure
and processes. In this edition, each major part has
been written as a self-contained unit and can be
presented in whatever sequence the instructor pre-
fers.

Part One—Introduction—consists of two intro-
ductory chapters. Chapter 1 discusses the signifi-
cance of organizations as a means by which societies
produce and distribute goods and services and intro-
duces readers to the format and rationale for the
book. Chapter 2 develops important ideas concern-
ing the roles of management in achieving effective
individual, group, and organizational performance.

Part Two—Behavior within Organizations: The
Individual —includes five chapters that focus on in-
dividual behavior in organizations. Separate chapters
are devoted to individual characteristics and differ-
ences (Chapter 3); content and process motivation
theories and applications(Chapters 4 and 5); evalu-
ating, rewarding, and punishing behavior (Chapter
6); and individual stress (Chapter 7).

Part Three—Behavior within Organizations: Groups
and Interpersonal Influence—focuses on group behav-
ior and interpersonal influence in organizations. Its five
chapters focus on group behavior (Chapter 8), inter-
group behavior and conflict management (Chapter
9), power and politics (Chapter 10), and leadership
(Chapters 11 and 12).

Part Four—The Structure and Design of Organi-
zations—includes three chapters. Separate chapters
are devoted to the anatomy of organizations (Chap-
ter 12), job design (Chapter 13), and organizational
design (Chapter 14). The latter two follow a micro
(job design)-macro (organizational design) se-
quence.

Part Five—The Processes of Organizations—
includes three chapters. Chapters 16 and 17 deal with
communication and decision making. Chapter 18
addresses socialization and career processes.

Part Six—Developing Organizational Effective-
ness—is a two-chapter sequence that presents the
theory of organizational development in the context
of an integrated model (Chapter 19) and then de-
scribes and evaluates the more widely used OD
techniques (Chapter 20).

Vi

The book concludes with two appendixes. Ap-
pendix A covers procedures and techniques for
studying Organizations: Behavior, Structure, Processes.
Referring directly to Appendix A, readers can ex-
amine research procedures and quantitative and
qualitative techniques used in studying organiza-
tional behavior. Appendix B contains three compre-
hensive cases that are intended to encourage users to
integrate materials, concepts, and models found in
the text.

CONTRIBUTORS TO THIS EDITION

Authors do not just happen to end up one day with
seventh edition books. Arriving at this juncture
takes teamwork, the work of the publisher, a dedi-
cated sales force, satisfied students, adopters, and
outstanding reviewers. Many friends, colleagues,
and scholars also have made this a successful book.
We always attempt to recognize each person who has
helped us; if we have omitted someone, please accept
our apologies. In addition, thousands of students
whom we personally have taught have helped us
improve, update, and revise our work.

The authors wish to acknowledge the contribu-
tions of reviewers of all editions. Their suggestions
are reflected in this text. The numerous comments,
recommendations, and detailed suggestions of col-
leagues over the history of the book have been
incorporated throughout these chapters.

Reviewers of the Present Edition

Patrick R. Vann
University of Colorado

Leon L. Smith

University of North Alabama

Loren Falkenberg
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Richard A. Feinberg

Purdue University
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Gerald Biberman
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Richard S. Blackburn

University of North Carolina, Chapel Hill
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University of Houston
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Each edition of Organizations has contained many
figures, diagrams, and models. They were used to
highlight, illustrate, summarize, and integrate. Over
the years of teaching organizational behavior and
management, we have heard a common lament from
students: ‘“What do these boxes and arrows in the
figures and exhibits mean?”” The student views a
figure, which authors use to tie things together or to
summarize, and is puzzled by the diagram.

In this edition, we employ a color coding tech-
nique that we hope will lessen students’ confusion.
In any diagram, figure, or model that involves
presumed independent, dependent, moderator, or
feedback variables/factors, a color code will be used.
For example, Figure 2-5 is presented on page 40 and
it appears below.

The color rust designates independent variables,
presumed to be those that are influencing other
variables or are manipulated or controlled in an
experiment, and the color plum designates a depen-
dent variable, presumed to be the consequent of the

Management performs
the functions of

Planning
Organizing
Leading
Controlling

To coordinate the
behavior of

Individuals

(\’Hv»[l;x‘\

Organizations

independent variable(s). Dark green specifies mod-
erator variables or presumed factors that influence
the degree and kind of relationship between other
variables. Dark gray specifies what is considered to
be a feedback linkage in the illustration.

Empbhasis here is on the word presumed. In most
cases, the literature, research, and evidence only
suggest that these are independent, dependent, mod-
erator, and/or feedback variables. We do not claim
that these are always scientifically derived, perfectly
valid designations. The color code, when it is used,
is only a guideline to help the learning process. We
are attempting to bring some order and continuity to
the numerous figures used in the text.

When a figure, illustration, or model does not
contain the colors rust, plum, dark green, or dark
gray, the evidence does not suggest that these are
independent, dependent, moderator, or feedback
variables. The authors or other individuals have
simply illustrated the variables presented.

To attain
Production
Efficiency
Satisfaction
Adaptiveness
Development
Survival

Feedback
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