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I had some ambitious objectives when I first sat down to
write this book. I wanted the final manuscript to be readable, interesting,
thought-provoking, current, goal-oriented, and integrative. Let me briefly
elaborate on what I did as I attempted to turn these objectives into reality.

Readable

Readers should find the writing style in this book to be clear, logical and
conversational. To further readability, I have made extensive use of examples
as a way to illustrate concepts. Very importantly, you will find that the
objective of high readability has been achieved without sacrificing content nor
by significantly ““watering down’’ the more technical concepts.

Interesting

The chapters in this book have been purposely designed to be short and
concise. Long discourses on topics of marginal relevance have been avoided.
The result, I believe, is a book that comprehensively ‘‘covers the distance” in
organizational behavior, but in a way that makes the journey enjoyable.

Thought-Provoking

The education process is composed of more than merely knowing a lot of
facts. It is of equal or greater importance to understand that which we know.
Toward this end, the reader is encouraged to think about and critically
evaluate issues in organizational behavior through the ‘‘Point—Counterpoint™
dialogues at the conclusion of each chapter.
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Current

Almost every book in organizational behavior discusses the traditional topics
such as motivation, learning, group dynamics, communication, leadership,
and organization design. Yet during the 1970s, the O.B. field has expanded
and certain concepts have taken on increasing importance. Therefore, in
addition to presenting the latest research findings in the traditional O.B.
topics, this book seeks to recognize recent developments by giving special
attention to values, reward structures, power, conflict, and political forces in
organizations.

Goal-oriented

This book is intended to aid the reader in understanding and predicting
behavior in organizations. More specifically, it is concerned with those factors
that influence performance (productivity, absence and turnover) and satisfac-
tion. To emphasize these objectives, there is a section entitled ‘‘Implications
for Performance and Satisfaction™ at the end of chapters 3 through 17. This
section brings together the material in each of these 15 chapters for the
specific purpose of ascertaining its relevance to organizational performance
and member satisfaction.

Integrative

A building-block model is developed in Chapter 2 which is used throughout
the book to sequentially develop and integrate the individual, group, and
organizational structure linkages. This mode! should assist the reader in
assimilating the diverse topics within O.B. into a cohesive whole.

Acknowledgements

At this point, I want to move away from talking about the book and
acknowledge those organizations and people who made a major contribution
to its development.

I would be derelict if I failed to mention the institutions where I really
learned about organizational behavior: the Shell Oil and Reynolds Metals
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book’s instructor’s manual.
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