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Appendix 2

Primary References – Classic and Current

(Note: It has often been stated that new business management ideas can take 50 years or more to become standard operating procedure. We have made a careful effort to include the classic work of early original thinkers* in our references while, like many others, building upon their work)

 Books


*Bernardin, H. J., & Beatty, R. W. (1984). Performance Appraisal: Assessing Human Behavior at Work. Boston, MA: Kent Publishing Co.

Bernardin, H. J. (2008). Human Resource Management an Experiential Approach. Boston, MA: McGraw-Hill Irwin.

*Blake, R. R., & McCanse, A. A. (1991). Leadership Dilemmas-Grid Solutions. Houston, TX: Gulf Publishing Co.

Gershan, M. (2015). How to Use Bloom's Taxonomy in the Classroom. West Palm Beach, FL: Learning Sciences International.

Greenberg, J. & Baron, R. A. (2003). Behavior in Organizations. Upper Saddle River, NJ: Prentice Hall.

Harvard Business School Press. (2005). The Essentials of Managing Change and Transition. Boston, MA. Harvard Business School Press.

*Herzberg, F., Mausner, B., & Snyderman, B. B. (1959). The Motivation to Work. New York, NY: John Wiley& Sons, Inc.

*Kirkpatrick, D. (1985). How to Manage Change Effectively. San Francisco, CA: Jossey-Bass, Inc.

*Kotter, J. P. (1996). Leading Change. Boston, MA: Harvard Business School Press.

Kotter, J. P. (2005). Our Iceberg Is Melting. New York, NY: St. Martin's Press.

Kotter, J. P. (2008). A Sense of Urgency. Boston, MA: Harvard Business School Press.

Noe, R. A., Hollenbeck, J. R., Gerhart, B. A., & Wright, P. M. (2018). Fundamentals of Human Resource Management. New York, NY: McGraw Hill Education.

Northouse, P. G. (2004). Leadership Theory and Practice. Thousand Oaks, CA: SAGE Publications Inc.

 Newspapers and Periodicals



The Wall Street Journal, The New York Times, The Financial Times, The Economist, and Forbes.

 Anecdotal Observations and Records


The sum of business experiences accumulated by the authors over a consulting period of more than 40 years is an invaluable resource, nearly impossible to imitate vicariously.

Considering the hundreds of seminars, classroom presentations, organizations, and programs that we have been involved with, it is no wonder that we drew from a deep well of real-world knowledge as we wrote this book. We decided to share this knowledge by undertaking the challenge of putting it in the hands of all who are interested in solving change-related challenges by creating this project.

While we are very aware that many other fine reference works are available to our readers, we focused on those types, in our opinion, capable of building a solid and practical base of knowledge about understanding the impact of continual workplace changes on talented employees.
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So, let us begin our journey to “beat the competition!”
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