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Unit-1
Introduction to Organisational Development
Structure:
1.1 Learning objectives
1.2 Introduction
1.3 Definition Foundations of OD
1.4 Nature & characteristics of OD
1.5 Managing the OD Process
1.6 Steps in Organizational Development Process
1.7 This process runs through the following steps
1.8 Let’s sum up
1.9 Summary
1.10 Key words
1.11 Check Your Progress
1.12 Model Questions
1.13 Further Reading

1.1 Learning Objectives
This unit aims at providing basic understanding about the meaning, definition, purpose
of Organizational development in training & development.






After reading this unit, you should be able to answer the following questions:
What is OD?
Why to do OD?
What is not OD?
What are the characteristics of OD?

 What is the process involved in organizational development?
 Analyze the role of organizational development practitioners

1.2 Introduction
Organisational Development (OD) is an effort that focuses on improving an
organization’s capability through the alignment of strategy, structure, people, rewards,
metrics, and management processes. It is a science-backed, interdisciplinary field rooted
in psychology, culture, innovation, social sciences, adult education, human resource
management, organization behavior, and research analysis and design, among others.
The organizational development is considered as a long-term effect to improve
organization’s micro problem solving specifically through effective and collaborative
management of organizational culture. It is an instrument of change. It is the
combination of use of technology, behavioral sciences and to know about the history
and set up of organization. An organization is a social entity with different people that
managed and structured to meet an objective or aim at a particular goal. All
Odisha State Open University

3

Bachelor of Business Administration (BBA)

organizations have different administrative structures that give different roles to
different departments within the organization. It has the duty to assign roles, subdivide
responsibility to the members and authority to undertake various tasks. Organization is
termed as open system; they are affected and affect by the environment in which it
operates
In this unit we will focus about the foundations of organizational development. While
discussing about foundations of organizational development, we will focus on nature
and characteristics of organizational development.

1.3 Definition Foundations of OD
Organization development (OD) is the study and implementation of practices, systems,
and techniques that affect the change in organizations. The objective of which is to
modify an organization's performance and/or culture. The organizational changes are
typically carried out by the group's stakeholders. OD emerged from individual
relations studies in the 1930s, during which psychologists realized that organizational
structures and processes influence worker behavior and emotion a More recently, work
on OD has expanded to focus on aligning organizations with their rapidly changing and
complex environments through learning and development, and transformation of
organizational norms and values. Key concepts of OD theory include organizational
climate (the mood or unique “personality” of an organization, which includes attitudes
and beliefs that influence members’ team behaviour). Organizational culture (the
deeply-rooted norms, values, and behaviors that members share) and organizational
strategies (how an organization identifies problems, plans action, negotiates change and
evaluates progress)’.
“OD is defined as a planned and sustained effort to apply behavioural science for
system improvement using reflexive, self-analytic method”
- Schmuck & Miles (1971)
“OD is a process of planned change - Change of an organization’s culture from one
which avoids examination of social processes (especially decision making, planning
&communication) to one which institutionalizes & legitimizes this examination.
- Burke & Homstein (1972)
Organizational Development (OD) has become more and more important for today’s
organizations because the world is moving so fast that organizations must find ways to
be more effective, more innovation, more customer-driven, and more agile. Cumming
and Worley (1997) define organizational development as a process that applies a broad
range of behaviour science knowledge and practices to help organizations build their
capacity to change and to achieve greater effectiveness. Therefore, OD will help
organizations understand how people act to change and which change methods can
work with the resistance to change that usually occurs in organizations undergoing
change. Underlying Organization Development are personal touch and
humanistic values.
Odisha State Open University
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Margulies and Raia (1972) articulated the humanistic values of OD as follows: giving
opportunities for people to function as human beings rather than as resources in the
productive process providing opportunities for each organization member, as well as for
the organization itself, to develop to their full potential.
According to Frederick Taylor's theory of motivation, it indicates that most staff
members are motivated exclusively when they are paid, and their working capability is
therefore work in equivalent to what they are paid. He indicated that staff members or
employees are not satisfied with the kind of work they do and only perform better in
that job when given a direct motivation or reward such as monetary payment. Henry
Ford adopted some ideas of Taylor's theory of scientific management and paid their
workers considering the production made in a period.
According to Marx Weber's theory of bureaucracy, he held that psychological forces
could drive human beings to act in a certain way. Their theory proposes a graduated
scale of human needs ranging from basic requirements to physical needs such as thirst
and hunger to high expectations such as the need for self-fulfillment and the want to feel
loved. They greatly believed employers would get greater outcome from their
employees if they acknowledged the different individual needs of the employees and
give out rewards in accordance to the individual’s needs. The theory that applies in this
social issue is based on Marxist social theory, which advocates for a better societal
order. The theory argues that individuals or groups of people or a social class in the
society have different capabilities and material and non-material resources. Some group
takes advantage of others by not allowing them to be at certain positions.
The theory established that the social needs of the employers should be the center of
focus by an organization. Mayo believed that by just paying the workers is not a
complete way to motivating the staff members in a company. He says that the social
needs of employees ought to be put into consideration if an organization must perform
well. He recommended that employers should show their employees that they care
about them, and their social needs and they should also demonstrate interest in every
worker’s ability to have them perform at their best.
Organizational Development is a planned effort to change the culture, behaviors, ways
of working and other “people” factors of an organization to enable it to effectively meet
its strategic objectives. The history of Organizational Development (OD) reveals a
much older tradition of organizational science than the conventional wisdom would
suggest. By the 1960s and 1970s OD became self-confident and dynamic. This period
was not only highly experimental but established the principles of OD for much of the
twentieth century. By the end of the twentieth century new images of OD had occurred
and much of the earlier thinking had been transformed. In many instances the social
systems, ways of working, cultures, methods of communication, relationships, human
knowledge, and behaviors within organizations determine how effective and
competitive they are. They also determine what those organizations are like to work for
and how fulfilling and rewarding the individuals who work for them find them to be.
Odisha State Open University
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The fundamental premise of organizational development, which derives many of its
roots from organizational psychology, sociology and change management, is that by
designing and delivering “interventions” that change the social systems, ways of
working and cultures within organizations, it’s possible to both improve their
competitiveness, and make them better places for people to work.
The founding father of Organizational Development is Kurt Lewin, an MIT professor
who worked across a wide range of areas including organizational psychology and
change as well as group dynamics. In fact, he set up MIT’s Research Center for Group
Dynamics in 1944, shortly before his death in 1947. Kurt Lewin contributed hugely to
the world of business Kurt is considered the founding father of Organizational
Development. The phrase was formed by another giant of the profession, Richard
Beckhard, who coined the term in the 1950s while working at Bell Labs. He later
published a seminal work on the subject, “Organization Development: Strategies and
Models”. He too was a professor at MIT.
From the 1960s on-wards, Organizational Development really started to take off, though
perhaps not by that name. Management sciences became more professional and
important as organizations searched for increasing competitive advantages and focused
more on the engagement and productivity of their employees. In this period things like
employee surveys were introduced and organizations started to deliver specific
interventions designed to increase engagement. This ability to quantify and evidence
changes in in employee opinion or engagement helped move these practices into the
mainstream.
Why Organizational Development Matters?


Organizational development always helps in improving a business performance



It is highly required for the development of individual staff members.



It promotes organizational growth. Organizational growth as a process consists
of methodologies and planning, leadership design, diversity, organizational
design, coaching and balance between life and work.



It deals with recurrent needs of any successful organization.



It involves a centralized co-relation of internal and external experts at hand to
find out the process through which a business can use to be become much more
attractive to stakeholders.



It is always important to take help by catalysts or agents.



The use of legal appropriate theories and methods from anthropology, applied
behavioral science, phenomenology, and sociology are highly used and applied



Moreover, the change is brought by the leader who is deeply involved in the
leadership – an effective process or a transformative leader as opposed to
incremental and management

Odisha State Open University
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Particularly important in industries that require people to be creative, innovative,
solve problems, manage complexity, or otherwise perform more complex mental
tasks. In these industries, being a great organization to work for really is a
significant competitive advantage

While people believe that the techniques and concepts of organization development has
become part of any manager because it provides them with the knowledge of marketing,
accounting, and finance. It is predicted that the management with its departmental heads
will develop a boundary within the organization’s development. Organizational
development gives a set of management theories that are available to members of the
workplace to who feel like they need to improve on the organizational goal
achievement. It is advised on what organizational development is and how it can be
used to develop an organization.
With organization development there are various intervention and techniques that are
planned and put into practice so that they could facilitate or assist in the implementation
of certain programmed and result oriented change in the composition, human resources,
and the various processes within the organization.

1.4 Nature and Characteristics of OD
Organizational Development is one of the few fields of work in which it is really
possible to create great outcomes for both individuals and organizations. To create
lasting change though, organizations need to ensure that the benefits of organizational
development programs are shared with employees, not simply captured as cost savings
for the organization.
Organization development (OD) is one approach to managing change within an
organization. In this case study, organization development is defined as a topmanagement-supported, long-range effort to improve an organization's problem-solving
and renewal processes, particularly through a more effective and collaborative diagnosis
and management of the organization's culture. It is rare that a public county human
service agency can incorporate an internal organizational development (OD) function to
assist with managing organizational change. Few characteristics have mentioned below.
 Organization development as a practice involves an ongoing, systematic process
of implementing effective organizational change.


OD is both a field of applied science focused on understanding and managing
organizational change and a field of scientific study and inquiry.



It is interdisciplinary in nature which includes motivation, personality, and
learning



Behavioral science with systematic thinking in organization



A trained psychologist or coach will act as OD catalysts or tools



Focusing on the people within an organization is an effective way to increase
competitiveness.

Odisha State Open University
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The organizational development is a systematic plan, as it needs diagnosis,
mobilization of resources (which could be technical, financial, or human),
program development in the entire organization or in the departments within the
organization.



OD is the approach that applies effort to improve different activities in a
business. It involves strategy analysis, culture, and structure of the organization



It analyzes both formal and informal departments of the organization.



The main reason of having organization motivation is to deal with recurrent
needs of any successful organization; it involves a centralized co-relation of
internal and external experts at hand to find out the process through which a
business can use to be become much more attractive to stakeholders



Organizational development is a continuous process that a company has to
undergo with time. It is always done through external support by catalysts or
agents and the use of legal appropriate theories and methods from anthropology,
applied behavioral science, phenomenology and sociology



This process gives the staff members chance to do the decision making of the
organization by use of informal and formal means



This will also push the performance of the company to move high hence leading
to increased profits accompanied by workers boost in morale.

The objectives of OD are:


to increase the level of inter-personal trust among employees



to increase employees' level of satisfaction and commitment



to confront problems instead of neglecting them



to effectively manage conflict



to increase cooperation and collaboration among employees



to increase organizational problem-solving



to improve the ongoing operation of an organization on a continuous basis
encouraging employees to solve problems instead of avoiding them



to strengthen inter-personal trust, cooperation, and communication for the
successful achievement of organizational goals



to encourage every individual to participate in the process of planning, thus
making them feel responsible for the implementation of the plan



to replace formal lines of authority with personal knowledge and skill



to prepare members to align with changes and to break stereotypes and creating
an environment of trust so that employees willingly accept change

Odisha State Open University
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1.5 Managing the OD Process
The objective of the organizational development process is to identify and address
problems more focus on human, social, relational, and structural changes and have a
planned, proactive change in an organization, that addresses an identified problem
Three basic components of OD programs is combination of Diagnosis and Action.
Diagnosis means continuous collection of data about total system, its subunits, its
processes, and it culture. Action includes all activities and interventions designed to
improve the organizations functioning. Program management involves all activities
designed to ensure success of the program. The Organizational Development Process
helps an organization recognize that a problem exists, thus making a change in work
processes as desired. It can also begin when leaders have a vision of a better way and
want to improve the organization. An organization does not always have to be in trouble
for it to implement organization development activities. It can do the same in order to
restore or enhance competitive advantage, or even to cope up with the ever-changing
working environment.

1.6 Steps in Organizational Development Process
The steps in Organizational Development are part of a whole process, so all of them
need to be applied if a firm expects to get the full benefits of Organization
Development. An organization which applies only a few steps and then leaves halfway
will be disappointed with the results. A properly designed Organizational Development
Process can help an organization prosper and grow even in today’s competitive business
conditions. Not only does the Organizational Development Process enhance the
workflow and the efficiency of the employees, but more importantly it helps dwell a
good Organizational culture that enables the organization to grow and compete in the
long-term as well.

1.7 This Process Runs Through the Following Steps
Data collection and diagnosis are an extensive task in the OD process. It involves data
collection pertaining to a problem area. Action interventions are the techniques which
are appropriately chosen for use in implementation stage of the OD process. Process
maintenance is a management component which ensures the ongoing progress to avail
the OD benefits in future. There are various steps of OD process but the typical process
consists of the following steps
Problem Identification - A problem can be identified in a wide-range of ways
including reports from employees, data gathering, and more.
Situational Assessment - Making a formal assessment of the situation is the next step.
This can be done by reviewing documentation, holding focus groups, interviewing,
surveying, or just about anything else. Gathering all the facts related to the problem at
hand is important for developing an effective solution.
Odisha State Open University
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Initial Diagnosis of the Problem: In the first step, the management should try
to find out an overall view of the situation to find the real problem and evaluate
the degree of change needed to meet the requirements. If it is recognized that
there are some inadequacies within organization which can be shaped by OD
activities, it is necessary to find out the professional and competent people
within the organization to plan and execute OD activities. The services of the
outside consultants can also be taken to help in diagnosing the problems and
developing OD activities. The consultants adopt various methods including
interviews, questionnaires, direct observation, analysis of documents and reports
for diagnosing the problem.



Data Collection: In this stage, the consultant will make the surveys through
various methods to determine the climate of the organization and the
behavioural problems of the employees. A critical assessment of the internal
controls of the organization is also carried out by the consultant. The consultant
will meet groups of people away from their work environment to get some
answers to questions such as:
1. What specific job environment contributes most to their job
effectiveness?
2. What kind of work conditions interferes with their job effectiveness?
3. What changes would they like to make in the working process of the
organization?



Data Feedback and Confrontation: The data which has been collected in the
second step of Organizational Development Process will be given to the work
groups, who will be assigned the job of reviewing the data. Any areas of
disagreement or conflicts will be mediated among themselves only and priorities
will be established for change.



Planning Strategy for Change: In this stage, the consultant will recommend
the strategy for change. The attempt will be to transform diagnosis of the
problem into a proper action plan involving the overall goals for change,
determination of basic approach for achieving these goals and the sequence of
detailed steps for implementing the approach.



Intervening in the System: Intervening in the system refers to the planned
programmed activities during an Organizational Development Process. These
planned activities bring certain changes in the system, which is the basic
objective
of Organizational Development
Process.
There
may
be
various ways through which external consultant intervene in the system such as
education and laboratory training, process consultation, team development etc.



Team Building: During the entire Organizational Development Process, the
consultant encourages the groups to examine how they work together. The
consultant will educate them about the value of free communication and trust as
essentials, for group functioning as well as problem solving methodology. The

Odisha State Open University

10

Bachelor of Business Administration (BBA)

consultant can have team managers and their subordinates to work together as a
team in Organizational Development sessions to further encourage team
building. Following the development of small groups, there may be development
among larger groups comprising several teams with diverse work profiles.


Evaluation: Organizational Development is a very long process. So, there is a
great need for careful monitoring to get precise feedback regarding what is going
on after the programme starts. This will help in making suitable adjustments
whenever necessary. For evaluation of Organizational Development programme,
the use of critique sessions, appraisal of change efforts and comparison of pre
and post training behavioural patterns are quite effective.

Development Process Cycle: It involves following points:


Action Planning – Making a plan of action on how the problem will be solved is
the next step. This should be done by incorporating input from all impacted
parties so that a solution that addresses the specific problem at hand can be
found. In many cases, this will be the longest step in the process.



Implement Plan - Taking the plan made in the previous step and putting it into
action. Depending on the complexities of the change, this may include training
and other steps needed to ensure the action plan is put in place correctly.



Gather Data - As soon as the change is put in place, it is time to start gathering
data. This should be done with a focus on identifying whether the changes made
are having a positive impact on the problem at hand.



Analyze Results - Looking at the data that is gathered to see if it improved the
problem, eliminated the problem, did nothing to the problem, or made the
problem worse. In addition, watching to see if the changes had any secondary,
negative, impacts on other issues is also done here.



Get Feedback - Gathering feedback from all impacted parties is also important.
If the problem is eliminated, but it increases the risk of injury for employees, for
example, then it wasn't a good solution.



Repeat - If necessary, the process will be repeated. If the changes made had
some positive impact, then the process will begin with the current system in
place. If they didn't, it may be beneficial to go back to the original way things
were done to reevaluate.

By following through these steps, a company can make significant improvements in a
very orderly fashion. They will also be able to track the changes that are made in order
to have real data when it comes to finding solutions to problem. Modern OD process
involves new technology and software to filter the data.
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Source:
https://www.creativesafetysupply.com/articles/organiza
tional-development-process/

1.8 Let’s Sum Up
Organization development is the study and implementation of practices, systems, and
techniques that affect the change in organizations. The objective of which is to modify
an organization's performance and/or culture.
Organisational development is an effort that focuses on improving an organization’s
capability through the alignment of strategy, structure, people, rewards, metrics, and
management processes.
It is a science-backed, interdisciplinary field rooted in psychology, culture, innovation,
social sciences, adult education, human resource management, organization behavior,
and research analysis and design, among others.
It is considered as a long-term effect to improve organization’s micro problem solving
specifically through effective and collaborative management of organizational culture.
Organizational development has become more and more important for today’s
organizations because the world is moving so fast that organizations must find ways to
be more effective, more innovation, more customer-driven, and more agile.

1.9 Key words









Problem Identification
Situational Assessment
Diagnosis of the Problem
Data Collection
Team Building
Evaluation
Action Plan
Implement Plan

1.10 Check Your Progress
 What are the objectives of the organizational development process?
 What do you mean by problem identification in the context of OD?
 Define situational assessment with example.
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 OD is considered as a long-term effect to improve organization’s performance and
culture. State true or false.

1.11 Model Questions
 Define organizational development. List out the reasons for systematic and
structured plan for OD.
 What are the characteristics of OD?
 What is the process involved in organizational development?
 Discuss the role of organizational development practitioners in the process of OD.

1.13 Further Reading






Organization Development Strategies & Models; Richard Beckhard; TMC
Organization Development; Wendeel L.French and Cecil H.Bell; Pearson
Publication
Organizational Design & Development- Concepts and applications – Dr Bhupen
Srivastava, Biztantra
Organizational Design for Excellence, Pradip N. Khadwalla, TMH, 2005.
Organizational Development and Change; Cummings & Worley; 9E
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2.1 Learning Objectives
After reading this unit you would be able to answer the following questions.


What are the types of organizational development interventions?



How to manage organizational development process?



How are power, politics and organizational development related?
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2.2 Types of OD Interventions
We can classify the OD interventions into three categories:
 Human Process Intervention
 Techno structural Intervention
 Comprehensive Organizational Development
Organizational Developments are the building blocks which are the planned activities
designed to improve the organization’s functioning through the participation of the
organizational members. OD interventions include team development, laboratory
training, managerial grid training, brainstorming and intergroup team building. The
intervention should take place at all three levels, namely, individual, group and
organization.
Typically, a classification of OD interventions would include human process
interventions, techno structural interventions, HRM interventions, and strategic change
interventions.

2.2.1 Human Process Interventions
Human process interventions are change programs that relate to interpersonal relations,
group, and organizational dynamics. These are some of the earliest and best-known OD
interventions.
 Individual interventions. These interventions are targeted to the employee in
individual, and also aimed at improving communication with others. An employee
is coached on interpersonal behaviors that are counterproductive.
 Group interventions. These interventions are indicated to the content, structure, or
process of the group. The content is what the group is focused on. The structure is
how a group is designed to act on the content. The process is the way in which the
group carries out its core tasks. For example, a contact or call center focuses on
taking complaints from customers. The contact center has a hierarchical structure
with a director, managers, and customer service staff. The contact center’s process
is to record as quickly as possible, all complaints. Only a certain percentage are
escalated to management depending on how serious and complex, a complaint is.
From this, the intervention can be established.
 Third-party interventions. Third-party interventions are often used when there are
conflicts. Not all conflicts are bad, but bad conflicts should be resolved quickly.
The third-party intervention helps to control and resolve the conflict. Often, the
third party is the OD consultant.
 Team building. Team building is the best-known OD intervention. It refers to
activities that help groups improve the way they accomplish tasks. Examples of
team-building activities are volunteering, team sports, and Pictionary.
Odisha State Open University
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 Organizational confrontation meeting. A confrontation meeting aims to identify
problems and improvement targets and set priorities. It is a starting point for
addressing identified problems, across your organization.
 Intergroup relations interventions. Intergroup interventions are aimed at
diagnosing and understanding in-group relations. Similarly, problems are identified,
and priorities and improvement targets are set, before working on the identified
issues.
 Large-group interventions. These interventions are somewhat in the middle, of
confrontation and intergroup interventions. The aim is to bring many organization
members and other stakeholders together. Internal and external stakeholders work
together collaboratively. Large-group interventions may address organization-wide
problems, for example, to implement changes of structure or direction. Anyone if
runs a care home, he would seek feedback from service users, relatives, and staff on
ways to improve the quality of life for residents. This could be starting new
activities or changing the menu options. They are often referred to as “open space
meetings”, “world cafes”, “future searches”, and “appreciative inquiry summits”.

2.2.2 Techno Structural Interventions
Techno structural interventions refer to change programs aimed at the technology and
structure of the organization. These are becoming increasingly relevant to today’s
technological landscape, with rapidly changing markets.
 Organizational (structural) design: The functional structure of the organization is
key to how it will operate. People would be aware about the classical chart of the
company. This is indicated to as the functional structure. Other structures are
divisional, matrix, process, customer-centric, and network. Key activities in
organizational design are reengineering and downsizing. This involves rethinking
the way work is done, preparing the organization, and restructuring it around the
new business processes. It deals with the structure and design of the organization
with respect to culture.
 Total quality management: Total quality management is also known as
continuous process improvement, lean through six sigma. It emphasizes on quality
control. It places customer satisfaction as central to the long-term success of an
organization. To achieve this there is a strong focus on total employee involvement
in the continuous improvement of products, processes, and workplace culture.
Companies such as car manufacturer Toyota and phone manufacturer Motorola, use
this intervention.
 Work design: All work should be done to achieve outcomes. These outcomes vary
across organizations. Work can be designed to achieve an outcome as quickly as
possible. More focused is placed on employee satisfaction and wellbeing.
Designing work in a way that leads to optimum productivity are called work design.
It depends on work context and culture.
Odisha State Open University
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 Job enrichment: It is part of work design. The goal here is to create a job that is
interesting and challenging for the person doing it. The important dimensions
include skill variety, task identity, autonomy, and feedback

2.2.3 Human Resource Management Interventions
These are organizational development techniques that focus on the way the
individual is managed. Many of these are part of HRM functions.


Performance management



Developing talent



Diversity interventions.



Wellness interventions



Strategic Change Interventions

So, OD deals with a total system i.e. the organization as a whole, including its relevant
environment or with a subsystem or systems or departments or workgroups in the
context of the total system. Parts of systems for example includes individuals, cliques,
structures, norms, values, and products. These are not considered in isolation; the
principle of interdependency that change in one part of a system affects the other parts
is fully recognized. Thus, OD interventions focus on the total cultures and cultural
processes of organizations. The focus is also on groups, since the relevant behavior of
individuals in organizations and groups is generally a product of the influences of
groups rather than of personalities.

2.6 Managing OD Process
The objective of OD is to improve the organization's capacity to handle its internal and
external functioning and relationships. This includes improved interpersonal and group
processes, more effective communication, and enhanced ability to cope with
organizational problems of all kinds. It also involves more effective decision processes,
more appropriate leadership styles, improved skill in dealing with destructive conflict,
as well as developing improved levels of trust and cooperation among organizational
members. These objectives stem from a value system based on an optimistic view of the
nature of human in a supportive environment can achieve higher levels of development
and accomplishment. Essential to organization development and effectiveness is the
scientific method of inquiry, a rigorous search for causes, experimental testing of
hypotheses, and review of results.
Self-managing workgroups allow the members of a work team to manage, control, and
monitor all facets of their work, from recruiting, hiring, and new employees to deciding
when to take rest breaks. Employees assume personal responsibility and accountability
for the outcomes of their work. Employees monitor their own performance and seek
feedback on how well they are accomplishing their goals. Employees manage their
performance and take corrective action when necessary to improve they’re and the
performance of other group members. Employees seek guidance, assistance, and
Odisha State Open University
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resources from the organization when they do not have what they need to do the job.
Employees help members of their workgroup and employees in other groups to improve
job performance and raise productivity for the organization.
Organizational self-renewal
The aim of OD practitioners is to "work themselves out of a job" by leaving the client
organization with a set of tools, behaviors, attitudes, and an action plan with which to
monitor its own state of health and to take corrective steps toward its own renewal and
development. This is consistent with the systems concept of feedback as a regulatory
and corrective mechanism. To this end, OD scholars and practitioners use tools such as
simulations with their clients, to be used in workshops and classroom settings.
The study of organizational effectiveness and improving organizational performance
has developed alongside the study of leadership development with a greater focus on
leadership development programs that focus on the development of the individual like
emotional intelligence in relation to leadership development.
Modern development
Organizational development works with people to change, improve, and transform
aspects of the system so that they have the capability to achieve the strategy. In recent
years, serious questioning has emerged about the relevance of OD to managing change
in modern. The use of new technologies combined with globalization has also shifted
the field of organizational development.

2.7 Action Research
Wendell L French and Cecil Bell defined organization development (OD) at one point
as "organization improvement through action research". This was also conceptualized
by Kurt Lewin and later elaborated and expanded on by other behavioral scientists.
Concerned with social change and, more particularly, with effective, permanent social
change, Lewin believed that the motivation to change was strongly related to action: If
people are active in decisions affecting them, they are more likely to adopt new ways.
"Rational social management", he said, "proceeds in a spiral of steps, each of which is
composed of a circle of planning, action, and fact-finding about the result of action.

System Model of Action Research
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2.8 Lewin’s Change Model
Kurt Lewin’s work in behavior and the creation of Lewin’s change model made him one
of the first organizational and leadership theorists. Lewin’s seminal work identified the
formula that behavior is a function of the person in the environment. Lewin's
description of the process of change involves three steps: B = f (P, E)

Source: https://9mconsulting.com/newsletter/lewins-change-model/
The Lewin change model focuses on the three stages of how the organization evolves.
The process starts with unfreezing which is altering the present state stable equilibrium.
Secondly, the change introduces new responses to stimuli. Lastly, the change effort is
stabilized and refrozen within the organization.
"Unfreezing": Faced with a dilemma or disconfirmation, the individual or group
becomes aware of a need to change.
"Changing": The situation is diagnosed and new models of behavior are explored and
tested.
"Refreezing": Application of new behavior is evaluated, and if reinforced, adopted.
It is involved in planned change through action research. Action research is depicted as
a cyclical process of change. The cycle begins with a series of planning actions initiated
by the client and the change agent working together. The principal elements of this
stage include a preliminary diagnosis, data gathering, feedback of results, and joint
action planning. In the language of systems theory, this is the input phase, in which the
client system becomes aware of problems as yet unidentified, realizes it may need
outside help to effect changes, and shares with the consultant the process of problem
diagnosis.
The second stage of action research is the action, or transformation, phase. This stage
includes actions relating to learning processes (perhaps in the form of role analysis) and
to planning and executing behavioral changes in the client organization. As shown in
Figure, feedback at this stage would move via Feedback Loop A and would have the
effect of altering previous planning to bring the learning activities of the client system
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into better alignment with change objectives. Included in this stage is action-planning
activity carried out jointly by the consultant and members of the client system.
Following the workshop or learning sessions, these action steps are carried out on the
job as part of the transformation stage.
The third stage of action research is the output, or results, phase. This stage includes
actual changes in behavior (if any) resulting from corrective action steps taken
following the second stage. Data are again gathered from the client system so that
progress can be determined and necessary adjustments in learning activities can be
made. Minor adjustments of this nature can be made in learning activities via Feedback
Loop B. Major adjustments and reevaluations would return the OD project to the first,
or planning, a stage for basic changes in the program. It also illustrates other aspects of
Lewin's general model of change. As indicated in the diagram, the planning stage is a
period of unfreezing, or problem awareness. The action stage is a period of change, that
is, trying out new forms of behaviour to understand and cope with the system's
problems. (There is inevitable overlap between the stages since the boundaries are not
clear-cut and cannot be in a continuous process). The results stage is a period of
refreezing, in which new behaviours are tried out on the job and, if successful and
reinforcing, become a part of the system's repertoire of problem-solving behavior.
Action research is problem-centered, client-centered, and action-oriented. It involves the
client system in a diagnostic, active-learning, problem-finding, and problem-solving
process. Data are not simply returned in the form of a written report but instead are fed
back in open joint sessions, and the client and the change agent collaborate in
identifying and ranking specific problems, in devising methods for finding their real
causes, and in developing plans for coping with them realistically and practically.
Scientific method in the form of data gathering, forming hypotheses, testing hypotheses,
and measuring results, although not pursued as rigorously as in the laboratory, is
nevertheless an integral part of the process. Action research also sets in motion a longrange, cyclical, self-correcting mechanism for maintaining and enhancing the
effectiveness of the client's system by leaving the system with practical and useful tools
for self-analysis and self-renewal.

2.9 OD Interventions
Organizational development (OD) encompasses the actions involved with applying the
study of behavioral science to organizational change. It covers a wide array of theories,
processes, and activities, all of which are oriented toward the goal of improving
individual organizations. However, OD differs from traditional organizational change
techniques in that it typically embraces a more holistic approach that is aimed at
transforming thought and behavior throughout an enterprise. "Interventions" are
principal learning processes in the "action" stage of organization development.
Interventions are structured activities used individually or in combination by the
members of a client system to improve their social or task performance. They may be
introduced by a change agent as part of an improvement program, or they may be used
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by the client following a program to check on the state of the organization's health or to
effect necessary changes in its own behavior. "Structured activities" mean such diverse
procedures as experiential exercises, questionnaires, attitude surveys, interviews,
relevant group discussions, and even lunchtime meetings between the change agent and
a member of the client organization. Every action that influences an organization's
improvement program in a change agent-client system relationship can be said to be an
intervention
There are many possible intervention strategies from which to choose. Several
assumptions about the nature and functioning of organizations are made in the choice of
a particular strategy. Beckhard lists six such assumptions:
The basic building blocks of an organization are groups (teams). Therefore, the basic
units of change are groups, not individuals.
An always relevant change goal is the reduction of inappropriate competition between
parts of the organization and the development of a more collaborative condition.
Decision making in a healthy organization is located where the information sources are,
rather than in a particular role or level of hierarchy.
Organizations, subunits of organizations, and individuals continuously manage their
affairs against goals. Controls are interim measurements, not the basis of managerial
strategy.
One goal of a healthy organization is to develop generally open communication, mutual
trust, and confidence between and across levels.
People support what they help create. People affected by a change must be allowed
active participation and a sense of ownership in the planning and conduct of the change.
Interventions range from those designed to improve the effectiveness of individuals
through those designed to deal with teams and groups, intergroup relations, and the total
organization. There are interventions that focus on task issues (what people do), and
those that focus on process issues (how people go about doing it). Finally, interventions
may be roughly classified according to which change mechanism they tend to
emphasize for example, feedback, awareness of changing cultural norms, interaction
and communication, conflict, and education through either new knowledge or skill
practice.


A real need in the client system to change



Genuine support from management



Setting a personal example: listening, supporting behavior



A sound background in the behavioral sciences



A working knowledge of systems theory



A belief in man as a rational, self-educating being fully capable of learning
better ways to do things.
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2.10 Organizational Development Process
There’s a lot involved in organizational development processes. We will break the core
aspects of OD processes down into seven steps. These steps outline how OD relates to
human resource management functions. This might seem quite familiar to you – this
process is not unlike the people analytics cycle. That cycle involves a problem being
detected, data gathered, analyzed, presented and new policies being implemented.
Let’s take an example to follow throughout these seven stages. The x-ray department in
health services spans three hospitals in a city, all run by the same organization. For
decades, the organization has recruited administration staff to work at each specific
hospital. However, when there are sickness absences, often no staff is available to
cover. This means that the organization spends a lot of money on agency staff.
1. Entering and contracting:
The first step starts when a manager or administrator spots an opportunity for
improvement. There are different events that can trigger this, including external
changes, internal conflicts, complaining customers, loss of profit, a lack of innovation,
or high sickness absence or employee turnover. These events are usually symptoms of a
deeper problem.
The first stage is about scoping out the problem. This usually happens in a meeting
between the manager and the OD members. In the case of external OD consultants, this
stage is more formal.
In the admin team at the three hospitals, the problem is not having enough staff to cover
sickness in each hospital. The staff are only trained to work at one particular hospital.
The secondary problem is the high cost of this, due to needing to frequently hire agency
staff.
2. Diagnostics:
Diagnostics is the second phase of the process. The OD practitioner tries to understand a
system’s current functioning. They collect information needed to accurately interpret
the problem, through surveys, interviews, or by looking at currently available data. All
of this is aimed at trying to find the root cause of the issues. According to Cummings &
Worley (2009), effective diagnosis provides the systematic knowledge of the
organization needed to design appropriate interventions.
At the three hospitals, the OD practitioner would look at HR and financial records. This
would provide data on sickness levels and the costs of using agency staff.
There are different organizational development models used to run these diagnoses.
Below you see three IPO models, with a clear input, a (change) process, and an output.
They help to structure different design components of the organizations (note the
resemblance to Galbraith’s star model). This model clearly shows different design
components that play a role at different organizational levels (i.e., organizational, group,
and individual).
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3. Data collection and analyzing
In the third phase, OD practitioners collect and analyze data. Data collection methods
include existing data from work systems, questionnaires, interviews, observations, and
‘fly on the wall’ methods.
The OD practitioner may decide to interview employees in the admin team about why
they take sickness leave, and if any aspects of the organization impact on doing so.
Data collection is often time-consuming and critical for the success of a project.
Important factors to keep in mind are confidentiality, anonymity, a clear purpose,
observer-expectancy bias, and a Hawthorne effect.
Observer bias is the tendency to see what we expect to see. The Hawthorne effect refers
to the famous Hawthorne studies where subjects behaved differently purely because
they were being observed.
Another effect to keep in mind is a regression to the mean. This refers to the
phenomenon that arises when there’s an extreme situation, or outlier, that returns to its
normal state. So, a consultant would be brought in when things are really bad, with the
situation decreasing in severity simply because time passes by. In this situation, the
situation is less likely to go from really bad to even worse, than from really bad to just
bad – hence regression to the mean.
4. Feedback
In this phase, it is key for the OD consultant to give information back to the client in a
way that’s understandable and action-driven.
Information needs to be relevant, understandable, descriptive, verifiable, timely, limited,
significant, comparative, and spur action. Techniques like storytelling and visualization
can be used to do this in an effective way.
The OD consultant could present via slide-show, their key findings to management.
They could also provide a detailed report, which management can delve into more
deeply, before deciding which changes to implement at the hospitals.
5. Designing interventions:
After providing the client with feedback, an intervention needs to be created. This
intervention should fit the needs of the organization and should be based on causal
knowledge of outcomes. In addition, the organization needs to be able to absorb the
changes effectively.
A major part of the change process is defining success criteria for change. Only when
these criteria are well-defined, progress can be measured.
A possible intervention which the organization could implement at the three hospitals is
training all current staff to work across all hospital locations. Any new staff would be
trained to work across all sites as well. The criteria for success would be less usage of
agency staff, and more in-house employees covering sickness across the hospitals.
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6. Leading and managing change:
The next phase is about executing the change intervention. Estimations put the failure
rate of change between 50-70%. Even though this is not entirely true, no one can doubt
that change is hard.
Effective change management revolves around motivating change, creating a vision,
developing support, managing the transition, and sustaining momentum. Well-known
change models include John Kotter’s eight steps to transforming your organization.
At the hospitals, it is likely that not all staff will want to shift from working at one site
to working across three. Some staff could quit. There will need to be thought given, to
how management will convince staff to come on board to support this change.
7. Evaluation and institutionalization of change:
Once a system has been implemented, opportunities for improvement start to show.
Implementing these will lead to a better user and employee experience.
These incremental changes characterize the rapid evolution of technology. Change is
becoming a constant factor, which means that it is near impossible to just implement
technology and be done with it. Systems evolve and this requires a constant
implementation.
The need for all staff to work across three hospitals, may require the organization to find
a way to reduce travel costs for employees. This could be via paying staff a bit more, to
offset the added costs, or introducing a low-cost or free shuttle bus for staff.
Lastly, effective interventions measure their own success and are created in a way that
enables comparison between the state of affairs before and after.
Organizational development certification
There are various ways to become an OD consultant but it generally needs a bachelor’s
degree. Relevant degrees include training and development, human resources or
instructional design. Related work experience is also useful, for instance, in HR.
Strong candidates should hold an organizational development certification that
demonstrates an understanding of the field. The Organizational Development Certificate
Program by AIHR is designed specifically for HR professionals who want to learn how
and when to apply OD techniques in their work.
Other certifications include the skill-oriented Institute of Organizational Development’s
Certificate Program (ODCP), the Organization Development Certification program by
Illumeo and the Organization Development certification program by the Tata Institute
of Social Sciences.
This guide has provided a strong grounding in the complex area of organizational
development. A barrier to organizational development is how confusing this area can be
for managers. HR is at its core about people, and how best to utilise people for the
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benefit of an organization. This is where HR professionals have a head-start in
understanding OD.
OD is centrally concerned with assisting an organization implement strategy, to its peak
ability. This is done via the engagement and optimization of human resources. So, we
can see that knowledge of OD enables improvement within the HR department. And
improvements among staff, will result in organizational wide improvements.

2.11 Team Interventions Inter-group
Inter-group team building intervention intends to increase communications and
interactions between work related groups to reduce the amount of dysfunctional
competition and to replace a parochial independent point of view with an awareness of
the necessity for interdependence of action calling on the best efforts of both the groups.
Inter-group interventions are integrated into Organizational Development programs to
facilitate cooperation and efficiency between different groups within an organization.
For instance, departmental interaction often deteriorates in larger organizations as
different divisions battle for limited resources or become detached from the needs of
other departments.
Conflict resolution meetings are one common inter-group intervention. First, different
group leaders are brought together to get their commitment to the intervention. Next, the
teams meet separately to make a list of their feelings about the other group(s). Then the
groups meet and share their lists. Finally, the teams meet to discuss the problems and to
try to develop solutions that will help both parties. It helps to increase communication
efficiency in the organization.
Managerial Grid Approach is one of the techniques developed by Blake &Mouton.
Groups are put in different rooms. The task of each group is to generate two lists. They
should put down thoughts, attitudes, perceptions, and feelings about the other group;
predict what the other group will say about them. The groups come together and share
their lists. No comments or discussions, only clarity. The groups reanalysis and discuss
their reactions to what they have learned about themselves from the other group. The
two groups come together and share their lists, they set priorities, and they generate
action steps and assign responsibilities. A follow up meeting is convened to ensure that
the action steps have been taken.
This method can be used with more than two groups where the hostility between the
groups may not be extreme or severe. In this method, each group, separately compiles
two types of lists namely a positive feedback list, a bug list, and an empathy list. The
two groups come together and share the lists; there is no discussion, except for seeking
clarification. The total group generates a list of major problems and unresolved issues
between the two groups.
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These issues are ranked in terms of importance. Subgroups are formed with members
from each group, who then discuss and work through each item. The sub-groups report
to the larger group. On the basis of the report back and all the other information
gathered, the group proceeds to generate action steps for resolving the conflict, assign
responsibilities for each step and record a date by which the steps ought to have been
carried out. With this method the two groups work together effectively.
Rotating membership: It is designed \to minimize the negative effects of inter-group
rivalry that result from employee allegiances to groups or divisions. The intervention
basically deals temporarily putting group members into their rival groups. As more
people interact in the different groups, greater understanding results. Organizational
Development joint activity interventions serve the same basic function as the rotating
membership approach, but it involves getting members of different groups to work
together toward a common goal. Similarly, common enemy interventions achieve the
same results by finding an adversary common to two or more groups and then getting
members of the groups to work together to overcome the threat. Examples of common
enemies include competitors, government regulation, and economic conditions
Characteristics of inter-group conflict: Inter group conflicts are characterized by
perception of the other as the “enemy”, stereotyping, constipated, distorted and
inaccurate communication and stoppage of feedback and data input. Each group begins
to praise itself and its products more positively and believes that it can do no wrong and
the other can do no right. There might even be acts of sabotage against the other group.

2.12 Third-Party Peacemaking Interventions
Third-Party Intervention is an involvement of person/team into on-going conflict of two
parties like management and union to resolve conflict. Generally, third party
interventions help parties analyze consequence of their action and manages/ resolve
conflict in mutually beneficial way. There are various levels of third-party interventions
mandated by laws in employer and labour relations in collective bargaining framework.
Voluntary Arbitration: In this first phase of third-party intervention, parties mutually
agree on name of person who can resolve conflict. This third-party person is appointed
by free will and consent of both parties to conflict. As this appointment is voluntary, it
is believed that solution reached in this level stand on highest footing than solution
reached in next level of conflict resolution by third party intervention.
Walton’s approach to third party peacemaking interventions has a lot in common
with group interventions but it is directed more towards, interpersonal conflict. Third
party interventions involve confrontation and Walton outlines confrontation
mechanisms. A major feature of these mechanisms is the ability to diagnose the problem
accurately. The diagnostic model is based on four elements namely the conflict issues,
precipitating circumstances, conflict-related acts, and the consequences of the conflict.
It is also important to know the source of the conflict.
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2.13 Comprehensive OD Interventions
 OD comprehensive interventions are designed to directly create change throughout
an entire organization. It is focusing on organizational change through subgroup
interventions. For example, survey feedback. This technique basically deals
surveying employee attitudes at all levels of the company and then disseminating a
report that details those findings. The employees give feedback for ultimate
solutions through questionnaire.
 Another major comprehensive method is structural change interventions It
implements organizational change through departmentalization, management
hierarchy, work policies, compensation and benefit incentives programs, and other
cornerstones of the business. Often, the implemented changes derive from feedback
from other interventions. One benefit of change interventions is that companies can
often realize an immediate and very significant impact in productivity and
profitability.
 Socio technical system design interventions is the part of comprehensive OD
intervention. It focuses the reorganization of work teams. The basic goal is to create
independent groups throughout the company that supervise themselves. This
administration may include such aspects as monitoring quality or disciplining team
members. The theoretic benefit of socio-technical system design interventions is
that worker and group productivity and quality is increased because workers have
more control over (and subsequent satisfaction from) the process in which they
participate.
 A fourth OD intervention that became extremely popular during the 1980s and
early 1990s is total quality management (TQM). TQM interventions utilize
established quality techniques and programs that emphasize quality processes,
rather than achieving quality by inspecting products and services after processes
have been completed. The important concept of continuous improvement embodied
by TQM has carried over into other OD interventions.

2.14 Applicability of OD
 To increase openness of communication among people.
 To increase commitment, self-direction and self-control.
 To encourage the people who are at the helm of affairs or close to the point of
actual action to make the decisions regarding their issues through collaborative
effort.
 To involve the members in the process of analysis and implementation.
 To encourage confrontation regarding organisational problems with a view to
arriving at effective decisions.
 To enhance personal enthusiasm and satisfaction levels.
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 To increase the level of trust and support among employees.
 To develop strategic solutions to problems with higher frequency.
 To increase the level of individual and group responsibility in planning and
execution.

2.15 Training Experiences
To measure the training effectiveness, feedback is essential. Meaningful feedback is
required to keep the learners motivated and engaged. It helps the learners to get the most
out of the course content. Relevant feedback helps them to improve their performance.
Constructive and timely feedback encourages self-reflection and enhances learning
skills. It develops the learning design and enhances the experience for the learners. Few
guidelines need to follow


Feedback must be positive and constructive



Feedback should be relevant to the context



Feedback must be given in time



Feedback should have kind and compassionate connotations

2.16 Issues in Consultant Client Relationships
Building and maintaining strong client relationships are important for sustainable
business growth. The client is a buyer of knowledge. The consultant is a problemsolving agent. Consultants take chance to change the consulting firm's challenge is to
constantly figure out how to generate more client value per revenue of cost, and to
demonstrate this. Some issues are highlighted here---

Consultant Client Relationships and issues are highly non technical in nature



Entry and contracting period may have communication gap issues.



Issues pertaining to lack of psychological contract, which might lead to conflict
between client and consultant



There is a trust issue between client and consultant. A good deal of interaction
between consultant and client is implicitly related to developing a relationship.



The client and consultant relationship are like doctor-patient relationship. The
overriding desire to please the client may reduce her/his effectiveness.
“Seduction into selling role” is dangerous among client and consultant roles.



The consultant should act as the role model for client by giving clear message to
client and his expertise on work



The Consultant Team act as a Microcosm team to gain credibility and can work
towards growth and development issues



The termination of relationship is directly proportional to the dependency
relationship between client and consultant The more dependent the client is on
the consultant the more difficult to terminate the relationship If the consultant is
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in the business of assisting client to internalize skills and insights –then it is
making client less dependable.


Consultant Client Relationships must be above the cultural bias and focus on
depth intervention

2.17 System Ramifications
A development or a consequence growing out of and sometimes complicating a
problem, plan or a statement”. An extensive ripple effect occurs as OD interventions
begin occurring in an organization. These effects or implications arising from the
occurrence of the OD interventions
Types of system ramifications
 HR, leadership & involvement: OD efforts & hr policies & practices are
interdependent. These efforts have implications for staffing, rewards, training &
development, industrial relations, & other broad HRM processes.
 These efforts and HR policies are inevitably interdependent. Also, OD practitioners
typically report to senior HR executive. Furthermore, in some organizations, HR
professionals are expected to have or develop expertise in OD
 Resistance to change efforts: whenever employees perceive possibility of loss of
position or status, inequitable treatment, or loss of use- present competencies or
they have experienced duplicity or futile (incapable of producing any useful result)
extra work in past change efforts, resistance is likely to emerge. The management
should reassure people as clearly as possible about those.
 Leadership & leadership styles: both effective leadership & management are
essential if organizations are to be successful for the long term. The leadership
behavior is crucial to maintaining the momentum of a continuous improvement
effort.
 Training is essential to develop competencies for the new assignments precipitated
by major organizational change. Leadership involves establishing direction,
aligning people, motivating, and inspiring which requires appealing to basic, often
untapped human needs, emotions, and values.
 Rewards: organization improvement process that depend upon the co-operation,
teamwork, creativity & intensified effort of organizational members; the
organization must pay attention to the allocation of rewards, if the process is to be
sustained and transparent and by financial rewards consistent with goal attainment,
OD efforts are likely to be sustained.
 Constructive feedback: employees should be trained to give & receive feedback,
which is constructive, it should be solicited, immediate &specific.
1. Immediate after the event.
2. Specific.
3. Nonjudgmental.
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4. Given in private or supportive atmosphere.
5. Given in the spirit of mutual give and take.
6. Given in the right context
 Career development & progression: career development is essential and part of
organizational development process.
 Manpower requirements: The very first step in staffing is to plan the manpower
inventory required by a concern to match them with the job requirements and
demands. Therefore, it includes forecasting and determining the future manpower
needs of the concern. Recruitments are notified, the concern invites and solicits
applications according to the invitations made to the desirable candidates. This is
the screening step of staffing in which the solicited applications are screened out
and suitable candidates are appointed as per the requirements.
 Orientation and placement: once screening takes place, the appointed candidates are
made familiar to the work units and work environment through the orientation
programmes. Placement takes place by putting right man on the right job. Training
is a part of incentives given to the workers to develop and grow them within the
concern.
 Training is generally given according to the nature of activities and scope of
expansion in it. Along with it, the workers are developed by providing them extra
benefits of in-depth knowledge of their functional areas. Development also includes
giving them key and important jobs as a test or examination to analyze their
performances

2.18 Power, Politics & OD
Power is the ability to influence over beliefs, emotions, and behaviors of people.
Potential power is the capacity to do. One person exerts power over another to the
degree that he is able to exact compliance as desired. A” has power over “B” to the
extent that “A” can get “B” to do something that “B” would otherwise not do. The
ability of those who possess power to bring about the outcomes they desire. The
capacity to effect (or affect) organizational outcomes. It is the ability to influence the
target group.
Positive–Leading–Influencing–Selling–Persuading
Negative–Coercing–Forcing–Hurting–Crushing
FRENCH AND RAVEN’S 5BASES OF POWER
 Coercive Power: This form of power is based upon the idea of coercion. This means
that someone is forced to do something against their will. The main objective of
coercion is compliance. This form of power indicates what happens when
compliance is not obtained.
 Reward Power: This type of power involves the ability of individuals to delegate
matters they do not wish to do to other people and to reward them for this. For
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managers in an organization, it is a perceived possibility to value or reward their
subordinates’ good results in a positive manner.
 Legitimate Power: This form of power gives the ability to link certain feelings of
obligation or notion of responsibility to the management. Rewarding and punishing
employees can be seen as a legitimate part of the formal or appointed leadership role.
 Referent Power: This form of power is about management based on the ability to
administer to someone a sense of personal acceptance or approval. The leader in this
form of power is often seen as a role model. Their power is often treated with
admiration or charm.
 Expert Power: This form of power is based on in-depth information, knowledge or
expertise. These leaders are often highly intelligent and they trust in their power to
fulfil several organizational roles and responsibilities. This ability enables them to
combine the power of reward in the right mode.
Consequences of Power and Politics in OD
 Power is a key element in organizational culture. Understanding of the power
dynamics and its knowledge will help the consultant to know about the
organizational morale.
 OD can create a situation to empower the employees
 of knowledge is required to take better decision for the organization
 OD practitioners are able to place and shift organizational system from negative to
positive forms of power
 It helps to facilitate clear and better communication in the organization.

2.19Summary
 Organizational developments are the building blocks which are the planned activities
designed to improve the organization’s functioning through the participation of the
organizational members.
 Organizational development interventions include team development, laboratory
training, managerial grid training, brainstorming and intergroup team building. The
intervention should take place at all three levels, namely, individual, group and
organization.
 Typically, a classification of organizational development interventions would include
human process interventions, techno structural interventions, HRM interventions,
and strategic change interventions.

2.20 Key Words
 Action Research
 Designing interventions
 Developing talent
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Diagnostics
Diversity interventions.
Inter-group conflict
Leading and managing change
Lewin’s Change Model
Performance management
Politics
Power
Rotating membership
Strategic Change Interventions
System Ramifications
Voluntary Arbitration
Wellness interventions

2.21 Check Your Progress






Define action research.
What do you mean by power?
What is the meaning of politics?
Briefly explain the voluntary arbitration process.
Define performance management.

2.22 Model Questions





What are the types of organizational development interventions?
How to manage organizational development process?
How are power, politics and organizational development related?
Explain Lewin’s Change Model.

2.23 Further Reading
 Organization Development Strategies & Models; Richard Beckhard; TMC
 Organization Development; Wendeel L.French and Cecil H.Bell; Pearson
Publication
 Organizational Design & Development- Concepts and applications – Dr Bhupen
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 Organizational Design for Excellence, Pradip N. Khadwalla, TMH, 2005.
 Organizational Development and Change; Cummings & Worley; 9E
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