CHANGE MANAGEMENT |

x Change Mat:- According to Prof .Nowman Axcher,

*an evelving envivonment creates chonge
drivers +hat impad the oganization’
Chorge mgt.is @ methodelegy thak
infegrates change & the ablity fo adapt
into the ovganizahon. 1L is arganized,
systemahc application of knowlgdge , todly, 7
and Yesouwes of change that provides

organivations with a kéy process ta
achiove theit basic business Sheategy.

‘Cholge Mgt is Systemetic dentihicat”
% mgt. of ackivities that enable an
organization in hansition fem s cument
Skte fo a desived Fduve stasde. These
achiviies includes communicahon, stake-

helders engagement , tons mat,
Noining as well as evaluahng chonge
veodingsy & change- acteptance:

Peoples ReadNon Yo change:-

eonkidence
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Time
* ADKAR -4 model for thange M-
‘Pogt -

(mplement? [
(mplemen
Con &
m{:sign
Busness |
needs
Awamess  Fnowledde geifeeihont
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Communication in Change maqt :-

s key pyinciples of effechive communicat”

i} Q%g.change can not oacary withoad communicat®

2] Communical” 1s not a single step oy
component of a change process- it must
Ceeur in pavalle], fully integrated with
the change ~9#8cess.

3] Communicat” shategic planning entails
More rh‘m""Séllemlfffg] ingvedients or tachics
Qceerding to a Cookboole or recipe.

4] Communicat® is not something done toa
forget audience, like tuming on a five
hose of wovds. Effective communieat” is
a 2-way process, fcused en dialeg .

| 5] Communica” professional apply the

b vr'goxous Planning pocess, including
Qssessing stakeholders needs, creabing &
Coaching message delivewy & building
feedback loops .

¥ Key veasons 'por Coiluve of d\angg Ln Hatives -
@ No priositizahon.
® Nofee of customer is absent.

® Employees ave not involved-
@ Benehiks at individua) level ave nef demonshsated.

® No urgenty is created for change 3
© Conhinuity of team not ensuyed

% Bssential Elements of change mgt:-
@ stakeholder Mgt
@ communicad® Nt

@ Training

¥ Approach to (M-~
Ph.T : Establishing found” for change
Ph.I = Managing Change
Ph : Suskaining Change. -

¥ Guiding Pyinciples for change Planning:

@) Formedate change vision
% Assess Envitonment for chan ge
C)

Leadership engagement
Stakeholder engagement
& Communication sh'a,h:g\/ & plad
@ Capacily Building
@ Monitoving & Evaluodion -
M-o2

—_—
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¥ Geneval toolks in cm -

@ Change ~veadiness survey
@ m workshops
Large Scale Intevackive Process (LSIP
@ lspgumm:zd Interviews
cus Gy Discussions
® Appwrec{a?\(‘:/g Inqu
@ denkifying key stakeholders

_—

CM-02
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[CHANGE MANAGEMENT

i T T T T T

Organization  Development :-

Ik is a delibevadely planned efforks using concepts of BS 1o enhance

organizahonal eltechiveness.

—|| Kuyt lewin (1898-1947) - Father of op.—> Gvoup Dynamics & Ackion Resoarch.

=L:Founoled “Researdh Centve Poy Group Dynamics” (RCGD) ak MIT moved o, Michigan.

L+ Notional Tvaining Laboratories (NTD foimed' T gvoups' & gvoup based ob.

Ly Lewine Equahionfoy behavior : B =F(P, g) P=Percon, E=Envt.

Ls Achon Research:- Research on condibons & eftects of cocial action

Ls Rorce Field Analysic.: Factors influencing social situahions. (Helping /#indeving)

e Ly Leadership Climates:- @ Authoritarian B Demoerakic (3 Lai ssez-Faive.

Ly change Process:- @ Unhezing @ Moving @ freezing.

Understanding Organi zations: - / weisberd's _six-box medel -

Purpase <~ Vision/mission/ Goal/ objechive of 019. is clear fo its employeet.

Shucture :- Wortk divicfon -

Relahionship :- Bet" people, Fheir job vequivemeni, bet" depts.

Rewatds:- Reward of punishment.

Ls Group Oynamics:- "whole is 9veader than Sum of ks paskg"’ “AnH social leafing-
L p Acton Reseaich phases : @ Didgrosis @ Colleet data @ feedback on dota by Gusomer
@ Dodo explovahon & by client group @ Ackion Plaming © Implement & evaluat?

Leadership :~

® 6 e ®e e *

Helpful mechanism:-

L s i 4 = I i

. (Bundacam) FOR EDUCATIONAL USE
<m-o}
Ilos
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[CHANGE MANAGEMENT |

; discipline concerned with applying
s P\amlee(i\g:hgngiachcep‘to help ovganizakions Yo achieve Qe

know
~ Chonge Agents:- Globalszahion, \T, Managevial Innovedions.

' 0D:- ;
Hislow of g (asd) -~ urt Lewin

© Labovatoyy Trainin
@ Ackon Rgs\{eaxch and Sumey feedback - ( ~
@ Novmative Approaches: four fypes ol Mqr S\/S’remsxé— " :\1 dr‘ma’(née
— Exploth Thative system/ gustem 3 : Top down appsoach - Meaioc
Zxploihive Autroxi radive Sys em/ Y e owendlialiing

Bergvolent awthovitakive Sygtem|syskem2 . lia
Consultative gysiem)system3 . Cofr;v\hun;m pxohr\\q‘.r fakes &S)oo'
Parricpabive group systems/ systemy Flign pd

ks mc&m}‘& S“)Me:;\ua) persona) growoth

behaviota science
otey elbtechveness .

g concerns 1-%?20(57&0*“;(5&;@*‘0“3 Each dimension
® Deayee ot imo\ver\h@ntx1 : unMQa.;uxed :
ng | on a 9-poin
?S%ngii:gme“* Rt 0 Scale & m‘lul’rs
® fair sadavy sk RL possible
@ Finge benefils mat/ leadership
@ CIOOd SOdO.) Sh/les.

@ OYher YeloHonshis
G oq (1,9~ Low concem fbr product] high concern Qor people
(91) - H"% —h— , low =
Produchvity & Quality-ot-work-Uite approach
S) atvategic chonge . :

Process of 014, Developerment -
1) Entering & conhsachng

1\ Diagnosing AaE
. plagnosing organi2aions

Diagnosing  Crsoups &:Sohsr e
Co\c\éechnggic Analyzing diagnosihic informad”

Feeding back diagno shc informed”.

T]| Planning & implementing
‘r- Designing Inteyventons-
- Leading & ™Managing change .

E_.\ Evaluaking & im’rihwono.hwﬁ \ntervenHons,

£
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|change Management 1 ,

S PSVCJ‘)O'O%\'CQJ Conbsacks :- A b
— HRM — Job secunly.
— wevke Uite Balance :~ _ ~ People wonk change:
o = Hierarchy ,
X Challenges for oy: s il t:m.,qjﬁs}amc.

- Globa! Compe Fikion Can be Mmandd
- Eonomic  Downturd i — Performance 802
com o

~ congtant innovalion by e
- thanging COnsumexby-Me styles.

- Technological  brealcthrougha.
s Leadetship is @ change, tather than clability.

« Slave mindget. - worke nie, oply when someone s monitoring.

+ Qelf manage(i teamg: No bosc.
x  CIMCO, Brazil :- No permanent sithing epace

ol tncentives:

in oftice.

Y chi. ot Otg. Dext :-
— Planned change
— colabovakion
- Parloymance
— Humanishic b
i) Svg*emg & SCJr@ﬂhg“c"

Video egamd/\oa\ﬂe,

CcM-o0]J
i3 os
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i Session-1 \ :

Osaanizational  Renewal & Planned change

Reading® OD & change, Chapter 2
@ Change oy Charge sake : HBR arKde

@) Case: leading change ak Simmons.

Cose: Leading Chonge ot Qipmons '~ j
— Resistange fo change — Toughest peﬁoé. due o econemic ghock -
— Dominant organizational cdlture — ¢ce0: chovlie Eite
~ GGOL . Gead Game of Lite. « Comprehensive change progrom -

rarance - Fear of unknown
%egc;ior\ Risk 4o Job gecunily [ change in task oy established work woukines.

(Pessonas)/— Hobits:- o GGOL nay lead Yo unhabituaked envd .

= ﬁcon\?m?c_ factoys .
- Ambigwily in G&O ;
- Fear 2f~ ?euo fask , fosting expexience, wher Pay o W’A“@HV'M,

— Shuckural \nerho fo shl:‘?\'sw ;
— Dominont Ctdiuve is  inconcistant with oxg. cultye eghabh ched:

~ change in \eadexship Shyle bom closed o apen. (Sythem fo 4)

~ Resource conshraints. (bantauprey) | | o
—Cryoup \neshct: (Some people tesist oply beoz their goup vesisks)

Lie. (roup conformify
; ahon :- T
%\E::Q:M}?‘no@ GGOL 18 tade up of & phases: - Lewins zskpmﬁ\ae
1) Poxticipation of @mployee o involve in debalke ?S Ushding
1) Cataplish Trust & Suppovt by using feam bws \dirg
III] ‘m’rergroup dexb. technigue o fook Cqui% 0&\ i
& Sove Yhe causes o dispavhy P
N ShaMs ) potenhial b work 1§ yealired

" Reousons
o
Resisyance

(0vganizationa)

X mevi n9,

Refoerd ng

Recommendadions:~ \
Ly | —Redesigning Beaubyresh, Spending ¢ 3 milien on ad Wan}sw«e&s-
Achons 7 z“ : :

- i2ing mor & Simmons culfure
CEO Rearganizing My

— & Implement” ot GGOL

' Geod Shadeqy, as expt @ Chaxdote plak is funtaskic.

endad” :-
Pecomnl Foes on employee feed bad .

— Reorganized g, 294

| S0 Y i) 4 N -}-ba
cec WNEAON was \r\buﬂ(l L
= oo \d company, Ythe values ethi s, _
Reing |80 veor © PARE G Thonod way. ; ‘
¢ i Hhevefore Yhey weve ¥hinleing eed b Coll«-ba*d"m cut vve

mind of employee,

There 18 aeed o change pgch:%”/a‘ of e/w,o\ojext.

[ )6 los*]
ch-a,
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Qrganizahion change : Abshact from PPT:-
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in an

Change models -

Det": OD s @ planped piocess of change
= uhlzakon of BS concept, theowy
. 00 s an panned effort | ergant

¢ technoleg
20h0n-Wide, managed tom 4op 1O

013- cltuye, through the

inevease org. effechveness Hhrough planned inteyvenhons n ovg.

process using BS Knocwledge .

¥

@ Tndividud

« Types of plamnd change:-

® Lewins Model

® Achon

: Unbyeezing, Moving, Qeo‘regu‘n%.
Research mode @ @ Problem |denkificat
@ Conswltahon with Behavic . :
@ ‘Dota Gathering & preliminavy diagnasis.
@ feedback o dlient
(© Joint Diagnos
© 30{1920 Achon
3 %cm gathenng

® Ppeitive Mode): Based on concept that people

@

is-
Ploh

O Initiate the inquivy

Inquive info
Discovey theme
%) envision of  pye

© Design &

@ Genera) Model:-
@ Entering

Diaq nosing
& imp . .
@ evoluahng ¢ inshtuhicnalizing

souraes of Reciskance ’todsor\%e :x.minai‘q

Plannirg

best prachices.

ferved Pudure-

delivey ways
& contachng

@ Organizakional - Over/under

.

@ Magnitude of change
@ Degyee of organizanon -
@ Domeshe/ Intexrnahon

. Level
s Diagnosing <g;;g up leve)
ik Leve) diagnoging:-
« Enyitonmental Types:- @ Stategy —Org- Pev%rmo.nict?
—Guhernl Sl [ noooy sqanizalion)| -0vg: Producivii
;. e\ndushy - | | @ shuctur® 0vd 1 :
— Josk %"d’fn o &Complexiyr> R systerd Gukuve | |~ Srakehalders
5 g?\tt?c?ed é’n:%’r o ‘;\ ai&ivm ent Ratisfackon.
¥ gpviyonmental Dimensions:- © Me _J

expevhise, Hhyeaten

.- Habi}, securify
awarneness, 30d

Tnoementd, 9
Undex/over ovgon!

a sethng.

ed POWeY,

ol fackore. -

uohhu

alter achon -

to Create

emenhing change-

noYYow -Q)cus, gyoup
fesouyre

_ economuc Pacore,

200

ehavioral specialis*

ning

are mokivoded for +ve dmzje.

fuduve .

change.
inerha, thveatened
aJlowcalion anges.

foar of wnknown, Lok of

m.

— ipformahion Unceytainky
— Resouve Dependency l
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[Change Management |

» Significant changes :-

® Ouksourcing -~ conlading out internal  business processes to 3% parky ovg.
@ Downsizing/ Rightsiz {rg ftayott - - Temporary/ permanent sutpension of employees
ecause of lousiness veasons. ' ! '

Re-enginger NG~

@ Set manoged work feame:~ Leader does not o ’A
nar 8 perate with' positional authovihy.
® Flattening org:~ Removing layers of management fom f@tﬁfoﬁkgoh)’et%wc}:;a

Techno\ogy Upgradation .
% O1gonizationel Dewlopment (op) - An elfert planned change, org.~wide, Managed
Fom top, to increase offecHveness & heakth, thvough planned intervenhions
in the org. protesses tlsing BS Knowledge. .

ki % cht.of 0D:- Types of 0D [nteyvention OD Specialists
@ Planped change ® Person centered approach t Internal
@ Colloboyahive Shuckura) approoch - L &xtemal
@ Performance ~ . 8 RelaHonebip (LP?"‘OO(‘JM
® Humanishc 4
® Systems & su"enHF\“c.‘ :
x Model for OD:-

Antidpate Hhe need for change.
% Dr;vdcl)gp prochioner - client 1elalonchip
® Diagnoshe phate . - o
@ ndion plans, shafegies. & techniques -
© Self-venewal, monltoy 4 Stabilize.
lew
Ac

in. ~ Unfreezing > Moving - Rt&‘engrg ‘
~ x lewins change Medel g = Me
2L 0fe g model - @ Problery: Tdentificakion . R
* ‘23&1@%&% @ Consultaon with behavioy -.sdecrlw‘hﬁ :
' ‘ ® Doka gathewing & preliminayy iagnosis.
| Peedback fo client
© Joint diagnesis
© JSoint achen planning
% é?i%n gathering afler ackon

i .- @ Choose osiﬁ?& subjecks- aTinay yod
: POS]h\‘(eaﬁ:}gOdeJ % Colleck ’;osi.ﬁve stovies with brood ?m\wpahon_
mu(n wivy - 1A) ®) Examine dota & possiblity pvopo.sihtom-. _
05 ® Dewelop a Vigion with broad " participakion
@ Develop action plans : .hpﬁm e
sl i % lnq‘w‘ve best prachices
Discovey themes
% Envision o preferred fudur®
shide Nofes o006 ® Design &k delivey.
an-ov]
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¥ Genera) Model of planned change:-
@ Entering & conkaching : -
® D\‘agno;?ng . Agsessing cuvvent \qmd:\”om'n% g discovering dj:ia.s %e:n i
® P!Gnn)onﬁ ' lmp\emenHrg change , 4 Pjo 4
"~ © Evaluoding k .insHhihonall‘z\”rg ekomge_

¥ P\angd chq can b@ CO'n}TOS"GOl O‘CYCSSVVSI'\UQ_HOY\S like =
© magnitude of oOrg. change. ~ :
® Oegroe fo which client is ovganied -—» Undeyorganized/ overorganized
8 oomeshic/ Infeypabional sehing. |

¥ Enteying & conksackng : -

& Dlagnosing:- ,
Mode) Inputs “Destign components ﬁoﬁ:ﬁw&g
' 0 oneray, —36cia) Component finiched goods,
O opengytem  SlRah eIl rh compopent  Sevces§ dea
® Ovg. Devt. <= Genaral envt o S o STy
2 \ndividual ibon = Tndushy Sk Y Otg. desan % Pmduimy :
@ Goups & Johs —Q[g‘ Desigmoiic/ ! B IS S Wy ‘Tewm oxs
~ Crsoup COMposit”
= Team funcHoning
 ~ Gyoup Norms : &
@ ndividual —Oxg- Design :Tagk id,@-nh't“i ‘ -"»""d&‘yfcﬁn%
= e g o ?aﬁa npmgyﬁmm |
R L19n
Perconal chi. : "PteAbang
% Collechi ng Informat” 1 Queshionawne, \ntexview, ob&en{ah‘onl
¥ 0D PrachHoner shyles:- " change effeckiveness Porhitipank SahsFachon-
. @ Stebibizer Analyzer Gy toanc> e
@ Qheber!eadev K“,? 100 & L
Stabilizer ' in :
8 Percuader ; Medium m\um
XN © Pathfinding Max |

¥ m—mm— 39.’!‘0(: sequenced % Plonn@d QCHON/QVQD\S \n¥endec|
Yo help 1o increade its ebfedtvenasr, n 1\ding, Conflich Resslut”
Inferventions @ HR - Qoaching, Process Consultal’, Team bullding, Conticr ool
T @ Technoshuctuval : Siv- Design, . Downsizing, Re-engineeng, Work defigy
3) HRM : Goal seHing, performante appraisal, cover planning
% Sksakegic . meh, Alliances & network, cuture change

oeke]
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, vo change management achvihes:- - _ :
* Eﬁ%‘l\(zoﬁm b % change\?— Creating readiness/ @vercoming resista.nce.
@ Croaking Vision :- Discovering core valugs/ Envisioning Adure
® Developing politia) Suppovt :- Assess change agent & key Stakehdlders.

@ Managing Transibon:- Activity planning, commitment pPlanning, Mqt. shx:
@ Sustaining Momentum: -

¥ Procss Inkeyvenhop skills: -
© clovibying & summarzing
@ Synthesizing & CGreneraking
€ E't“okbing & queshoning
stening
ReHechng feelings

©®
®
© Providing Suppart, eoaching % counceling
@ Modeling,

02/(06
cm-03
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s & stages of Gyeod Game of Life (GaoD

;— 1] Changing the game :-
S \:D C.OOC\'\ the (ooaeh -
__m) The Awakening

) Re |T : Crikica) Cove Life Compelencies
L——% Do it L> Leamn ¢ Cﬁei%e, eheose, \ntegrade, Relate

&4 Phases of GGOL:-
5] changing the game bor Jeadevship Grsowp.
__§) Awakening for the leaders.

&]\Awakening for employees for be it & doit

[&lﬁi

M~
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— Quwir on 2% .oy 6th Session.— fch"‘P“'e\’ % PP"J- MC®, 20min.

— Assignment (1s w20 pg, 2 Line spacing) - Bubmit on 23]06. ~ Solt copy "Report
— Select any ovg. :
— IAhat is covwent prachice
— Whett ave changes needd ¢

~ Hew {o manage change ?—> Design Intevvenhions .
— wWhax is dezind Sutcome ¢

) Human Process Intevvening:-

— Coaching o

— Process conswitation & Tearn Bc:uldlng :

— Thitd Parly \nteyventions ( conflict Resolution)
~ Ovganizalion Confwontakion Meeting

— \ntevgroup Pe\ah“ombfp’s.

<4 L0r9e Gy oup lntervenhons.

— Tyaining & Den\opmen&.

2) Techngshuctural Infexrventions:-
—~ Shudura) Design
—  Downsizing [Rightsiung.
— Reenginmeeving
- &mployee lrvolvement
— Work Deeign.,

) HRrm _Interventions:—
~ Goal Seitrg
— Performnance oppais
— Rewards Systems ;
—Coreer  plonning & Developrnen.
- Monaging Work fore. diversity
- Employee Wellness.

4 ' styategic \nfevventhions: -
— Inteqrated @lvofegic change
— Meygers & Acquisition
= Aliances & Netwosks
- cultuve ¢hange :
~ gelf - designing ©Organizanons
= 0‘gan{m}ion Leayning & k-nOw\e,A{)e maqkt.

[ S ]
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Date /“\\
\ Page ey
Souvees of Reliobility :- Reliobitty = consistaney.
® Rigorous Opexational De binition - validity = inedher measunng Lomd;‘l}
@ mubiple measuves.
Types of Validity:~ o
® Face Validity . Layman
® Conkent va.lfdihj : éxpert
® Critexion/convergent Validity -+ covrelad”
® Discriminant validity © Nen-similar. 2 i
E\e,r;nen-\s ot Strong Qesemd;,oe;igng in 0D &valuad”:- 3 o
® Loh%ihdina-\ meaguvement . change measured Over time
@ compaxison Units. 3 i
® Shakistica) Analysis
Evaluaking Ditevent types of change - - 4 i
@ Mpha change := Movement along a stable’ dimensign
@ Beta change - Recalibralion.
® Gammo Change - fundamental vedesis FiniHon of dimesigh .
Thekhuhonalization Fumewoik . Jete
Intevyvenhion
o e _—
\ / Gaal SPGCI.HC‘H
» - mability
_TV\sHhAHOnalf?_aﬁon Processes - Level ok change. Targer
s socializat” il Intexna) Suppot
| R::;d Mlo?at"’ Tndicators of Insihu Hondlizat

> pibhusion i t: Knowledge of Behaviey
Ta—é_ealibm -

Sensir
> Pyetevences

— Nermahve Consensus
»\rajue Consensus.

cm-0|
| l7los
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SrE=

Ascignment. Double Line spacing.:

"2l Bow does ovg PuncHop xignt now. (lo20 pgs]
R — Exisking  prachices e SER TN Pg -3
- problems.

- Desfé;»inm’m%‘oﬁ‘s
~How to medke them permanen\- s
- Feed [ evaluahion. +

®| |- Owups: :
Fundamentd  Interpersonal  Relahionship  Oventation Behovioy (F[koB)

|| Tobort window- i
e w AN M-02 Tt
L T L lafoe
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3 ADKAR g
) 3 Re inforcement
Pesire knowledge Ab\\\’fy
eness : ;
: cﬁw& geed to participaie 3 on howg to me\’:'e\‘\‘s‘e% to df::sg:m e
; Yegd: ski 3
LA for change (A ci(;pn\‘;sort to change 5 g

Naive vealjsm:- I am covrect; others are wyong-

) ) ‘o Incohslskent
Conklick- opposition arising fsom dtsagmem{:nl-{ due Ko e oW
olzj'cctives, thoughts, or emolions within gr among
keams, depav’rmen’ra_\, organizations.

Substantive :- A fundamental dfsagme_mer\{;
ick
conflicts i

. Needs.
\ndividual Needs e:hrg
meaninghul work ——>  Job g 5
Flexibility, independence — Rules, Norm
Equal Emplogee —> Perfcrma.nce
pevelop gl ey Repetitive Task

| evels of conflics:-

@ Inka- Perscna)

e ’In{:e\'-pers:mal

@ TInter-vele

@& InWG-Qvoup

® Inter group/ inter-ovg. .
h @ Inter commundl] Inkra-natioh

& Intev-naHonal.

’e' Conflicts usually occurs when there s difference in:~
® Interpretal’ / Value
@ Assumption/ Pevceptions.
@ optnions:
@ values/ Belief-

« Antecedent condikion:-

-~ Difference n backgxounds /cxpedah‘on..s/ needs-desires.

— Alective stotes: sivess, tension, hoshily, amxfety. s
Cegnitive Stafes : Percephions of actions, awaveness, informahion.

— Rehaviov: passive yesistane® o gvext agaression.

CM o)
——
21/6¢
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~values
— Queshoning.

— Listening /Attending
— Pavo phrosing
- Goal setting.

x managing conflicts: Dual encern model

High Acomodation/ collgboration
Smoothing
CONCERN \
g‘%‘og;s Compromise
OUTCOME
Compelition)
Tnachon/ ] fForcing
Low| Avordance :
Low High.

CONCERN ABOUT OWN OUT(OME

¥ Cheap Dear Pn‘ncfpk -

s Conflit Avoiding Techniques:-
= phys\‘c_@j SQPeYaHOI’) GrSTGU'PS
- Use of ruJes/ve%u.laHons.
— Limiting intevachion -
— \ntermediawy
— Confontakion % hegohraking .

cMm-o02

[

21 70'6

J
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i tom:-
Orgonizah‘on Develepment:- It is a sysbemﬁc @ Bepevolent Awthoritakive gys

: : — Management i more. pabernalistic-
applicabion % bansfer of behaviora) science ~Little move intexachion)communicat®
knowledge fo planned development, improve- 69-8&)1‘.:\“013 rmaking within boundanes.
ment & veinforcement of the siadegies, ’ ~ stems:-

Shucture. & processes that lead to & C‘oi)slsiw igt;/te'fa.CH/ (ommunicatin.
organizabion eHeckiveness. T ation with emplayee buk
Major {vends that shapes change in org:- top manogem{inf takes 3“35‘“'
@Giop\;oh‘zahon - —(;aoii hpg;d;iﬁ??ef moderalely
@ Informabion Technolag Sakisfe ployee.
@ Managerial Innomho?m. £4- Indian Private seckor:
5 stems of OD Prachce:- 6 Parbicpabive Group s\/strsm's:~
@ Lobovatow Training (1946) — High degree oﬁmemb‘er'_s \nvol\{emenb
® Adion Research/ Survey Feedback — Involvement  in decision making .
@ Normahive Appyoach —LaYeral & Vertica) communicahn.
—  ® Quality of wowk life — Beber sahisfied employees.
G Siategic change £4: NGl
@ Loboratowy Troining:-
— T-Goup Managerial Gid:-
= Kuvk Levin a} Research Cenke for i 3
Gsoup Dynawics ak MIT in 1946. (g o
3
— Nakona) Training Laboradow CNTL) : 7
: ch & Suvvey Feedback:- o LGk eale L
@ Ackion_Ressorch 1 . o E
. ch: John collier, kurk Lewin & es® g
Ad'\OD Regear i Wh‘]*’e 5;:6\00 4 4
@® Members of org:- g?sci research on themeelf | i = e :
ko quide achied ange. rlslel7lelo] .
- ® sofa) ceientist - Study the. process thak buz ox(_b_\_,"’- - . - igh
devive new knowledge, thak could, be i (L
used elsewhere. Rlack & Mouton's Gad for 0D
_ Porhigpakive Management - it phase: Gwid seminar
— & point Likert scale. ond phase: Team development 1
' - 3™ phace : Intevgroup developmen
& Normalive Approach: |
4 Types of managements sysbers:- 4% phase @ Tdeal mode development

1o Aulhovitadive System:- sbh phase : \mp\eme,?tabon
- Exf\ggcgfmhc [Medistre )?:erfovmance. 6th phase : Evoluakion.
—Top down approoch to leadership
— Punishment & Rewards-
— Downward Communication
— Little Interachon -
- Decision moﬁir\g @ fop management
€q: Govt- Syskem of India. st
Nm[zb/oe]
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@, Produckivity &@ua\\":y-o@—work—L{&:-
ﬂPbQS_f‘-_'- QWL was defined in terms 6

eoples veaction to work
(1350-1979). BT vy individua) eubomes

velated to job satisfaction &
mental health- ;
27X phdser- QWL developed in terms o
d specific tedhniques & approaches-
—Job envichment
— gt managed Teams.
—lobor Mgt: (ommittees.

Q”d Phase:- QWL expanded fom work
design 4o indude other features

of worforce that altects produdi-

\ity & Satistackion ot employee.
= ~ Reward system
— work Houwss
—Mmanagement styles
~ Physica) work envivo nment.
— Quality circles
s Emp\oye_e Involvement

—Tota) Quality management
—Six Sigma Progvammes .
— Employee empowerinent

© Styategic chonge:- .

Tt tnwolyes improving Ehe ahgnm‘enb

among 0n 074 envt., s’ora.begy & design.
—Open Systems planning.

E\JOl(',LﬁOD of ob:-

Laboratory Training Skong
Action Research/ Suvvey Peedback \9'0031‘1153
Normnahive. yooks

uoliby-of- woxk-l\'(-e} Relevance Rigor
%ho:t?gic changes ot OD prachce-

15t Generahion 6D ’thorjem—
~ —Learning k& Action- stiepE approach

— Eyecutive Leadexship to shategic change

— Diversity in forehront of practice
— Process Approaches to 0D

— Managin Tvansibions - .
- pe‘gor?ajsd\‘memion ot paxhcipanis lives.
[ CM~-02

24]0¢

0nd Genevation OD theovies:-

— Warner Barke - OD as professiona) field
= Lavwy Gvemer: Ideas of power & evolal®
—Edward Lawlev [ : Rewasd system 4
employee involvement - .
- Anthony Raia & Newton mavgqulies:
Vadues wndevlying OD &
contemporary practice.
—Peter vavl] & Craig lundberg:-
OD as a pracheal science-

Newest Grenerakion OD theoyes:-
— Adion Reseawch & de\(e,\opmen}qj

organizations. into communily
& societa) change.
— Socictechnical systems
— Selt~designing crganizatiohs
—Transerganizahonal development

— Indusbrial Democsacy.
~ 0D s a sound vesearCh b

conceplual base.

— Consulhing SKilks, empower ment
processesd veclaiming 6uY
individuality.

_ \nfernghionalization of 6D

—Tearmn bosed ovganizaliod
5 nsajion-
~ ggz;g‘em aspeds oF crganizalions.
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[NATURE OF PLANNED T

Theories of ovganieation change:-
® Lewin's change model :Un
© Action Research Model
® Positive Mmede)

& Genera) model of planned dange.

Adion Research Model :-
Problem‘],\de_n}i Reaod

Consuttalion cith BS éxpert

Data gathering & preliminay dignosis

Y
Peedback 1o key client 6 gvoup.
Y
T Joint  diggnasis of problem
4 2 |
Joint Action Planning
y
Achiod

L— Dala Gn\‘bixitlg atter ackion

Posibive mode):-
Initiate the enquivy
—>Enquive into best pradices

lhe.co

Page No-20 of 30.

Greneral Modd of Planned change:-

, () Entexing & contmd:mg:—

Entering an Organization involves
gathenng ‘u%’ﬁa) dabo o undersgam
the problems facing the organiualion,
32: 1o deteyming the posifive areas

enquivy .

Aq{te?co\\ec\ioo of intormakion,
problems & opportunities e discusse
with org. members to develop &
conbsact to engage in planned change.

of contsack:-
coﬁ%fdmnge achkivities
— Required vesources
—\nvolvement & 0D pradi Honer
£ 0rg- menbers.

Ova: aet shuck af this S}Qﬂﬂ begause:-
— Disagreernent about need of change

— Resource constraints

~ other method of O [ appeﬂrls
al move iole-

(2> Diagnesing:-
It focus on-

— Onderstanding 679. problems.
Discover Themes — Cause & comﬁ:\eme of problemc
¥ — Org. positive ahebutes
Envision o prefenred fubuve ~ choasing appropriate model. {or
. N andevstanding the ovg- & gaﬁuen‘ng,
Design & deliver ways bo analyzing % feeding badk info-
T (veade the fukuve. @ problems & oppartunities:
; Jnoddl for analyzin lsolt o{_
Genera) Model of planned change: Diagnastic, problems ‘hvelves 3 levelt o
¢ (- adivihes :- ;
> Entering. j'j onbracting © Ovganizationa) issues
. X & Geoup level iswues
e ® Individua) level issues.
R P[anning % \mp\emenh‘gg c))anf}e Dota Crathering:~
b RO — Intevviews
| Evaluahng % insEituhonalizing — Suyvey
change — Observations
L
5% ing Min
M-03 | _ e chncilzs-
24 06
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Factors aftecting planned change:-

(®Planning & Implementing change:- | () magnitude ot change:-
— Jointly plan & implement oD Org. dimensions:- Skucture, culture,
interventions. The Infeyvenhons Yeward System, information processes,
are designed to achieve o vision, work des?n.
%Z}Q‘f\;dnsx eﬁt’:g‘koi ‘achm Plan” for (2> Degree o organiwt\-ion-.— :
; : to\mr organized ¢ Highly mechanistic,
¥ Fackor's abferking deg;gn d?F Interventions: et spneartis o oy
- Org. ¥eadyness fer change- & \ L ovire-
o capabili -steps for modi Rcakion et 07g
™ gru ﬁfgjtiucrgmge e © Tdenkificaxion ek people/ group
5 Poger disbabutron @ Convention * Bringing bogekhey
“C\’)Qnge agenks skills & ablibies. ® 0@&‘2@ e Pos'\.\:fmf,
4 major Types of oD interventions:- - Ectablishing wmmt;irz}cgi chan
—  @©Human Process Inferventions ~ specilying “)?P*OP
Individual leve] plan & policies.
croup leve) @ evaluajion:
Tota) system level.
(D Dormeskic Ve Internabional $ebking:-

@ Organization ghuduwe &Technology
® Human Resourtes Intervenbions.
@ Skradegic Inferventions

Exfernal envt -
Intermnal shyuctuve-

—cwltural values

(a)_Evaluating & lashiubiepalizing change:.
_reedback & @bout change shodld be

— modified
- — conbnued

— Suspended -
~nehihutienalizing through feedback,
vewards & training.

[em-o4
2406
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| ENTERING "% CONTRACTING |
Ackivities  involved inte entering : -

@ clavifying' organizational issues.

® Deteymining the velevant dient

® Selecking appropviake op prackibioner.

Conbracking addresses 2 Key areas:~
® Mutua) expeckations.
© Time & vesources vequived-
® Ground wuwles -

[DTAGNOSIN G ORGANISATIONS |

Diagnosis is @ proaess of assessing
Lhe funckioning of organizakion, dept
Iy discover Souvces of prob\emxarms
for improvement .

"Diognosing is a collaborative process
between organizationa) members & oD
conswltants to collect perkinenb infoy -
mation, analyze it and dww conclusion
Por ackion planning & Intevventions’

Open_systems roode) : - -

Y . Aset of concepts & el ?n-

Systews ship describing the properties
% behavior oF the Ehings.

SE ovganiza?’, group, people. (

Open system :- Informahion excharge &

Tesources exchange with envt.

Properkies of open system:-
© Inputs- Transformations — outpuct:
© ®oundavies : System & envt -
@ Feedback

Mo

oy 0v9a

Steategic ovienint

(Design
components)

Skyateg

Stakeholde
Sali fucﬁon]

Cupaks -

Input = Genera) Bovi + Indusby shucture.

(PEST) Porber's 5 Fowces
Politicod, . Suppliets
Bconomical Buyers.
Sedia) compe b brs
Technological Subskibudes
Threat of &nh’g‘
Design . Shategy + 0rg. Desigo.
Components mission Design Factoxs

CxOOJ L) (ove ACHV\'W
objeckives System
bent | Syl
Policies Ls Measuvement
Syslem
Ly HR system
Qdiure.

© 0rg. Performance - Profits, efhectiveness

@ Produckivity : cthiciency .

DGROUP_LEV

® Stakeholdexs gaHsfackion :-

€1 DIAGNOSING

Tnpudk

(Oyaanizakion
De.sic}n

Design . |
| cgmponen’cs
~Goo) dovity >
—Team funchion-
- Gryoup Novb
— Grsbup (ompasit

e

@ Equifinality: Similay vesulls with dikf- b

® Alignment /FiL- event input
Organieation level diagnosis:-
@® Overall org. : Shategy, shuchuw, process

: . qvoup design, norms &
L %oo?l{c) s}sucfim:ves.

@\ndfvidual [30b \evel:- Tob design.
|cm=-o

2.5/06

—Task sk |

Tnpud = Ovganization Design.

ove achvity @ Task .
(S:buckumJ system » co-ordinad’
Measuvement Syskem

HR system —Pertormance
0rg. culbute .
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Design Components:-
— (Joa) CJOY“:(J:—
s Task, shuchure: - Mmembers

co-ovdrpation of task elMorts
Requlot” of task behavior-

E(‘mup composition: -

(roup functioping .-
Performance Novme.

Oukputks: -

Per formance

t: Qualiby- of - work-life.

® Individual level diagnosis:—

(Job Leve] Diagnosis)

" [DESIGNING NTERVENTIONS |

0D Intewentions:— |t 1s a sequence ot
ackivities, ackions % evenks intended to
beié; an organizabion improve its
performance k eHeckiveness -

3 Criterids defining intexventions:—
® Extent of fitness.
@ Knowledge of intended oudcomes
® Extent of N competence.

Intervention Design ITNOIVES '
® Understonding Situakional ¢onkingencies
such as individua) diffevences among

organizokiod members.

@ Dimension of change process.

=1 \Desiap rOkLtPULtS
I”P“i.s mr%ponenis Todividua)
ODesHnl | QSkill vartely | |epteotive-
‘CWOU;P ‘ ® Autopomy _;‘ ness.
el | 1B st

S| |@Task significnd
e © Tack identity|

m- o8
2406 _

Factove affecting design & implementakion
ot Intevventions:-

© Readiness for change

@ Capability to change

% Culhura) context

8 Capobilities ot change agent.

Tupes of 0D Inteyvenkions: -
@ Human Process Interventions:~
© Coaching & Tsaining
@ Process consultation
® Thivd poxty interventions.

@ Teamn Buwildi :
® Ovgonizahiod nc%nhonta’cion meebﬂjs-

® Intexgroup velobions:
& lavge growp interventions.

@ Technoshuctura) Interventions:-

® Skucural Design

® Downsizing

® Re-engineering
. ® bovollel sbudures
 © High involvement 0rganiza.tions
| © Tota) quolity management
@ Work design.

& Human Resoutces Management e

@ Goo) setting :

® Porlormance ~ appraisal.

® Reward systems -

@ Coveer planning & development
(© Managing workforee diversity
© Employee wellness.
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© Stategic [nterven bions :-
@ Tntegiated shrategic change

\?e No-24of

EALUATN&SG'& uNsmunoNAuuNﬂ

oD INTERVENTIONS

& Mexgers k AcquisiFion Integration | eveduation :-

® Alliances

@ Networks

® Culture change

© Self-designing organizations.
@ 0rg-leaming & knowledge mat.

EVALUAT

© Neeess |mplementation Feedback
® Evaluahon Feedback - J
lL-_; Eé(gec}ed Resulks

9 Te'™ Tntended Resulks |
Shovt Tesm-

Measuyerent 1SSURS : -

Ly Selecting variables
Ls Designing 9000 Measuves.

Trnplementabion & Bveluation Feedback -

Diagnesis| | Tmplement?| | .
ot an\:qu Wg‘ggjmm
Oesigng | LYeED | L foatues of
I—mple_- dﬂ'ﬂ ‘cation lé)!“eym;l?‘ayﬁ
m%?mo (ntevvention®” tﬁ?ﬂ"é'
(Mpﬁr" Developmend =
o= [0 Jm‘? for Ev%on
P mple —ton Te(rztn
Phase% ngeds,

Tnstitubonalizing $varmework -

Org- cht-

- yuene :

-atobility | [fnstftion] [Indicatow of
ok envt & alizakioP | | Tneffudiona-
teghnologyb Pyrocesses:- | LizahO:-

—Unionizat’]  Lsecializat®| |-knowedge

SR —Comm\'ti | ~Rrformance
Inteyvention | _Rew"c’ﬁg ~Pretevence
&cgtt- allpeation| | —Normative

=Goe) . . =0l consensus

Specificiby j—Sensirfbé”z ~vValue
—Pfo \:]O'ma" Cﬂ-"bf(ﬂ'\on Cconsensus.
i

“L&W) Ot'[é'gd ) J

ange To

-\n'ré?r%aj

S@poit

—SpopsorShip

!c,m-oe ’
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Evaluating

Evaluation:- Psoviding
hers about PYOgREss

Dale: QS]'OGIQXB“ W'H&Xiwlhe.coﬂ Pa

9,10,11,12 £ 20

chapters
slide session 5 to 1o

& \nehhukionalizing OD Intevvent”
feedback to practitio-
¢ impock of inter -

venkions.
Tnskitubignaliation :- making change
permanent part of organization.

Measuyement -
. able

¥

@ Selecting \ro'nnd L
® Designing goed measure .
Oper‘gt\‘onal defnition
Reli bili by
Validiby
L decisions should
undeylying the

Tdeally, Measuremen
include the measures

denve fom the thes

Activities conbribu

' vigion -
i Ehe cove ideclog

@ Deyeloping politi

ge No-25 of 30.

Leadin | o
bing Efective Cm:-

nae “—
ﬁ'ness for change
YQSiS\:GﬂC,G l;o Q})anﬂe

@ Motivating cha
t creaking Yea
Overcoming
Descnibin
] isioned (]

Conehueking the env!
ca) suppork

Assessing. Change Agent Power

Tdenbifying Key sbakeholdexs -

Influencing stakeholders.
@ Managing the transition -

Ehctivitg Planning
lanmng

Commitment p
© Sustaining Mo

intevvenkions % shoul
ot features ol interve
eNCES.

howd involve
as o combinahon

hple methods sudb
Mk es, interviews & company

nhion & iks immediate

Management Struchne®s -
Providing Resou

menturm:-
vces ot change:
Buwlding a swp
change agents- -

port gystem for
Develgpfng new competencies

& gkills. '
Rentorcing pew behaviots:

o questionnal¥ ‘
Yecovds. staying the couvse.
Research Design:- 8 s Creaking Readypess for change -
& Foc‘uses of; e Sr%ec:)ts of an @ Sensitize o1ganizabions to pressares
for making valia asses for change-
® Revea) disciepopcies bebween

inteyventions effecks.

TM—777
24[06

cuyrent & desived stodes. _
@ Convey credible positive expectabons
for the change-
overcoming _Resistance to change -
@ Empathy & suppovt

@ Communication
® Parbicipation & involvement
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Interpersonal & Cwoup Process
Approaches -
@ T- Groups :- :

T- groups O bud)hbnajy
designed to provide members wikth
expevimental dedrning albowt
dynamics, leadership. & Tnberpercona)
velations. ‘

@ Encountey Gsoup/ Pexsonal
. Gsowth Goup:-

Explove group dynamics %
e r:\(gn(\)berg \’eltptfo#shi p within

an intact wovk group.

consud takion - -

f acw'ef eg\ the
of consultant s
iﬁ?dl‘ent to pevceive, understand,
and act upon the process gvents

which occurs in the client’s
environment .
stages of process consuliation:-
& it the eitors
® Seleching on approach
@ Gatheg\g data % making
a diagnosis :

% g’etfl‘ﬁg ngm involvement

@ Terminahing the velabonship.

Group Process of protess wnsul at”

mmuniabian

%Cﬁemh‘ond vole of group
membeys: . .

@ The way inwhith g K
problems & makes dedisiops-

& Develepment % growth of
gvoup NOYMS:

® Use of Jdeadetship & authority

@ Process-
Ttisa seko

voup solves | -

inkolhe.com. Page No-26 0f 30,

Johavi-window:= -
Unknolod knewn .
Eo otbers  to others

|

¥nown 1o

o
to other.
Unknoun
to self
& otheys

R RN

@ Thivd Party Interventions:-
Conflicks tah Lt oveg-u-cb as work

ive  1ssues:-
Q Snuf\;st)%?gg lm;d:\es, conditione of

Knowp to
sel
Shet

nown.: -
Sel

(gt
known to
Others

Unknowr
to self

employment |
® »‘Lngergpmona) iscues :~such s
personaliby conblicts & mispercepkions.
@ Team Building:-

1t vefers to Broad rangezg planned
. itos that belpe groups to improve
:ﬁzwuﬁ’gj they accomplich tasks & }.’dPS
growp Members to enhance Eheiy
i ntmpersona) % poblem Solvi hg gkills.
Types of team bwldan:;H
ju group dragnastic weetind .
% Fgont:\%g ggm Yeam- building meeking

Contact Me at pravin

CM-08
06
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Orga nization Transformakion:~

AT

charactevisties of tvansformationa) change:~ i i pevformante:-

© Tviggeved by Environmental eand
interna) disyuplions.
@ Systemabic & Revolutionayy change.
® New 0rganizing paradigm
@ Driven by senior execuhves &
 {ine management.
© Conbnuous Qeamfng & change.

Organization eedture:-
@ Attifacks
® Noyms

& volues
@ Bouic Assumpbions .

Diagnosing Org. culture:—
O Behaviord)  apprecch-
@ Competing value c«pproacj:

& Deep agsumption approd (

019 chava derictics |
— Shucrye
— Informat’ syckems
— HR prackices
= Coldiuve -

~Leadership

019, Learning Processe |

How ovganizaon learning aftects

—Discovesy
= Tnvenkio
- Prod uebiod

— Gienesalizaion

)

Ovg- knowledge

|

— skills . .
\ —cognitions

— shuctuw®

ova .
Cruidelines Cox uU%ur‘al‘ dnanje-.» Ta%ks
ic ViIsion
%c&ﬁ%?&% of top management

Surnbolic leadexship
5 SHmpo?t'i%g orﬂaniwh’opoj change.

® Selection & socializabon ©
newcomers & termipakion o

, QAEQKL?QS g legal Sensitiviby

Self- designing ovganizations:-
Laying the Foundakion

| Acquiiing Knowledge

K X

o
fagnosing valuing
k |
Designing /
A

Tmplementing & Assescing |

2406

=t

organizabion
Performance

)
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I ie o set of sequenced &

P ! nts infended to help
achonNS /?Ve | | |
{:Y))O;mggoniwl:\'on incvease its effectiveness

They purposely disturb status quo.
Conlingencies Related o change situalion:-

ness For change
%?@d‘ ‘nisiy to change
@& culluval context
@ Capodbitities of change agent -

Inteyvenbion Types:-
® Humap Processes
® Techno sbuctuisal
® Human Resouvces
® stalbegic.

Achivities of effechive dnange Management

AciviDIES OF

© motivating ZE‘ ange

Cyeabing Vision
g‘} Dveevoelorgng pditical suppoit
®

manaaing the Hang ton
sustaining momentum.
Pyocess Inteyvenbions skills:~
® clavfying & summan'zjn%
@ Synthesizing & Genevalizing
® Probing 4 questioning
® Ustene ing

® Reflecking feelings.

® Providing support, coaching % counseling
@ medeling j .

Tnteyvention:-

Tntexventions

Management

Teaues in evaluating oD Interventions: -
— Trnplementakion & Evaluation feedback

- L
- MeasEE vight variable b measare
— Design 4004 Measurements:
— Opevational
— Relyable
— Valid -
— Research Dejian.

Tmplementaticn Fedkaigk:— }
— Feedback aimed ak quiding implemen-
tokion efHorts.
_ milestones, intermediate taigets.
— measure of inteyventions progyess.
evaluation Feed back:~

Page No-28 of 30.

Sourees of Reh’aby’lfgfﬁ:—

S M o
muwbple meds

(@9 standavdized insbumenks.

Types of validity -~ :
" Face volfdity * "appear :
& content volidity : “expert agvees
B3 Cxitexion oY cmveygpn\:yahdnty "
@ Discyiminant vali iky "non-similar

e \ements # of sbrong Research Design
in_OD evaltzo.t\'ﬁs:— ;
® itudinal measuvement
EO er'?angg ia measuyed ovey Hme
@ Comparison uniks=- :
- Appropriate use of “eonbrel qrous
® gtatistca) onalygis:- i
— Alteynakive sources of varx\
hove been controlled.
E!Qm%_—dﬂefmn’c bypes of d\“’ﬂg‘--
® A\th CJ’)GL&Q‘. movement aloeng
stab\ibdimensian.db .
® Bebn change:~ Kecalibratio
uniks ot measwe i\ a stable
dimension-
6 Gomma nge:
fundamen

dimension.

Institubionalization Framework:-

0¥g. rT

— Congyuence
— Stabiliby of
€nt. L Tech.
— Unfonizatn
g
~(r0a speciity
'?‘(ogmg_\l%_
]
- level of
S,
‘Intern%u

support
—Spohsor |

pekinibion:-

| vedebinibon oF

cede

E

l‘:nsﬁtuHona.h'zatingn Pro
Tndicators of Inekituhionalizadion

— Feedpacke aimed ak cld:evmx’nfng
{mpack of inbexventions.

— (roa), oubcomes , performance.
— measure of inteyvenhions eftect
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Qbyeckives of T-Group:- Team Building Activibies:-

~\neveazed undevstanding of ones behavior: — Achvities velafed fo one o more individih

— Increased understanding of others behavior- | — Activities oviented to groups

— Belter understanding “of gvoup process. operations & behavios. |

— Ineyeased interpeisonal diagnesbic skills. — Achvibies afecking (roups

— Tncyeased abiliby to transform learning selabionship  with Yest of organizat™
into acton.

Types of Teams -

Evocess copsw bakion- — (roups Reporting to same ek
A sck of ackivities on the part o the| - Grsoups involving eople with

conswltant that helps the client to ¢ ommoD goals.

Pevcelve, Understand, and ack upon the| — Tempovory gioups @ormedk{:o

process events, which occurs N the accomphsh a S%QC\' ﬁ‘cé or\lceb\)m& task-
{ iyonment. ' — with ent ¥oles .

clients envivonm : Grmpsoups . D noe&%?m al Qinks ok

(oup Processes:- whose collechve pUspose Yequives

— Communications Among group members. co-oydination .

_ —Functiona) voles of group members.

— Psoblem solving & decigion making. Types of Team Building:—

‘ diaanostic meebng:-
— Gnro(;xp r}:gmzs g:ﬁ%f)?{bb:h v E) [:”Hse’?,rgﬁacﬁv?ﬁes design
- LQO, eysﬂ;({; : e o undetstand Fhe cuysent sbuduie,
Johari Window:- 3 b e process X Q&eg\vangﬁl [ ;@ teaugsb.
Unknown 1o others  KNOWN Family group team building meeking:-
it ® ol ot heites desned b
: | open Known ad(iw % impm\{‘e, a gP@C\HCaSP&%
ﬁ?ﬂ) SeS? of team funckioning.
4 S shE Concept of organizationa) eulture :-
’ T
_ Onkdougy | 1;%,_ i U"Bbgowo
5 ; Blind Self
|
A eyclical Model of conflick:-
T ,'%9521? Sokiian T'E\A Behavisy

- Diagnosizing 0vg anizakion cul e~
Episoded Episade 2 © Behavioral Approach:-

+ Shsategies for_conflict vesolubion:— & Competing value approads

8) Deep Assumption approach,
— Pyevent contlick thvough mandate/seperat’ ©® Deep p app
—~ Sek Limits on Hming & exent of conflicH
~ Help pavbies to cope ditterently <ith,
— Attempt o Yesolve basic issue nftict-
in the conflick.

am-l)
| 24066
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Compe‘b‘n% value Approach:-
Flexibility & Design

i ntgynaj clon M hOCTO(’.g %xo'l'_&g)a,]
{’—ogls = and
l’lﬂ;a,; Hieraxchy | Mavkek %Haegz?)-

Stability & contso)

Cultuve _change application stages:-
- Establish a clear shrategic vision.
— Get top management commibment
~ Leverage symbols to lead change
= Implementing guppoxting oiganizational
~  changes.

~ Select & socialize newamets: downsize
deviants.

— Addvess ethical & lega) issues.
Self Design Model:-
—muitiple stakeholders involved
— Innovahon ob on site
— Learning as You go
~ Conbinuous improvement: & change
= Part of normal operabions.

Se)f- Design sbategy:-

o i o
laying the Found®
Acquivim RN hﬁg\{eé‘neé)l:
- Knowledge 2 | | Assessing
tse
Diagnasizing  Values | | &
T J
[Cm-1z
2406
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