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  Paper/Subject Code: 86007/Elective: Human Resource: Organizational Development 

TYBMS SEM 6 

Human Resource:  

Organizational Development   

(Most IMP Write a Short Note with Solution) 

 

C Write short notes on: (Attempt any 3) 

1. Third party peace Making Intervention.  

Ans:  

In conflicts where parties struggle to find common ground, third-party peacemaking interventions 

offer a crucial step towards resolution. These interventions involve a neutral facilitator who helps 

guide communication, manage emotions, and explore possibilities for compromise. 

benefits of third-party interventions include: 

●​ Facilitating Dialogue: A neutral party can create a safe space for open communication, even 

when emotions run high. 

●​ Building Trust: The facilitator can help build trust between the parties by ensuring both feel 

heard and respected. 

●​ Identifying Common Interests: By facilitating discussions, the facilitator can help uncover 

underlying interests and identify potential areas of agreement. 

●​ Exploring Solutions: The facilitator can guide the parties in brainstorming creative solutions 

that address the needs of all involved. 

Common types of third-party interventions: 

●​ Mediation: A facilitated negotiation process where the mediator guides communication but 

doesn't impose solutions. 

●​ Facilitation: A more neutral approach where the facilitator helps structure discussions and 

keeps the process on track. 

●​ Arbitration: A binding decision-making process where the arbitrator hears arguments and 

imposes a solution. 

Effective third-party peacemaking requires: 

●​ Neutrality and Impartiality: The facilitator must be seen as unbiased, earning the trust of all 

parties involved. 

●​ Communication Skills: Strong communication and active listening skills are essential to guide 

discussions and manage emotions. 

●​ Conflict Resolution Expertise: Understanding conflict dynamics and effective resolution 

strategies is crucial for facilitating productive dialogue. 
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2. Ethical guidelines for OD professional. 

Ans:  

Organizational Development (OD) professionals play a crucial role in facilitating positive change 

within organizations. Upholding ethical principles is essential for building trust and ensuring the 

success of OD interventions. Here's a summary of key ethical guidelines for OD professionals: 

Competence and Integrity: 

●​ Maintain professional competence: Stay up-to-date on best practices in OD through ongoing 

learning and professional development. 

●​ Be honest and transparent: Disclose potential conflicts of interest and accurately represent 

your qualifications and experience. 

Client Relationships: 

●​ Clarify roles and expectations: Establish clear agreements with clients regarding the scope of 

work, confidentiality, and fees. 

●​ Respect client autonomy: Clients ultimately make decisions. The role of the OD professional 

is to offer guidance and support, not dictate solutions. 

●​ Maintain confidentiality: Protect sensitive client information, except in cases where legal or 

ethical obligations require disclosure. 

Fairness and Objectivity: 

●​ Avoid bias and discrimination: Treat all individuals and groups within the organization with 

fairness and respect. 

●​ Strive for objectivity: Base recommendations on data and evidence rather than personal 

opinions or agendas. 

Social Responsibility: 

●​ Promote positive change: Strive for interventions that benefit the organization as a whole, 

not just specific individuals or groups. 

●​ Be mindful of potential unintended consequences: Consider the broader impact of your 

interventions on stakeholders and society at large. 

●​ Report unethical behavior: If you observe unethical practices within the organization, take 

appropriate steps to report them. 

Professional Conduct: 

●​ Maintain professional boundaries: Avoid personal relationships with clients that could 

compromise your objectivity. 

●​ Uphold the profession's reputation: Conduct yourself in a manner that reflects positively on 

the OD field. 
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These guidelines provide a framework for ethical practice in OD. By adhering to these principles, OD 

professionals can build trust with clients, contribute to positive organizational change, and ensure 

the long-term success of their interventions. 

 

3. Organizational effectiveness. 

Ans:  

Ethical Compass for OD Professionals: Building Trust Through Integrity 

Organizational Development (OD) professionals are change agents, guiding organizations towards a 

brighter future. To ensure their interventions are effective and trustworthy, ethical conduct is 

paramount. Here's a quick guide to ethical principles for OD professionals: 

●​ Honesty and Competence: Maintain up-to-date knowledge and skills, and honestly represent 

your qualifications. Disclose any potential conflicts of interest. 

●​ Client Focus: Respect client autonomy by involving them in decision-making and clearly 

outlining roles and expectations. Protect confidential information, upholding trust. 

●​ Fairness and Objectivity: Treat everyone within the organization with respect, free from bias 

or discrimination. Base recommendations on data and evidence, not personal agendas. 

●​ Social Responsibility: Promote positive change that benefits the entire organization, 

considering potential wider impacts on stakeholders and society. Report unethical behavior 

witnessed within the organization. 

●​ Professional Conduct: Maintain professional boundaries and avoid conflict-of-interest 

situations. Uphold the reputation of the OD field with ethical behavior. 

By adhering to these ethical guidelines, OD professionals become trusted advisors, fostering positive 

and sustainable change within organizations. 

 

4. Transactional analysis. 

Ans:  

Understanding Ourselves and Others: Transactional Analysis (TA) 

Transactional Analysis (TA) is a theory of personality and a psychotherapeutic approach that analyzes 

social interactions. It helps us understand how our past experiences shape our present behavior and 

communication patterns. 

Key Concepts: 

●​ Ego States: TA proposes that our personality has three ego states: 

o​ Parent: Reflects the internalized voices of our caregivers, expressing nurturing or 

critical attitudes. 

o​ Adult: The rational and thinking part, focused on reality and problem-solving. 
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o​ Child: Encompasses our emotions and impulsive behaviors, mirroring how we felt as 

children. 

●​ Transactions: Communication exchanges between individuals. They can be complementary 

(clear and direct) or crossed (indirect or confusing). 

●​ Life Scripts: Unconscious patterns of behavior developed in childhood that influence our life 

choices and relationships. 

Benefits of TA: 

●​ Improved Self-Awareness: Understanding your ego states can help you identify your 

motivations and communication style. 

●​ Enhanced Communication: TA aids in recognizing communication patterns and fostering 

clearer, more effective interactions. 

●​ Conflict Resolution: By understanding the ego states of others, you can approach conflict 

resolution with greater empathy and understanding. 

Applications of TA: 

●​ Individual Therapy: TA can help individuals overcome negative life scripts and develop 

healthier ways of relating to others. 

●​ Organizational Development: TA principles can be used to improve communication, 

collaboration, and problem-solving within teams. 

●​ Parenting: Understanding your own ego states and your child's can lead to more effective 

parenting practices. 

TA is a powerful tool for self-discovery and improving relationships. By understanding our ego 

states and communication patterns, we can navigate interactions with greater clarity and purpose. 

 

5. System resource approach. 

Ans:  

The system resource approach is a strategic perspective on organizational effectiveness. It 

emphasizes the importance of acquiring, allocating, and utilizing resources effectively to achieve an 

organization's goals. Here's a breakdown of its key features: 

●​ Focus on Resources: This approach considers various resources vital for organizational 

success, including: 

o​ Human Resources: The skills, knowledge, and abilities of employees. 

o​ Financial Resources: Capital, budget, and cash flow. 

o​ Technological Resources: Tools, equipment, and information technology 

infrastructure. 

o​ Informational Resources: Data, knowledge, and intellectual property. 
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●​ Resource Acquisition and Competition: Organizations compete for resources in an external 

environment. Understanding how effectively an organization acquires resources is crucial to 

its long-term success. 

●​ Bargaining Power: The ability to negotiate favorable terms for resource acquisition plays a 

significant role in organizational effectiveness. 

●​ Interdependence: Resources are often interconnected. Effective utilization of one resource 

may impact the effectiveness of others. 

Benefits of the System Resource Approach: 

●​ Strategic Resource Allocation: Helps identify and prioritize resource allocation based on 

their impact on achieving strategic goals. 

●​ Competitive Advantage: Understanding resource acquisition dynamics allows organizations 

to develop strategies for gaining a competitive edge. 

●​ Focus on Sustainability: By emphasizing resourcefulness and efficiency, this approach 

promotes long-term organizational sustainability. 

Limitations of the System Resource Approach: 

●​ Overemphasis on Resources: May neglect other factors contributing to organizational 

effectiveness, such as leadership, culture, and motivation. 

●​ Difficulty in Measuring Resources: Some resources, like human talent, are intangible and 

difficult to quantify. 

●​ Focus on Competition: Collaboration and resource sharing with other organizations may be 

overlooked. 

 

6. Team building 

Ans: Team building stands as a cornerstone of fostering collaboration, enhancing communication, 

and strengthening bonds within organizations. It involves a series of activities and exercises designed 

to improve interpersonal relationships, promote trust, and enhance teamwork among team 

members. 

Through team building initiatives, individuals come together to engage in shared experiences that 

transcend the boundaries of their roles and hierarchies. Whether it's through problem-solving 

challenges, outdoor adventures, or facilitated discussions, team building fosters a sense of unity and 

camaraderie among participants. 

By breaking down barriers, building mutual respect, and fostering open communication, team 

building creates an environment where team members feel valued, supported, and motivated to 

work towards common goals. It encourages creativity, innovation, and collaboration, driving 

increased productivity and performance within teams. 

Moreover, team building activities provide opportunities for individuals to develop essential skills 

such as leadership, conflict resolution, and problem-solving in a supportive and non-threatening 

environment. These experiences contribute to the personal and professional growth of team 

members, enhancing their effectiveness both individually and collectively. 
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In essence, team building is not just about having fun or building rapport; it's about building stronger, 

more cohesive teams that can tackle challenges, overcome obstacles, and achieve success together. 

By investing in team building initiatives, organizations can cultivate a culture of collaboration, 

resilience, and excellence that fuels their success in today's dynamic and competitive business 

environment. 

 

7. Business Process Re- Engineering. 

Ans:  

Business Process Re-engineering: A Radical Redesign for Dramatic Improvement 

Business Process Re-engineering (BPR) is a strategic approach that involves fundamentally rethinking 

and redesigning core business processes to achieve dramatic improvements in performance. Here's a 

quick breakdown: 

●​ Radical Change: BPR goes beyond incremental improvements. It focuses on completely 

overhauling existing processes, often starting from scratch. This can involve eliminating 

unnecessary steps, consolidating tasks, and leveraging technology for automation. 

●​ Focus on Core Processes: BPR prioritizes redesigning core business processes that have the 

greatest impact on the organization's success. These processes typically cut across different 

departments within the organization. 

●​ Cross-Functional Teams: Successful BPR initiatives involve teams with members from various 

departments who contribute their expertise and perspectives. 

●​ Technology Integration: New technologies like workflow automation tools, data analytics 

platforms, and customer relationship management (CRM) systems can be used to streamline 

processes and improve efficiency. 

●​ Performance Measurement: BPR initiatives should be data-driven. Establishing clear 

performance metrics before and after the redesign helps track progress and measure the 

impact of the changes. 

Benefits of BPR: 

●​ Increased Efficiency: Streamlined processes can lead to significant reductions in costs and 

cycle times. 

●​ Improved Quality: Redesigning processes with a focus on quality can lead to fewer errors 

and higher customer satisfaction. 

●​ Enhanced Competitiveness: Organizations that adopt BPR can gain a competitive edge by 

becoming more efficient and responsive to market changes. 

●​ Employee Empowerment: BPR can empower employees by giving them greater autonomy 

and ownership over their work. 

Challenges of BPR: 

●​ Resistance to Change: Implementing BPR can be disruptive and encounter resistance from 

employees who are accustomed to the existing way of doing things. 
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●​ High Costs: BPR initiatives can be expensive, requiring investment in technology, training, 

and change management activities. 

●​ Long-term Commitment: BPR is not a quick fix. It requires a long-term commitment from 

leadership and sustained effort to ensure successful implementation. 

 

8. Value Conflict and Dilemma 

Ans:   

Value Conflicts and Dilemmas: When Your Principles Clash 

Value conflicts and dilemmas arise when you face a situation where two or more important values 

come into opposition. These situations can be stressful and require careful consideration before 

making a decision. Here's a breakdown of each concept and how they differ: 

●​ Value Conflict: 

o​ A broader term that describes a situation where two or more of your personal 

values, or the values of an organization, are incompatible. 

o​ These conflicting values can create tension and make it difficult to know how to act. 

o​ Example: You value honesty but also loyalty. You witness a colleague taking credit for 

someone else's work. Exposing the truth could damage your relationship with the 

colleague, but staying silent undermines your value of honesty. 

●​ Dilemma: 

o​ A more specific type of value conflict where you have to make a difficult choice 

between two equally undesirable options. 

o​ Often involves a decision with significant consequences, regardless of the path you 

choose. 

o​ Example: You are offered a promotion that requires relocating to a new city. 

However, you value being close to your family. Accepting the promotion means 

sacrificing time with loved ones, while declining could hinder your career 

advancement. 

Key Differences: 

Feature Value Conflict Dilemma 

Nature of 

Conflict 

Two or more important values are 

incompatible. 

Two equally undesirable 

options must be chosen 

between. 
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Decision 

Complexity 

Requires navigating tension and finding a 

way to uphold both values (may involve 

compromise). 

Requires choosing one 

option, sacrificing the other 

value. 

Stress Level Can create tension and difficulty. 
Often involves high levels of 

stress and difficult choices. 

 

 

 

 

 

 

 

 

Approaching Value Conflicts and Dilemmas: 

●​ Identify the Values in Conflict: Clearly define the values you hold that are causing the 

conflict. This helps understand the source of tension. 

●​ Gather Information: Consider the facts, potential consequences, and perspectives of others 

involved. This allows for a more informed decision. 

●​ Explore Options: Look for creative solutions that might allow you to uphold both values to 

some extent. Be open to compromise or alternative courses of action. 

●​ Consider the Consequences: Weigh the potential outcomes of each option and identify the 

path that aligns best with your overall principles. 

●​ Seek Guidance (Optional): Discussing the situation with a trusted friend, mentor, or 

professional can offer different viewpoints and support during a difficult decision. 

 

9. Ethics in Organization Development 

Ans:  

Ethics in Organization Development (OD) 

Ethics are fundamental to successful OD practices. Here's a concise overview: 

●​ Trust and Transparency: OD interventions rely on open communication and trust between 

practitioners, employees, and leadership. 
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●​ Stakeholder Impact: Ethical OD considers the impact of changes on all stakeholders, 

including employees, customers, and the community. 

●​ Confidentiality and Privacy: Sensitive data collected during interventions must be protected 

with strong confidentiality practices. 

●​ Power Dynamics: Ethical OD practitioners are aware of power imbalances within 

organizations and strive for equitable processes. 

●​ Avoiding Manipulation: Change efforts should be collaborative and empowering, not 

manipulative or coercive. 

By prioritizing ethical conduct, OD professionals build trust, promote positive change, and ensure a 

sustainable and responsible path for the organization. 

 

10. Politics and Organization Development. 

Ans: Politics within organizations can significantly impact the effectiveness of organizational 

development (OD) efforts. While OD interventions aim to improve organizational processes, culture, 

and performance, they often intersect with power dynamics, competing interests, and interpersonal 

relationships inherent in organizational politics. 

Understanding and navigating organizational politics is crucial for OD practitioners to successfully 

implement interventions. Political dynamics can influence decision-making processes, resource 

allocation, and the willingness of stakeholders to embrace change. Consequently, ignoring or 

underestimating political considerations can lead to resistance, sabotage, or the failure of OD 

initiatives. 

On the other hand, skilled OD practitioners can leverage political insights to facilitate change and 

garner support for interventions. By building relationships, cultivating alliances, and effectively 

communicating the rationale behind proposed changes, they can navigate political minefields and 

build consensus among stakeholders. Additionally, they can identify and engage with influential 

individuals or groups whose support is crucial for the success of OD initiatives. 

Moreover, OD interventions themselves can sometimes inadvertently exacerbate political tensions 

within organizations. For example, restructuring initiatives aimed at streamlining processes or 

improving efficiency may trigger fears of job loss or power struggles among employees and 

departments. Therefore, OD practitioners must carefully assess the potential political implications of 

their interventions and proactively address concerns to minimize resistance and maximize 

acceptance. 

 

11. Components of Organizational development. 

Ans: Organizational development (OD) is all about improving a company's effectiveness through 

strategic interventions. Here are some key components: 

●​ Change Management: Guiding the organization through planned transformations, 

minimizing resistance and fostering adaptation. 
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●​ Leadership Development: Equipping leaders with the skills to navigate change, inspire 

employees, and achieve goals. 

●​ Team Building: Enhancing collaboration, communication, and trust within teams, leading to 

better performance. 

●​ Process Improvement: Optimizing workflows and practices to streamline operations and 

boost efficiency. 

●​ Performance Management: Establishing clear goals, providing feedback, and rewarding 

achievements to drive individual and organizational success. 

These components work together to create a more adaptable, efficient, and employee-centric 

organization. 

 

12. Survey feedback as a technique of OD intervention. 

Ans:  

Survey feedback stands as a cornerstone technique in the realm of Organizational Development (OD), 

offering invaluable insights into the pulse of an organization. By systematically collecting data from 

employees regarding various aspects of their work environment, processes, and culture, survey 

feedback serves as a potent tool for initiating positive change. 

This intervention fosters open communication, transparency, and inclusivity within the organization. 

It empowers employees by providing them with a platform to voice their opinions, concerns, and 

suggestions, thus fostering a sense of ownership and engagement. Moreover, it enables leaders and 

management to gain a comprehensive understanding of the organization's strengths, weaknesses, 

and areas for improvement. 

The feedback garnered from surveys serves as a catalyst for targeted interventions aimed at 

enhancing organizational effectiveness and employee satisfaction. Armed with data-driven insights, 

leaders can identify patterns, trends, and areas of alignment or dissonance within the organization. 

Subsequently, they can formulate evidence-based strategies and action plans to address identified 

issues, capitalize on strengths, and drive positive change. 

Furthermore, survey feedback facilitates the establishment of a culture of continuous improvement 

within the organization. By regularly soliciting feedback and tracking progress over time, 

organizations can adapt swiftly to evolving internal and external dynamics, thus remaining agile and 

resilient in the face of change. 

In essence, survey feedback is not merely a diagnostic tool but a catalyst for organizational 

transformation. When leveraged effectively, it fosters a culture of collaboration, innovation, and 

excellence, propelling organizations toward their strategic objectives while nurturing a thriving and 

engaged workforce. 

 

13. Organizational Renewal. 

Ans:  
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Organizational renewal is the process of reinvention for a business. It's about proactively adapting to 

change and seizing new opportunities, rather than waiting for a crisis. Here's a quick breakdown: 

●​ Purpose: Revitalize the organization by refocusing on its vision and purpose, or exploring 

new directions. 

●​ Focus: Proactive and forward-looking, aiming for significant change, not minor tweaks. 

●​ Benefits: Improved performance, increased adaptability, and a culture of innovation. 

 

 

14. Organizational life Cycle. 

The Organizational Life Cycle (OLC) refers to the stages an organization goes through from its 

inception to its potential decline or renewal. It is a concept used to describe the evolution of an 

organization as it grows, matures, and possibly faces challenges. Like the biological life cycle of a 

living organism, organizations undergo different phases, each with its own characteristics, challenges, 

and requirements. Understanding the organizational life cycle helps managers anticipate the needs 

of the organization at each stage and make strategic decisions accordingly. 

Stages of the Organizational Life Cycle 

1.​ Startup Stage (Entrepreneurial Phase) 

o​ Characteristics: This is the initial phase of an organization, where it is typically small 

and focused on establishing its presence in the market. The structure is informal, and 

decision-making is centralized, usually in the hands of the founder or a small 

leadership team. 

o​ Challenges: Establishing a customer base, gaining market recognition, securing 

funding, and managing limited resources. 

o​ Focus: Innovation, market entry, and product/service development. 

2.​ Growth Stage (Collectivity Phase) 

o​ Characteristics: The organization experiences rapid growth in terms of employees, 

sales, and market share. As the company grows, there is a shift from informal to 

more formal structures, with defined roles and responsibilities. 

o​ Challenges: Managing increasing complexity, maintaining organizational culture, and 

streamlining operations. Leadership may need to delegate tasks and develop systems 

to manage the expansion. 

o​ Focus: Scaling operations, expanding market reach, and improving efficiency. 

3.​ Maturity Stage (Formalization Phase) 

o​ Characteristics: The organization has established itself as a key player in the market. 

Growth begins to slow down as it reaches market saturation. The structure becomes 

more bureaucratic, with clear hierarchies and formal policies in place. 
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o​ Challenges: Maintaining market leadership, handling increased competition, 

avoiding complacency, and improving efficiency. The company may face pressures to 

innovate or diversify. 

o​ Focus: Consolidation, maintaining competitive advantage, and optimizing processes. 

4.​ Decline Stage (Renewal or Decline) 

o​ Characteristics: The organization begins to experience a decline in sales, profits, and 

relevance due to various internal or external factors such as market changes, 

increased competition, or a failure to innovate. 

o​ Challenges: Managing layoffs, restructuring, and responding to market shifts. The 

company may need to decide whether to undergo a transformation or exit the 

market. 

o​ Focus: Addressing the decline, rethinking strategies, and deciding whether to renew, 

pivot, or downsize. 

5.​ Renewal Stage (If applicable) 

o​ Characteristics: Some organizations enter a renewal phase where they adapt to the 

changing market environment, innovate, and re-establish themselves. This may 

involve restructuring, diversifying products/services, or entering new markets. 

o​ Challenges: Overcoming resistance to change, securing investment, and rebuilding 

the organizational culture. 

o​ Focus: Innovation, diversification, and strategic repositioning. 

Importance of Understanding the Organizational Life Cycle 

●​ Strategic Planning: Recognizing the stage of the organization helps leaders make informed 

decisions about resource allocation, leadership style, and organizational changes. 

●​ Adaptation to Change: Organizations need to adapt their strategies as they move through 

different stages to remain competitive and avoid stagnation. 

●​ Management Challenges: Each stage presents different management challenges, and 

understanding these can help in navigating issues like leadership transitions, employee 

engagement, and operational efficiency. 

●​ Long-term Sustainability: Analyzing the life cycle helps ensure that the organization remains 

sustainable and capable of thriving through various stages of growth and change. 

 

15. OD-HRD interface 

The Organizational Development (OD) and Human Resource Development (HRD) functions are 

closely intertwined in any organization, as both aim to improve organizational effectiveness and 

employee performance. However, they focus on different aspects of development, and their 

interface is crucial for creating a supportive environment for growth and change within an 

organization. 

Understanding OD and HRD 
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●​ Organizational Development (OD) is a broad, strategic approach to improving the overall 

effectiveness of an organization. It focuses on organizational change, improving processes, 

structures, and cultures, and enhancing overall productivity. OD is typically driven by a need 

to adapt to external or internal changes, improve communication, reduce conflict, and 

enhance collaboration across the organization. 

●​ Human Resource Development (HRD) focuses on the growth and development of 

employees within an organization. It involves training, career development, performance 

management, and ensuring that employees have the necessary skills, knowledge, and 

abilities to perform their roles effectively. 

The OD-HRD Interface 

1.​ Complementary Focus: 

o​ OD focuses on organizational systems, processes, and structures, while HRD focuses 

on the growth and development of the workforce. Both functions aim for the same 

goal: improving organizational effectiveness, but from different angles. 

o​ OD interventions may include organizational culture changes, restructuring, and 

leadership development, while HRD focuses more on employee training, career 

development, and performance enhancement. 

2.​ Collaborative Approach to Change: 

o​ For any organizational change to be successful, both OD and HRD must work 

together. OD sets the framework for the type of changes needed in the organization 

(such as a shift in organizational culture or structure), while HRD ensures that the 

employees have the skills and mindset to navigate those changes successfully. 

o​ For instance, if an organization is undergoing a restructuring, HRD might be 

responsible for providing the necessary training for employees to adapt to new roles, 

while OD will focus on the strategic realignment of the organization. 

3.​ Employee and Organizational Development: 

o​ Both OD and HRD seek to create a more effective and productive organization. HRD 

achieves this by fostering employee growth through skill development and personal 

career advancement. Meanwhile, OD focuses on aligning the workforce with the 

organizational goals, improving team dynamics, and creating an environment 

conducive to change. 

o​ The interface between OD and HRD ensures that employees are not only capable of 

meeting current job requirements but are also ready to handle future challenges as 

the organization evolves. 

4.​ Cultural Alignment: 

o​ OD interventions often require a shift in organizational culture. HRD plays a 

significant role in facilitating this cultural shift by designing training programs, 

workshops, and leadership development initiatives that align employee behavior 

with the desired organizational values and culture. 
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o​ For example, an OD initiative may involve moving towards a more collaborative 

culture, and HRD would support this by offering training on teamwork, 

communication, and leadership development. 

5.​ Problem-Solving and Conflict Resolution: 

o​ Both OD and HRD work together in addressing organizational challenges, such as 

conflict resolution, communication breakdowns, and leadership issues. HRD can 

design programs to address specific skills gaps, while OD can assess the broader 

organizational issues that might be contributing to these challenges and recommend 

structural or procedural changes. 

o​  

16. Values in OD. 

In Organizational Development (OD), values are the fundamental beliefs, principles, and ethical 

standards that guide the behavior and decision-making processes within an organization. These 

values shape the organizational culture, influence how employees interact, and help align the goals 

of individuals with those of the organization. The integration of strong and positive values is essential 

for ensuring that OD interventions are both effective and sustainable, fostering an environment of 

trust, collaboration, and continuous improvement. 

Values in Organizational Development 

1.​ Collaboration: 

o​ Collaboration is central to OD, as it emphasizes the importance of teamwork, shared 

decision-making, and collective problem-solving. OD interventions encourage a 

culture where employees work together across functions, levels, and departments to 

achieve common goals. This collaborative approach helps in breaking down silos and 

fostering open communication. 

2.​ Respect for Individuals: 

o​ Respect for every individual within the organization is a core value in OD. It 

emphasizes treating employees with dignity, recognizing their unique contributions, 

and valuing diversity. This value ensures that all employees feel heard, valued, and 

included in the organizational processes, leading to better engagement and morale. 

3.​ Integrity: 

o​ Integrity refers to being honest, transparent, and ethical in all actions and decisions. 

In OD, integrity is essential because it builds trust between employees and 

management, which is crucial for the success of any developmental initiative. OD 

professionals must model and promote integrity in their work, ensuring that all 

interventions are ethical and aligned with the organization's values. 

4.​ Continuous Learning and Development: 

o​ A commitment to learning is a fundamental value in OD. Organizations that value 

learning continuously seek opportunities for growth, whether through training, 

development programs, or personal development initiatives. This fosters an 

 



M
uku

ndEd
uca

re.blogs
pot.c

om

 

environment of adaptability and resilience, ensuring that both the organization and 

its employees evolve in response to changing needs and challenges. 

5.​ Empowerment: 

o​ Empowerment is a key value in OD, where individuals at all levels are encouraged to 

take ownership of their work and make decisions. OD aims to create a work 

environment where employees feel empowered to contribute their ideas, take 

initiative, and influence the direction of the organization. Empowering employees 

leads to increased innovation, satisfaction, and productivity. 

6.​ Accountability: 

o​ Accountability in OD is about taking responsibility for one’s actions and outcomes. 

OD encourages a culture where individuals and teams are accountable for their 

performance and decisions. This value ensures that people are committed to 

achieving the organization’s goals and that there is a clear sense of ownership over 

both successes and challenges. 

7.​ Sustainability: 

o​ OD places importance on long-term sustainability, both in terms of organizational 

growth and the well-being of its employees. The focus is not just on short-term 

gains, but on creating practices and processes that lead to lasting improvements in 

organizational performance and employee satisfaction. Sustainability also includes 

social and environmental responsibility. 

8.​ Innovation and Change: 

o​ OD values innovation and the ability to manage change effectively. Organizations 

need to be adaptable to survive and thrive in a constantly evolving business 

environment. OD interventions often focus on fostering a culture of innovation, 

where employees are encouraged to think creatively and embrace change as a 

positive force. 

 

17. Change Agents 

Change agents are individuals or groups that drive and facilitate organizational renewal and 

transformation. They play a crucial role in challenging the status quo, introducing new ideas, and 

guiding teams through change. 

Types of Change Agents 

1.​ Internal Change Agents – Employees within the organization, such as managers or HR 

professionals, who advocate for change. 

2.​ External Change Agents – Consultants or advisors who bring an outside perspective and 

expertise. 

3.​ Transformational Leaders – Executives or senior leaders who drive strategic change from the 

top. 
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4.​ Informal Change Agents – Employees at any level who influence others and champion new 

ways of working. 

Roles of Change Agents 

●​ Visionary – Define a clear future state and inspire others. 

●​ Communicator – Ensure transparency and engagement with stakeholders. 

●​ Facilitator – Help teams transition through change with training and support. 

●​ Problem-Solver – Identify and address obstacles in the change process. 

●​ Advocate – Promote the change and address resistance proactively. 

Key Skills of Effective Change Agents 

✔ Leadership & Influence​
✔ Strategic Thinking​
✔ Emotional Intelligence​
✔ Communication & Persuasion​
✔ Adaptability 

 

18. Organizational Re-Energizing 

Organizational re-energizing is the process of revitalizing a company’s culture, strategy, and 

operations to enhance motivation, innovation, and performance. It helps organizations break free 

from stagnation, low morale, and inefficiency. 

Key Drivers of Organizational Re-Energizing 

1.​ Leadership Renewal – Engaged and visionary leaders set the tone for transformation. 

2.​ Cultural Revitalization – Fostering a positive, dynamic, and adaptable work culture. 

3.​ Employee Engagement – Empowering employees with autonomy, purpose, and recognition. 

4.​ Strategic Refresh – Updating goals, business models, and operational strategies. 

5.​ Innovation and Creativity – Encouraging new ideas, experimentation, and continuous 

learning. 

Approaches to Re-Energizing an Organization 

✅ Purpose-Driven Leadership – Leaders must inspire and align employees with a compelling vision.​
✅ Open Communication & Transparency – Foster trust by involving employees in decision-making.​
✅ Empowerment & Autonomy – Give teams ownership over projects to enhance motivation.​
✅ Workplace Well-Being – Promote work-life balance, mental health, and a positive environment.​
✅ Recognition & Rewards – Reinforce good performance through appreciation and incentives.​
✅ Skill Development & Growth – Offer learning opportunities to keep employees engaged. 

Signs an Organization Needs Re-Energizing 

⚠️ Declining employee morale and engagement.​
⚠️ Resistance to change and innovation.​
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⚠️ High turnover rates and absenteeism.​
⚠️ Loss of competitive edge in the market.​
⚠️ Slow decision-making and bureaucratic inefficiencies. 

 

 

19. Strategic Constituency Approach  

The Strategic Constituency Approach is a framework for evaluating organizational effectiveness 

based on how well an organization satisfies its key stakeholders (constituencies). It recognizes that 

different groups—such as employees, customers, investors, suppliers, and regulatory bodies—have 

varying and sometimes conflicting expectations. 

Principles of the Strategic Constituency Approach 

1.​ Multiple Stakeholders Matter – No single measure (like profit or productivity) can define 

success; effectiveness depends on meeting the needs of multiple constituencies. 

2.​ Dynamic and Adaptive – Organizations must continuously evolve to address changing 

stakeholder demands. 

3.​ Power and Influence – Different stakeholders have different levels of power and influence 

over organizational decisions. 

4.​ Compromise and Balance – Organizations must balance competing interests (e.g., 

profitability vs. employee well-being). 

Major Constituencies in an Organization 

Stakeholder 

Group 

Key Expectations Example 

Customers High-quality products, 

good service, fair 

pricing 

A company improving 

customer service to boost 

retention. 

Employees Job security, fair 

wages, growth 

opportunities 

Implementing career 

development programs. 

Shareholders/ 

Investors 

Profitability, return on 

investment (ROI), 

transparency 

A firm increasing efficiency 

to maximize earnings. 

Suppliers Fair contracts, 

long-term 

relationships, timely 

payments 

Strengthening partnerships 

through ethical sourcing. 

Government & 

Regulators 

Compliance with laws, 

ethical operations 

Ensuring labor and 

environmental law 

compliance. 
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Community & 

Society 

 

 

 

Social responsibility, 

sustainability, job 

creation 

A business reducing its 

carbon footprint. 

Applying the Strategic Constituency Approach 

✔ Stakeholder Analysis – Identify key constituencies and their expectations.​
✔ Balanced Decision-Making – Align strategies to address multiple interests without compromising 

core objectives.​
✔ Performance Metrics – Measure success based on how well different stakeholder needs are met.​
✔ Continuous Feedback – Engage with stakeholders to adapt strategies over time. 

When to Use This Approach? 

✅ When an organization operates in a complex environment with multiple stakeholders.​
✅ When balancing financial success with social and ethical responsibilities.​
✅ When managing conflicts between different interest groups. 

 

20. Internal Process Approach 

The Internal Process Approach evaluates an organization’s effectiveness based on the efficiency, 

stability, and smooth functioning of its internal operations. Unlike the System Resource Approach, 

which focuses on external resource acquisition, this approach emphasizes internal processes, 

workflows, and coordination as key indicators of success. 

Principles of the Internal Process Approach 

1.​ Efficiency & Productivity – Well-structured internal operations lead to effective output. 

2.​ Coordination & Communication – Seamless collaboration across departments improves 

effectiveness. 

3.​ Employee Morale & Engagement – A motivated workforce drives better internal processes. 

4.​ Stability & Control – Predictable, well-managed systems contribute to sustained 

performance. 

Focus Areas in the Internal Process Approach 

Focus Area Description Example 

Workflow 

Efficiency 

Streamlined operations 

reduce waste and 

improve productivity. 

Implementing 

automation in 

manufacturing to reduce 

errors. 
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Decision-Maki

ng Process 

Effective 

decision-making ensures 

quick and strategic 

actions. 

Data-driven 

decision-making through 

advanced analytics. 

Employee 

Satisfaction 

Engaged employees 

enhance internal 

collaboration and 

output. 

Employee feedback 

programs and career 

development initiatives. 

Innovation & 

Learning 

Continuous 

improvement fosters 

adaptability and 

competitiveness. 

`Encouraging 

cross-functional 

teamwork for 

problem-solving. 

Quality 

Control 

Strong internal controls 

ensure high 

product/service 

standards. 

Using Six Sigma 

methodologies to 

improve quality. 

 Applying the Internal Process Approach 

✔ Process Optimization – Identify inefficiencies and improve workflow automation.​
✔ Clear Organizational Structure – Define roles and responsibilities to minimize bottlenecks.​
✔ Performance Monitoring – Use KPIs to track efficiency and internal effectiveness.​
✔ Employee Engagement Programs – Foster a positive work culture and internal collaboration.​
✔ Continuous Improvement – Implement Kaizen, Lean, or Six Sigma for ongoing process 

enhancement. 

 

22. Organizational Effectiveness vs. Organizational Efficiency 

  Organizational Effectiveness Organizational Efficiency 

Definition The ability to achieve strategic 

goals and desired outcomes. 

The ability to achieve goals 

with minimal resources, time, 

and cost. 

 

Focus 

 

 

 

Doing the right things to 

create value and impact. 

Doing things right by 

optimizing processes and 

reducing waste. 

Measures Success in market positioning, 

customer satisfaction, 

innovation, and adaptability. 

Productivity, cost reduction, 

speed, and resource 

utilization. 

 



M
uku

ndEd
uca

re.blogs
pot.c

om

 

Approach Focuses on long-term strategic 

goals, innovation, and 

stakeholder value. 

Focuses on streamlining 

processes, automation, and 

operational improvements. 

 

Example 

 

 

 

A company launching a unique 

product that meets market 

demand and builds brand 

loyalty. 

A company improving its 

supply chain to reduce 

production costs and delivery 

times. 
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