Course Name		: Organization Development & Change Management
Course Code		: MST(HR) 552
Course Instructor	: Prachi Kapil

Hours: 3+1										Credits: 2
Course Objectives: 
The basic objective of this course is to provide participants with an integrated and comprehensive view of the field of Organizational Development. The course aims to present, in a clear and organized manner, the newest approaches, concepts, and techniques of this discipline. Organizations always aim to increase the effectiveness and efficiency of their actions & it needs to be accepted that change is unavoidable if they are really working for excellence. But still the resistance to change is on the top of the list of organizational problems. So, the priority is to understand change in the organizations. The objective of the course is to enhance understanding of the students about the process of change and development within an organization.
Course Contents: 
Unit –A: Introduction to Organizational Development
Definition, Field and History of Organization Development, Assumptions and beliefs in O.D., Foundation of O.D, Managing O.D. Process, Action Research and O.D., O.D. Interventions-An Overview. 
Unit –B: OD Interventions
Meaning, Types of interventions, Sensitivity Training, Life and Career Planning, Role Analysis Techniques, Coaching and Mentoring, MBO, Quality Circles, Managerial Grid, Team building, Likert Systems, Process Consultation, Survey Feedback, Team interventions, Inter- group and Third-Party Peacemaking Interventions, Comprehensive OD Interventions.

Unit –C: Management of Change
Characteristics of Transformational Change, Organizational Culture, Dimensions of change, Change process, Change agents, Consultant-Client Relationships, Implementation of Organizational Change Strategies.
Unit –D: Organizational Effectiveness
Concept, Approaches and its determinants, Organizational Diagnosis methods, Methods of Collecting data, Feeding back diagnostic information, Organizational stress- causes, effects and coping strategies.
1. Knowledge outcome:
At the end of the course, the student should be able to:
· Understand OD through an experiential learning approach.
· To develop an understanding of the nature, functioning and design of an organization as a social unit.
· Develop theoretical and practical insights and problem-solving capabilities for effectively managing the organizational processes.
· To examine the relationship between the organizational characteristics (for example: structure, strategies, systems etc.) and managerial behavior.
· Have a clear understanding of change as an integral part of development.

2. Skill outcome:
The student would be able to:
· Apply behavioral science knowledge to improve organizational performance.
· Understand theoretical concepts but apply it for research perspectives.
· Managing change in turbulent environments and increased competition.
· Help an organization become technologically, strategically and culturally healthy and viable.
Methodology:
· 23 participative lectures to discuss the theoretical concepts
· 2 case studies to understand practical aspects of the subject
· 2 Assignments based on case studies and subject matter
· 2 Quizzes based on subject matter
· Team activities and simulations
Grading:
Internal assessment – assignments/quizzes/attendance		-	20%
i. Assignments					  8%
ii. Quizzes					  7%
iii. Attendance 					  5%
		
Mid-term exam 							-	20%
Team activity and simulation participation  			-	10%
Final exam								-	50%


Suggested Readings:
Text Books:
· French, W.H. and Bell, CH. Organization Development, Prentice Hall of India 
References:
· Cummings T.G. and Worli C.G, “Organization Development and Change”, Thomson South-Western
· Harvey, D.F. and Brown, D.R. “An Experiential Approach to Organization Development.” Englewood Cliffs, New Jersey, Prentice Hall.
Lecture Schedule for MS (HR) 552: Organization Development and Change        Management
	Lecture:  1
	

	Pedagogy
	General discussion in the class regarding the ideology of the subject
Power Point Presentation and oral explanations

	Topics to be covered
	Definition, Field and history of Organization Development
1. Introduction to the subject and the various field that contribute to it
2. History of Organizational Development


	Learning Outcome
	Understanding of the background of the subject
Distinctive features of OD

	Readings
	Organization Development by Wendell L. French and Cecil H. Bell,Prentice Hall of India PP 1-61

	Case Study /Practical
	-

	Assignment/Quiz/ Project
	- 

	Instructions for the Next Lecture
	Students would be asked to read introduction and history of the subject from the recommended book.



	Lecture:  2
	

	Pedagogy
	Discussion of the previous lecture
Power Point Presentation and Classroom Interaction

	Topics to be covered
	Assumptions and beliefs in OD, Foundations of OD
1. Implications of OD values and assumptions
2. Models of Planned change

	Learning Outcome
	The activities’ related to systematic OD
Understanding of the basis of participation and empowerment



	Readings
	Organization Development by Wendell L. French and Cecil H. Bell,Prentice Hall of India PP 62-104

	Case Study /Practical
	-

	Assignment/Quiz/ Project
	

	Instructions for the Next Lecture
	Students are required to read theory on history and foundations of OD from the recommended book.



	Lecture:  3
	

	Pedagogy
	Powerpoint presentation and classroom discussion
White board and marker for diagrams

	Topics to be covered
	Managing OD process and Action Research
1. Diagnosing Organization Systems
2. Action Research for problem solving
3. Varieties of Action Research


	Learning Outcome
	Model of diagnostic research 
Critical programs of OD

	Readings
	Organization Development by Wendell L. French and Cecil H. Bell,Prentice Hall of India PP 104-144

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	Students are required to read the case “Its your turn” from the recommended book



	Lecture:  4
	

	Pedagogy
	Powerpoint presentation and classroom discussion
Discussion with the students on the case to be discussed

	Topics to be covered
	Case Study: Its Your Turn


	Learning Outcome
	Understanding of practical issues concerned with the subject
To come out with viable solutions for the problem at hand

	Readings
	Organization Development and Change Management by Cummings and Worley, Thomson South Western,  PP 198-199

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	Students are supposed to submit the answer to the questions discussed in the class within three days.

	Instructions for the Next Lecture
	Students would be asked to read theoretical concepts of OD interventions



	Lecture:  5
	

	Pedagogy
	Powerpoint Presentation and classroom discussion

	Topics to be covered
	Overview of OD interventions and their types
1. Meaning of OD interventions
2. Types of OD interventions



	Learning Outcome
	Classification of OD interventions
Planning and implementation of OD interventions

	Readings
	Organization Development by Wendell L. French and Cecil H. Bell,Prentice Hall of India PP 145-154

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	Students would be asked to read Sensitivity training and Life and career planning form the recommended book



	Lecture:  6
	

	Pedagogy
	Powerpoint Presentation and classroom Discussion
White board and marker for theoretical explanations 

	Topics to be covered
	Sensitivity Training and Life and Career Planning
1. T-Groups
2. Career Anchors


	Learning Outcome
	Effects of behaviours on others
An individual’s analysis of his/her life and career trajectory

	Readings
	Organization Development by Wendell L. French and Cecil H. Bell,Prentice Hall of India 243-248

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	Students are required to read Role analysis techniques for the next lecture



	Lecture:  7
	

	Pedagogy
	Powerpoint Presentation and classroom discussion
White board and marker

	Topics to be covered
	Role Analysis Technique and Coaching and mentoring
1. Structural series of steps in Role analysis
2. Coaching and Mentoring

	Learning Outcome
	Clarification of role expectations and obligations
Enhancement of coaching and mentoring skills

	Readings
	Organization Development by Wendell L. French and Cecil H. Bell,Prentice Hall of India PP166-168 and PP 248-249

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	Students are required to read about MBO for the next lecture



	Lecture:  8
	

	Pedagogy
	Powerpoint Presentation and conceptual discussion in the class
Formation of goals and objectives

	Topics to be covered
	Management by Objectives and Quality Circles
1. Steps of MBO Process
2. Employee involvement teams

	Learning Outcome
	Understand the concept of participative management
Alignment of personal goals with business strategy

	Readings
	Organization Development and Change Management by Cummings and Worley, Thomson South Western,  PP 320-326and PP 384-388

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	Students are asked to read theory of Grid Organization Development from the recommended book



	Lecture:  9
	

	Pedagogy
	Powerpoint Presentation and class room discussion
White board and marker for diagrams

	Topics to be covered
	Managerial Grid and Team development
1. Normative approach of Grid organization Development
2. Planned activities in groups

	Learning Outcome
	Understand the concept and practical use of a Managerial grid in OD
Accomplishment of tasks in groups and enhancement of interpersonal skills


	Readings
	Organization Development and Change Management by Cummings and Worley, Thomson South Western,  PP 329-341 and PP 262-266

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	Students will be asked to read Likert’s Systems’ theoretical concepts for the next lecture



	Lecture:  10
	

	Pedagogy
	Powerpoint presentations


	Topics to be covered
	Likert Systems and Process Consultation

	Learning Outcome
	Measures pertaining to leadership, organization climate and job satisfaction
Diagnosing and understanding process events


	Readings
	Organization Development by Wendell L. French and Cecil H. Bell,Prentice Hall of India PP 205-208 and PP 163-165

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	




	Lecture:  11
	

	Pedagogy
	Powerpoint presentation and discussion

	Topics to be covered
	Survey feedback
1. Attitude Survey
2. Steps of conducting a Survey feedback

	Learning Outcome
	Process of systematically collecting data
Feeding the data for individuals and groups

	Readings
	Organization Development by Wendell L. French and Cecil H. Bell,Prentice Hall of India PP 202-205


	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	



	Lecture:  12
	

	Pedagogy
	Powerpoint Presentations and Classroom discussions
Discussion on the case under study


	Topics to be covered
	Team Interventions
1. Cross Functional and effective teams
2. Formal group team building

	Learning Outcome
	Characteristics of an effective team
Working in high performance teams

	Readings
	Organization Development by Wendell L. French and Cecil H. Bell,Prentice Hall of India PP 155-163


	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	



	Lecture:  13
	

	Pedagogy
	Powerpoint Presentations
White board and marker for description

	Topics to be covered
	Intergroup and Third party Peacemaking Interventions
1. Intergroup Team building Interventions
2. Third party peacemaking interventions
3. Organization Mirror interventions


	Learning Outcome
	Resolution of intergroup conflict
Improving intergroup relations

	Readings
	Organization Development by Wendell L. French and Cecil H. Bell,Prentice Hall of India PP 180-189


	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	



	Lecture:  14
	

	Pedagogy
	Powerpoint Presentation and classroom discussion

	Topics to be covered
	Comprehensive OD Interventions
1. Real Time Strategic Change
2. Stream Analysis

	Learning Outcome
	Comprehensive OD interventions involving the organization as a whole
Understanding Real time change

	Readings
	Organization Development by Wendell L. French and Cecil H. Bell,Prentice Hall of India PP 190-216


	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	Revision of Unit-I and Unit-II for MCQ based quiz



	Lecture:  15
	

	Pedagogy
	Display of MCQs on E-Univ
Students would be asked to answer
The answers would be marked online and it will be counted in the internal assessment

	Topics to be covered
	 QUIZ 1:Unit-I and Unit-II

	Learning Outcome
	Revision of the concepts already learnt
Preparation for exams

	Readings
	Organization Development by Wendell L. French and Cecil H. Bell, Prentice Hall of India 


	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	



	Lecture:  16
	

	Pedagogy
	Powerpoint presentations
White board and marker for explanation of theoretical concepts

	Topics to be covered
	Characteristics of Transformational Change
1. Environmental and internal disruptions
2. Continuous learning and change

	Learning Outcome
	Interventions aimed at transforming organizations
Activities directed at changing the basic character of the organizations

	Readings
	Organization Development and Change Management by Cummings and Worley, Thomson South Western,  PP 498-501

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	Students would be asked to read Organization Culture form the recommended book



	Lecture:  17
	

	Pedagogy
	Video associated with the topic
Powerpoint presentation and classroom discussion

	Topics to be covered
	Organization Culture
1. Concept of Organization Culture
2. Diagnosing Organization culture

	Learning Outcome
	Understanding of the basic assumptions, values and beliefs shared by organizational members.
The various approached to diagnose organization cultural changes.

	Readings
	Organization Development and Change Management by Cummings and Worley, Thomson South Western,  PP 502-508

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	Students are supposed to read Dimensions of change for discussion in the next lecture



	Lecture:  18
	

	Pedagogy
	Discussion on what students have understood through reading the topic
Powerpoint Presentation

	Topics to be covered
	Dimensions of change and Change Process

	Learning Outcome
	Students would be able to understand how change takes place in an organization
Understanding of the concept that change is a step by step process and its management

	Readings
	Class notes and reference material will be provided by the instructor

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	Students would be asked to come up with some change agents in their day to day life



	Lecture:  19
	

	Pedagogy
	Discussion on the inputs from the students
Powerpoint presentation
White board and marker

	Topics to be covered
	 Change agents

	Learning Outcome
	Recognition of various change agents
The impact of change agents in bringing about a successful change process

	Readings
	Class notes and reference material will be provided by the instructor.

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	



	Lecture:  20
	

	Pedagogy
	Video on client relationships
Powerpoint Presentation and classroom discussion

	Topics to be covered
	Consultant-client relationships
1. Trust issue
2. Depth of intervention

	Learning Outcome
	Entry and contracting in a client system
Nature of the consultant’s expertise

	Readings
	Organization Development by Wendell L. French and Cecil H. Bell,Prentice Hall of India PP 253-269


	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	



	Lecture:  21
	

	Pedagogy
	Discussion on inputs from the students
Powerpoint Presenatation
Discussion of the case

	Topics to be covered
	Case: “ Ring and Royce Company” 

	Learning Outcome
	Students would be able to understand organization culture.
Sources of resistance in an organization.

	Readings
	

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	Students are supposed to submit an assignment on their learning of the case  (with answers to the questions )within three days

	Instructions for the Next Lecture
	



	Lecture:  22
	

	Pedagogy
	Powerpoint presentations and classroom discussions


	Topics to be covered
	Concepts , approaches and determinants of Organization Effectiveness
1. Concept of organization effectiveness
2. Determinants of effectiveness in an organization

	Learning Outcome
	Understand the concept of Organization Effectiveness
The various approaches to OE

	Readings
	Class notes and reference material will be provided by the instructor

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	Students would be asked to read Organizational Diagnosis methods 



	Lecture:  23
	

	Pedagogy
	Powerpoint Presentation and class room discussion
White board and marker for explanation of concepts

	Topics to be covered
	Diagnosing Organizations

	Learning Outcome
	Understand the need for diagnostic models
Discover the problems and areas for improvement in an organization

	Readings
	Organization Development and Change Management by Cummings and Worley, Thomson South Western,  PP 82-96

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	Students would be asked to read Data Collection Methods form the recommended book



	Lecture:  24
	

	Pedagogy
	PowerPoint Presentation and class room discussion on what students had read
Discussion on the learning of the students

	Topics to be covered
	Methods of Data collection
1. Questionnaires
2. Interviews
3. Observations


	Learning Outcome
	Collection of data to analyze how the organization is functioning
To understand the various types of data collection methods and their usage in respective situations

	Readings
	Organization Development and Change Management by Cummings and Worley, Thomson South Western,  PP 112-120

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	



	Lecture:  25 
	

	Pedagogy
	Powerpoint Presentation

	Topics to be covered
	Feeding back Diagnostic information
1. Content of the feedback
2. Characteristics of feedback process

	Learning Outcome
	Responsibility of organizing and presenting data
Importance of the content of the feedback

	Readings
	Organization Development and Change Management by Cummings and Worley, Thomson South Western,  PP 130-133

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	



	Lecture:  26
	

	Pedagogy
	Videos and images of stress in organizations

	Topics to be covered
	Causes of Organizational stress

	Learning Outcome
	Preventing negative stress in organizational conditions
Diagnosis of current situations causing stress

	Readings
	Organization Development and Change Management by Cummings and Worley, Thomson South Western,  PP 442-446

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	



	Lecture:  27
	

	Pedagogy
	Video on coping strategies of stress
Powerpoint presentation

	Topics to be covered
	Effects of Organizational Stress and Coping Strategies

	Learning Outcome
	Interventions of reducing negative stress
Role clarifications and supportive relationships

	Readings
	Organization Development and Change Management by Cummings and Worley, Thomson South Western,  PP 446-449

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	Students would be asked to prepare for the quiz of Unit-III and Unit –IV



	Lecture:  28
	

	Pedagogy
	Display of MCQs on E-Univ
Students would be asked to answer
The answers would be marked online and it will be counted in the internal assessment

	Topics to be covered
	Quiz 2:Unit-III and Unit-IV

	Learning Outcome
	Revision of the concepts already learnt
Preparation for exams

	Readings
	

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	Revision of the syllabus to clarify any doubts

	Lecture:  30
	

	Pedagogy
	Students would be asked one by one or in groups to ask their queries
The queries would be answered and problems discussed

	Topics to be covered
	Clarifications of doubts and problems

	Learning Outcome
	Clarity of the concepts 
Discussions with fellow students and participation in problem solving

	Readings
	

	Case Study/The Situation
	

	Assignment/Quiz/ Practical
	

	Instructions for the Next Lecture
	



List of cases:
1. It’s your turn
2. Ring and Royce Electronics
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¥ the internal practitioners to recommend a course of
: action.

: Questions Source: Reproduced

. 1. What summary conclusions do you have about L. Ross, CoveyLead
Ring and Royce, and how will you organize the
study findings to support those conclusions?

¢ 2. How might R&R go about increasing its compli-
ance with affirmative action regulations?
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SELECTED CASES

- |t'sYourTurn

To: STEVE@xyz.com
From: TOM®@university.edu

Dear Steve,

I enjoyed seeing you at the OD Network confer-
ence. I've been trying to reach you by phone, but
no luck, so I thought I would drop you an email.
Your secretary said you were on a job out of state.
I've been working with several clients and my
teaching load is getting pretty hectic. Are you inter-
ested in working together again? I've been contact-
ed by Newfangled Software to discuss some man-
agement training, possibly OD. It seems like you
worked for them several years ago. Is this correct or
have I got my organizations mixed up?

Hope to hear from you soon and maybe we can
work something out at Newfangled.

Tom

To: TOM@university.edu
From: STEVE@xyz.com
Dear Tom,

Sorry to have missed your calls, but I was in Okla-
homa City doing some work with the State Depart-
ment. Thanks for the email, although it triggered
some old memories. Excuse my rambling in what I
will share with you about Newfangled Software.
Please keep this confidential. Yes, you were right
about me working with them. I looked in my
records and it was nine years ago. I've been keep-
ing in touch indirectly with how things are going
there through some of my old contacts.

Their president, David Dyer, has been under se-
vere pressure from three of their five board mem-
bers. I can't say he doesn’t deserve at least some of
the blame for their current problems, although I
suspect the board members have their own political
agendas. T was contacted by a guy named Irwin
from their training department to go on their an-
nual retreat with the middle and top managers.
Irwin is okay, and if he has a fault, it’s his taking his
work too seriously, given the current culture at
Newfangled. Initially I was to do some manage-

198 PART 2
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ment development training on a very superficial
level. David Dyer had only been there for several
months. Irwin and I decided it would be prudent to
g0 easy at first until David got the lay of the land.
Irwin, not David, was my contact person because
Irwin was responsible for all of the management
and technical training. :
Anyway, the three-day retreat was “weird” but, z
reflecting on things, not at all unusual. The retreat i
started when wei'were all loaded up in a bus. None
of the participants was told where they were going,
so it was to be a'big surprise. We traveled about
three hours to a dude ranch in the local mountains.
1 was supposed to provide the training for one af-
ternoon and the'following morning. Irwin helped
out. We did a few icebreaker exercises, followed by
some kind of nonthreatening team exercise. This
was followed by reports from the teams on what
they thought were effective supervision skills. It
was really low-key stuff. I arranged the teams to be
composed of managers from both middle and top
levels.
You know, I can remember what happened as if
it were yesterday. David remained real aloof. I had
previously arranged for him, like everyone else, to
be in a team. He joked around with several other
men for about thirty minutes before joining his:
team. Meanwhile, his team went to work without
him. He finally joined them but did not say muc]
After a few minutes he got up and went over to an-
other team and talked with them about the tennis
game they’d had the previous day. I did not con-
front him at the time, which, reflecting on things,
may have been a mistake on my part. But I rational-
ized that he was new and wanted to get to know his
people on a social basis. Besides, don’t we OD types
say we should take our dlients “where they're at?”
Well, that was the afternoon session. Not exact
ly a roaring success, but a number of the partici
pants were really getting into the exercises. The
next morning went about the same. David played |
the part of the social butterfly. His behavior was a
bit obvious to others. Reflecting back on things,
think he was intimidated. This was his first presi
dent position. We had a team-building exercise fol- §
lowed by a discussion on how departments, in gen-
eral, could work better together—nothing specific.
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emember one fellow got real annoyed at some of
he other teams for joking around. He said some-
hing to the effect that this was why it took so long
or new products to get out the door. Several others
greed, but then David said what we were doing in
he teams was just a fun game and did not mean
nything. The morning session ended okay, for the
nost part, although David and several others left
arly. ;

Nothing more happened with me and the com-
iany. Irwin called me to say his budget had been
ut, and they were not able to do any more training
or a while. I read between the lines and politely
vished him well. Several years ago, I heard from a
dend, Patricia Kingsley, who I have worked with
m other jobs. She said she had been recruited to
onduct training at Newfangled’s annual retreat.
‘hey flew over a thousand miles to a retreat at
lape Cod. Big bucks on this trip. It was for five
lays, and she was to provide training for four half-
lay sessions. Halfway through the first session,
Yavid recruited three of his top administrators and
hey went for a canoe ride. Patricia said you could
tear them out on the lake laughing and carrying
n while the rest of the team was working. At each
f the other three sessions, participation dropped
ff dramatically until she ended up with less than a
juarter of the people in the last session. She said
he had never seen anything like it.

Bt
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past the aunual retreat
again, but I think itwo

you may getaV 0od. vacatio)
hand, don’t take your la

You may have a differen
board may- hzwe made some
and give me

suqce,ss ,p,egsonally.
rience because the

Smcerely,

Questions

1. Assume that you are going to meet with Irwin
to discuss the training session for the next man-
agement retreat. What contracting issues are
most important for you?

2. How will you address the 1ssue of Davxd s past
behavior? ¢

Source: Reprinted and ~adapted with' permission
from a case titled “The OD Letters” that appeared in
D. Harvey and D. Brown, An Experiential Approach to
Organization Development (Upper Saddle River, N.J.:
Prentice Hall 1996)
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Ring and Royce Electronics

and Royce (R&R) was a medium-sized elec-
ic component designer and manufacturer in
ithern Califérnia, ‘with annuai sales of about
00 million. Fully 80 percent of R&R revenues
ne from government and military contracts for
, specially designed electronic devices. The
any was functionally organized with a presi-
who reported to a group vice president of the
ent corporation. Reporting to the president were
¢ presidents of human resources, engineering de-
, production and assembly, marketing and con-
ct administration, and finance and accounting.
le.company was over thirty years old and had an
cellent reputation in the small electroni¢ compo-

Most of the work performed by the company

yeering. R&R usually bid on and won military
ontracts that called for specially desigried compo-
nents for state-of-the-art navigational systems, test
systems, and aircraft. The company also maintained
a small production and finai assembly plant. The
design and development group, however, was re-
- garded as the high-status group.

A strong engineering orientation dominated the
company culture. The president was an engineer
and had close ties with the engineering design de-
" partment. Traditionally, the route to high ievels of
| management was through the engineering depart-
ment. Most of the employees and managers there
were professionals, many of them with advanced
degrees. Production and assembly, on the other
hand, were low-status areas, and few people from
thosé departments ever were promoted into senior
management positions. Any.engineer with man-
agerial aspirations learned quickly to move out of
" assembly into engineering design. Although this
was a topic of concern and conversation among the
employees, most workers attributed this orienta-
tion to the company's success clearly being linked
with engineering innovations. Paralleling the ca-
reer progression norms and _engineering orienta-

staffed predominantly by males and the production

SELECTED CASES

| under the rubric of design and development en- .

tion, the engineering design department was

[

and assembly departments were staffed pnmanly
by females.

In 1986, the U.S. government, as part of aroutine
audit of military contractors, cited serious shortcom-
ings in R&R’s affirmative action compliance. It noted,
for example, that there were no women or minori-
ties in senior management; that there were only a
few people of color in middle management ranks;
and that the only positions of respensibility held by
women and minorities were lead positions in the
production and final assembly departments. Other-
wise, women held only low-level staff or clerical po-
sitions in administration and humnan resources. Peo-
ple of color were found mostly in the production and
final assembly plant as hourly workers. The audit
noted that unless this situation changed within
twelve months, the government would have no
choice but to cancel the pending and existing con-
tracts that had been awarded to Ring and Royce.

Organization developmer't activities were not
new to Ring and Royce. Two internal OD practi-
tioners, one male and one fefhale, reported to the
vice president of human resources. In a conversa-
tion with the vice president, the two internal con-
sultants noted that they recently had attended a
workshop on workforce diversity and that some of
the methods described there might be appropriate
to use at R&R. The vice president asked the internal
consultants to contact the workshop presenter and
develop a response to the government audit. As the
presenter, you meet with the internal OD practi-
tioners and the vice president of human resources
and suggest that a logical first step is to study the
organization to understand how employees and
managers see the promotion and career opportuni-
ties. This would also allow the organization tq de-
velop a diversity profile that could serve as a base-
line against which to judge progress in meeting the
government's requirements.

Together, you and the internal consultants con-
duct a study on the career planning and develop-
ment practices of R&R, the distribution of yomen
and people of color in the organization, and the at-

titudes. of the current workforce toward promotion

;prportumﬂes and diversity. The.findings of your

study are summarized below.
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1. The study confirmed the government's audit in
terms,of the low pérceantage of women and mi-
norities in supervisory and lead positions (ex-
cept in production and final assembly) and their
absence from middle and senior management
levels.

2. The availability of women and minority engi-
neers is very low. They usually are very young,
recent college graduates, and are in great de-
mand. It is costly to identify and recruit these
engineers, and once hired, these employees are
not likely to be serious management candidates

_for several years.

3. Women-and minority engfheers who are hired .

and trained by the organization gain consider-
able experience and expertise, and as a result,

become hot commodities. They are the objects

of considerable effort by headhunters who re-
cruit them away from R&R to larger organiza-
tions capable of paying significantly higher
salaries and offering a number of perquisite;
that R&R cannot match, including more-rapid
promotion, .

4. Of the women currently in the R&R workferce, -
Jjust under half of them are single mothers and-

only 20 percent have any technical training.

Turnover is low, but absenteeism is relatively

high. :

5 Of the minorities currently in' the'R&R work-
: h‘

attitudes. First, thére' w,
vancement or promotior

S A e S B

5 Important differences were identified betweel

_above them in the hlerard]) That is, th

. These differences pamdllv explained, but di

- Human Resources Management Interventions

o —

would detract from the tin they wanted tﬂ"’:
spend with their children. !

the male and female emplosecs. For exampl
male and female superv isors lm 1

were noticed by managers one \nd two le

promotable managers as pcmh o did alf
things as well as possible. They defined success
in terms of balancing and maximizing, within_
given contraints, a whole set of objectives. g

not justify, senior management's perceptions of‘
their workers Male supervisors were viewed m‘
a more positive light. They were seen as being
better at identifying pnoutxes and achievi
sults, while women supervisors were viewed
more reliable but not very astute politicall
addition, management did not see the {em
managers as aggressive, wondered about tl
ability to make difficult penonnfl and hum

less interested in technlcal martnm Female :

. pervisors were “t0o ¢ ,ncemed with m





