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❋ Organization Defined  

  

MANAGING ORGANIZATION  

 
  

  

Personnel activities typically performed by 
managers include appraising people's 
performance, designing jobs, and orienting.   

And training employees   

 

 
 
 

 
An Organization is a set of stable social 
relation deliberately created with the intention 
of accomplishing some goal or purpose, 
generally existing with an authority structure 
and influenced considerably by its technology 

and the environment in which it operates.  

 
 

The most important argument for an open 
systems approach to studying organizations is 
the increasing complicated and unstable and 
unstable environment in which most 
organization exists.  
 



❋ Nature of Organizational work  

 

 
  
 
 

Work schedules followed, materials and 
equipment used, and work layout and work 
flow.  
 

Quality Circles (QC) and work teams are two 
strategic that have been used. QCs are small 
groups of employees that meet on a regular 
basis to discuss ways to improve productivity 
and to cut costs.  
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The most useful way to view each organization 
is an open system affected by the environment 
and subject to change.  
Organization Development is a body of 
knowledge, values, and humanistic goals that 
approaches the question of effectiveness in 
organization from a systematic and applied 
perspective.   
 
Two major subsystems of organizations are:  
 

1) nature of work ( technology ) and  
 

2) Design of the organization.  
 
 

ORGANIZATIONAL APPROACHES   

Organizational approaches   

 

People Oriented            Technology Oriented  
  Human Behavior                              Nature of work  
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What are two general approaches to OD?  

 Personnel in organization: 
Historical perspective:  

  

❁   
 
 

Successful changes, especially those concerned 
with personnel administration in and 
organization do not simply happen they are 
carefully planned. Planning for change requires 
an understanding of why people resist change.  
 
 
 
 
Personnel as the managing of people in 
organization is as old as mankind minimum 
wages have been around since least 1800.B.C 
Division of labor, span of control , hierarchy, 
and incentive plans have been viable nearly as 
long.  
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OBJECTIVES: 
 

After finishing this session, trainee should be able to: 
    

• Define management of change and organizational 
development OD.  

• Identify objectives of change and OD.  

• State the assumptions about people in-groups 
and people in the organizational systems. 

• Identify the phases of the OD. Process. 

• Distinguish the different types of OD interventions. 

• State the conditions for failure and success of 
change and organizational development. 

 
 

1- DEFINITON OF ORGANIZATIONAL DEVELOPMENT OD 
 

 

Organizational development OD is a complex 
educational strategy intended change the beliefs, 
attitudes, values, and structure of organizations so 
that they can better adapt to new technologies, 
markets and challenges.    
 
 
 
 



 
OD AND TRAINING  

 
 

• OD, like training is an attempt to produce learning. 
• Both OD and training are educational activities. 

• In OD, the learner is the target of the whole 
system. 

OD is concerned with helping the organization to 
cope with change.      
• Training is department or function oriented. 
• OD is organization and mission oriented. 
 

2- OBJECTIVES OF OD 
 

 
 

• Change the ways in which organization members and 
groups have been operating in order to effect 
improvements in performance. 

 

• Increase the openness of communication among 
members of the organization, and departments.  

 

• Build a process of feedback of performance and 
attitudes into the system in order to aid in making 
adjustments. 

 

• Help managers and employees to increase their 
degree of responsibility for planning and 
implementation.  



3- ASSUMPTIONS OF CHANGE AND ORGANIZATIONAL 

DEVELOPMENT. 
 

Assumptions about people  
 

• Most individuals have drives toward personal 
growth and development. And these are most likely to 
be actualized in an environment that is both supportive 
and challenging. 

 

• Most people desire to make, and are capable of 
making, a much greater contribution to the attainment 
of organizational goals than most organizational 
environment will permit. 

 
 

Assumptions about people in groups 
 

• Most people wish to be accepted and to interact 
cooperatively with at least one small reference group 
and usually with more than one group (e.g., the work 
group, the family group). 

 

• One of the most psychologically relevant 
reference groups for most people is the work group, 
including peers and the superior.  

 
 

Assumptions About people in organizational systems  
 

• Organizations tend be characterized by overlapping. 
Interdependent work groups. What happens to one 
subsystem (social, technological, or administrative) will 
affect and be influenced by other parts of the system.  

 



• The culture in most organizations tends to suppress 
the expression of feelings that people have about 
each other and about where they and their 
organizations are heading. Suppressed feelings 
adversely affect problem solving. Personal growth 
and job satisfaction. 

 

• Viewing feelings as data important to the 
organizations tends to open up many avenues for 
improved goal setting, leadership, communications, 
problem solving, intergroup collaboration, and 
morale.  

 

4- THE OD PROCESS 
 

The OD process comprises the following 
elements:  

 
                          

                     Phase One 
 

Problem Awareness – Need for change 
The organization should perceive the need for change 
and recognize that Things could be better or 
improved. 
 

Phase Two 
 

Entry of a change Agent 
 

- this phase is initiated by top management  



- Change agent may be internal external  
- His duty is to explore the problems  
Phase three  

  

  

� Diagnosis of problem areas  
 

� It identifies problems and clues to the 
causes of problems.  
 

� It focuses upon organizational processes as :  
 

- Communication patterns  
- Goal setting  

   - Planning and decision making  
- Relations - among different departments and 

groups  
- Superior - subordinate relation  

 

� Tools that can be used for diagnosis  
 

- Questionnaires  
-Interviews  
- Direct observation  
- Analysis of documents and reports 
 



Phase four  
 
An action research plan  
Selection and design of interventions  
 

- It includes the process of systematically 
data, feeding it back to the member for 
action planning, and evaluating results by 
collecting and reflecting on more data after 
the planned action have been taken.  

 

- It also includes procedures for unfreezing 
and refreezing the system.  

  
    - Objectives to be achieved should be clearly 

identified.  
Phase five  
 
Implementation  
 

� involves working with people in the target 
organization units  
 

� may take the form of :  
 

- Workshops  
- Feedback of data to participants  
- Many other activities  
 



� Previously established goals will help to 
evaluate the accuracy of the problem definition 
and the selected change strategies.  

 

- If intervention is found is found to be inadequate 
of ineffective, diagnosis may have to be started 
again. 

 
 

  -  If the problem is corrected, new behavior must be 
stabilized, that is refrozen, to prevent regression to 
previous conditions  
 

Phase six 
 

Evaluation, adjustment and maintenance of the system  
 

� OD efforts must be evaluated to determine what 
results are being achieved and to determine if these 
efforts must be redirected.  
 

� Experimental and control groups may be compared  
 

� The change agent should find out the following.  
 

- Were the intended results realized? 
  -  If not, why not?  
  - Have other parts of the organization been changed. 

 

  - What changes, if any should be made in the OD 
interventions?  

 

- Adjustment to the OD efforts are to be expected 
as the process proceeds  



  

  

Motivating people  

 
 
 
 

 
 

  



  

Motivation 
 
 
 
Motivation is derived from word motive and is 
and emotion or desire operating on a person's 
will and causing that person act.  
 
 

� What is motivation?  
 
 

Approaches to understanding motivation?  
 

Multiple causes. Different people may have 
deferent reasons for behaving in the very same 
manner.  

 

❁ Multiple Behaviors: in addition, the same 
motive may result in different 
behavior.  

 
❁ Motivation as a subject: in this chapter 

the discussion will attempt to stay 
away from extremes, but it is 
important to understand the subject 
matter is somewhat complex.  

 



What are four views about why people 
behave as they do?   
 
� Importance of complex view: the complex 

approach motivation is important 
that it gets away from the simplistic 
assumptions of the three other view  

 
 

� Leadership Approaches:  Many different 
approaches have been taken to 
understand leadership for centuries 
leadership has been studied with 
varying degrees of rigor  

 

� Trait approaches: Many early studies on 
leadership were done by psychologists 
who examined personality traits of 
leaders. Leaders were thought to be 
dominant extroverts who possessed the 
traits of self confidence, empathy, and 
intelligence.  

 

� Style Approaches: During the last few 
decades several attempts to classify 
leadership into two basic 
dimensions have been made. 

 
  



 

� What is a work group?  
 
 

Group characteristics:  
 

Informal group frequently develop common 
“common “codes behaviors to help attain group 
goals. During the growth, development, and 
maturity of a group, a collective mind' develops 
which guides members attitudes and actions as 
a group. This group understanding is called a 
norm.  
 

Norms are expected standards of behavior, 
usually unwritten and often unspoken, that is 
generally understood by all members of a 
group.  
 



  

Building and 
leading a team 

 

 
 
 
 

 
 
 
 
 
 



  

 
 
 
Building and leading a team 
 
 

 
 

Achieving 
the task 

 
 

Building and 
maintaining  
The team  

 
 

Developing 
the individual  

Team leader's responsibilities   



CHECKLIST FOR EVALUATING  
TEAM LEADER  
 
 

1. Participation Patterns  
 
 

� How much of the talking is done by 
the leader, how much is done by the 
other members? 
 

� To whom are questions usually 
address the group as a whole, the leader, 
or particular members?  

 
 

� Do the members who don't talk mush 
appear to be interested and listing alertly 
(nonverbal participation) or do they 
seem bored and apathetic?  
 

� Does the leader and other senior 
members in the group practice gate - 
keeping skills - to open the door for 
lower status members to talk? 



2. Communication  
 

� Are members expressing their ideas 
clearly, simply and concisely?  
 

� Are visual aids and other 
communication aids used in a way that 
suggests thorough preparation by 
members?  
 

� Does any general concepts, such as 
“maximum profit or “customer service 
“get efficiently defined so that the group 
agrees on their meaning?  
 

� Do members often adopt 
contributions previously made and build 
their ideas on to them  
 

� Do members feel free to ask for 
clarification when they don't 
understanding a statement?  
 

� Are responses to statement 
frequently irrelevant?  



3. Procedures  
 

� How does the group determine its 
practices or agenda?  
 

� How does it make decision - by vote, 
silent assent, and consensus?  
 

�  How does it discover and make use 
of the resources of its members?  
 

� How does the work of various 
members, subgroups and activates get 
co - ordinated?  
 

� How does it evaluate its work?  



4. Decision Making  
 

� Have you understand the question, 
problem or need for decision, assessed 
the available information, and asked 
members to give their opinions or make 
their contributions? 

 

� Do you then identify the key issues? 
Do you try to reach agreement where 
opinions differ on these issues?  
 

� In the light of the agreed objective or 
policy do you assess the value of the 
available contributions or proposals?  
 

� Do you stimulate the committee to 
consider other options? 
 

� Can you break down large problems 
into manageable pieces and deal with 
them systematically?  



 
� Are you sure that the committee has 
genuinely weighed the pros and cons of 
the feasible alternatives?  
 

� As custodian of the rules of 
procedure, do you interpret them firmly 
but flexibly?  



5. Task Assignment  
 

� What is the origins nature of the 
common task?  
 

�  Does the task require team work?  
 

� It is too complex for any one 
individual to tackle successfully on his 
own?  
 

� In order to succeed is it essential that 
there should be more than one expert or 
specialist in the team?  
 

� What are the specialist skills or 
knowledge necessary?  
 

� What are the specialist skills or 
knowledge necessary?  
 

� Is there a leader who can blend to 
together expert inexpert contributions, 



such, and such as trigger suggestions. At 
every stage of the team's work?  
 
With opportunity for regular discussion 
with colleagues?  
 

� Would setting up a committee, rather 
than establishing a team, be more 
appropriate?  



6. Group cohesiveness  
 

� How well is the group working 
together as a unit?  
 

� What subgroups or lone wolves are 
there and how do they affect the group?  
 

� What evidence is there of interest or 
lack of interest on the part of members 
of the group or groups in the 
organization in what is happening in the 
areas of the common task?  
 

� Do members speak to the leader of 
our group or our group?  



Group Cohesiveness  
 

Many studies have identified the 
conditions under which group will tend to 
become more cohesive. The more 
important factors are:  
 
Physical people working together in the 
same  
Proximally places will tend to form a 
group; even if their work is not 
interdependent .Length of time together 
increases the tendency. Towards 
cohesiveness.  
Same or similar: people doing identical 
or similar work are faced with the same 
problems and can help each other in 
various ways- a source of group 
formation   
Homogeneity Cohesiveness in groups 
tends to be grated if members share such 
characteristics as race, age, sex social 
status and attitudes or values. 



Personality: Members do not have to be 
alike in personality, but some 
combinations of personality work better 
than others- where social needs are strong 
and there are not too many over - 
dominant or disruptive people  
 
Communication: Cohesiveness will be 
greater if member can communication 
easily with other, and less if distance, 
notice or organization notice arrangement 
make communication difficult  
 
Size: it becomes more difficult for group of 
more than 12 or 15 members to develop 
group’s cohesion. Small groups are more 
likely to do so. 



Does your team need maintenance? The 
following questions will help you to decide: 
 
 

� Are there any symptoms of low 
morale, such a decline in the team's self 
- confidence, a weakening of resolve 
and a loss of a sense of a sense of 
purpose?  

 

� Has the group or organization lost its 
sense of direction?  
 

� Is each individual member still clear 
about the team's core mission and its 
principal aims? Are personal goals or 
objectives related to that purpose?  
 

� Is the atmosphere of the group 
negative and lukewarm?  
 

� Are individual members lack luster 
in their enthusiasm?  
 



� Has communication between 
members been dwindling?  

�  
� Are there signs of mistrust developing?  
 

� All groups have potential metal fatigue 
cracks. Are these cracks widening into 
divisions between individuals, cliques, or 
subgroups?  
 

� Have professional and personal 
standards declined in the last six months?  
 

� Can you identify one or more 
individuals who are clearly underachieving 
when measured against today's group 
standards? 
 

� Are there complaints about you leader 
ship?  

 
 


