Chapter 1 – Change as evolutionary and revolutionary processes
TRUE/FALSE

1.
It is argued that there is no universal model of change which can be used throughout the world. Rather, managers today are required to master both incremental and revolutionary changes depending on the given situation.
ANS:
T
PTS:
1
DIF:
moderate
REF:
p 3

2.
Organisation Development (OD) assumes that transformational change is less important than planned change.
ANS:
F
PTS:
1
DIF:
easy
REF:
p 2–3

3.
OD is the system-wide application of behavioural science knowledge to the planned development and reinforcement of organisational strategies, structures and processes for improving an organisation’s effectiveness.
ANS:
T
PTS:
1
DIF:
moderate
REF:
p 4

4.
Conclusions about the first T-group experiment were: (1) feedback from the group was a rich learning experience, and (2) the process could be transferred to ‘back-home’ situations.
ANS:
T
PTS:
1
DIF:
moderate
REF:
p 14

5.
OD is not typically associated with business planning or technological innovation.
ANS:
T
PTS:
1
DIF:
moderate
REF:
p 5–6

6.
Productivity and QWL ideas were originated by Kurt Lewin.
ANS:
F
PTS:
1
DIF:
easy
REF:
p 17

7.
The laboratory training, action research and survey feedback, and participative management roots of OD are evident in the strong value focus that underlies its practice.
ANS:
T
PTS:
1
DIF:
easy
REF:
p 20

8.
The new appreciation of the quality of work life and strategic change has greatly improved the relevance and rigour of OD practice in the recent past.
ANS:
T
PTS:
1
DIF:
moderate
REF:
p 20

9.
A large number of organisations in Australia have been actively involved in formal OD programs in the recent past.
ANS:
F
PTS:
1
DIF:
moderate
REF:
p 22

10.
Although traditionally much of OD work was considered confidential, today organisations have increasingly gone public with their OD efforts and are interested in sharing their lessons with others.
ANS:
T
PTS:
1
DIF:
easy
REF:
p 22

11.
Internationally, OD has vastly expanded in recent years and many organisations in Australia are actively involved in formal OD programs.  
ANS:
F
PTS:
1
DIF:
moderate
REF:
p 22
MULTIPLE CHOICE

1.
Which of the following is excluded from the definition of OD?

	A.
	OD applies to the entire system.

	B.
	OD draws on behavioural science knowledge.

	C.
	OD focuses on all forms of organisational change.

	D.
	OD encompasses strategy, structure and process changes.

	E.
	OD impacts on organisational effectiveness.


ANS:
C
PTS:
1
DIF:
easy
REF:
p 5

2.
The textbook definition of organisation development (OD) includes the following features:

	A.
	OD applies to an entire system

	B.
	OD is based on behavioural approach

	C.
	OD is an adaptive process

	D.
	OD involves both the creation and the subsequent reinforcement of change.

	E.
	All of the above.


ANS:
E
PTS:
1
DIF:
moderate
REF:
p 5–6

3.
Three major trends are shaping change in organisations:

	A.
	globalisation, information technology and managerial innovation

	B.
	globalisation, strategic change and leadership change

	C.
	political, technological and cultural change

	D.
	structural, technical and cultural change

	E.
	political, technical and cultural change.


ANS:
A
PTS:
1
DIF:
moderate
REF:
p 9

4.
Which of the following is not one of the ‘stems’ of OD?

	A.
	Laboratory training.

	B.
	Environmental analysis.

	C.
	Action research/survey feedback.

	D.
	Participative management and quality of work life.

	E.
	Strategic change.


ANS:
B
PTS:
1
DIF:
easy
REF:
p 12–3

5.
Laboratory or T-group training mainly focuses on:

	A.
	interpersonal relations

	B.
	personal growth

	C.
	leadership

	D.
	group dynamics.

	E.
	All of the above.


ANS:
E
PTS:
1
DIF:
easy
REF:
p 13

6.
Research needs to be closely linked to action to ensure that: 

	A.
	employees provide adequate feedback in surveys

	B.
	a lot of data can be collected 

	C.
	organisations will use the findings to manage change

	D.
	the research is relevant to the organisation

	E.
	the data collected is accurate.


ANS:
C
PTS:
1
DIF:
moderate
REF:
p 14

7.
The most distinguishing characteristic of early QWL programs was:

	A.
	the quality of work performed

	B.
	the development of self-managing groups

	C.
	the involvement of unions in decision making

	D.
	the use of job-enrichment techniques

	E.
	the development of interesting work settings.


ANS:
B
PTS:
1
DIF:
easy
REF:
p 17

8.
Which of the following affects productivity?

	A.
	Reward systems.

	B.
	Work flows.

	C.
	Management styles.

	D.
	Physical work environment.

	E.
	All of the above.


ANS:
E
PTS:
1
DIF:
easy
REF:
p 17

9.
The newest contribution to the quality of work life stem is:

	A.
	union–management co-operation

	B.
	sociotechnical systems methods

	C.
	total quality management

	D.
	reward system changes

	E.
	participative management.


ANS:
C
PTS:
1
DIF:
moderate
REF:
p 18

10.
The most recent major influence on OD has been:

	A.
	the survey feedback movement

	B.
	strategic change interventions

	C.
	action research

	D.
	laboratory training methods

	E.
	fast-paced regulatory environments.


ANS:
B
PTS:
1
DIF:
easy
REF:
p 19

11.
With which of the following areas do OD practitioners need to be familiar to implement strategic change?

	A.
	Competitive strategy.

	B.
	Finance.

	C.
	Economics.

	D.
	Marketing.

	E.
	All of the above.


ANS:
E
PTS:
1
DIF:
easy
REF:
p 20

12.
Today the field of OD is expanding due to:

	A.
	globalisation and information technology

	B.
	expansion of the OD network

	C.
	development of new theorists, researchers and practitioners.

	D.
	All of the above.

	E.
	None of the above.


ANS:
D
PTS:
1
DIF:
moderate
REF:
p 20

13.
OD is concerned with change that helps organisations to:

	A.
	solve their own problems

	B.
	develop the knowledge and skills needed to solve problems

	C.
	improve organisational effectiveness

	D.
	identify their own problems.

	E.
	All of the above.


ANS:
E
PTS:
1
DIF:
moderate
REF:
p 6

14.
Organisational change describes:

	A.
	internally motivated changes in organisations

	B.
	externally mandated changes for organisations

	C.
	any change faced by organisations

	D.
	techniques for developing organisational capabilities

	E.
	processes for reinventing organisational effectiveness.


ANS:
C
PTS:
1
DIF:
moderate
REF:
p 7

15.
Changes in organisations are caused mainly by:

	A.
	globalisation

	B.
	electronic data interchange

	C.
	strategic alliances

	D.
	increasing economic concentration

	E.
	aging workforces.


ANS:
A
PTS:
1
DIF:
moderate
REF:
p 9

16.
The human relations approach describes ‘benevolent authoritative systems’ (System 2) as:

	A.
	managing with autocratic, top-down approaches to leadership

	B.
	allowing limited interaction, communication and decision making within boundaries defined by management

	C.
	consulting employees about problems and decisions, but management making decisions

	D.
	using group methods of decision making and supervision

	E.
	applying systems of lateral and vertical communication.


ANS:
B
PTS:
1
DIF:
difficult
REF:
p 16

17.
Current practice in organisational development is strongly influenced by:

	A.
	its background

	B.
	trends that shape organisations

	C.
	trends that shape changes in organisations

	D.
	its background and trends that shape organisations

	E.
	its background and trends that shape changes in organisations.


ANS:
E
PTS:
1
DIF:
moderate
REF:
p 20

18.
Many Australian organisations are:

	A.
	actively involved in organisational development programs

	B.
	knowingly applying organisational development techniques

	C.
	using OD techniques without knowing the term ‘organisational development’

	D.
	applying organisational development in international contexts

	E.
	discussing organisational development without practicing its principles.


ANS:
C
PTS:
1
DIF:
moderate
REF:
p 22
SHORT ANSWER

1.
Briefly explain what organisation development (OD) is.
ANS:


Organisation development, the desired state, is a process that applies behavioural science knowledge and practices to help organisations achieve greater effectiveness, including increased financial performance and improved quality of work life.

It is ‘a system-wide application of behavioural science knowledge to the planned development and reinforcement of organisational strategies, structures and processes for improving an organisation’s effectiveness’.
PTS:
1
DIF:
moderate
REF:
p 4–8

2.
Briefly discuss why many different organisations have undertaken a wide variety of OD efforts.
ANS:


Organisations must adapt to increasingly complex and uncertain technological, economic, political and cultural changes. OD can help an organisation create effective responses to these changes and, in many cases, proactively influence the strategic direction of the organisation.

OD is playing an increasingly important role in helping organisations change themselves. It is helping them to assess themselves and their environments and to revitalise and rebuild their strategies, structures and processes. OD is helping organisation members go beyond surface changes to transform the underlying assumptions and values that govern their behaviours.
PTS:
1
DIF:
moderate
REF:
p 9–12

3.
Discuss three environmental trends which created pressure on organisations to embrace organisation development programs in the recent past.
ANS:


First, globalisation is changing the markets and environments in which organisations operate, as well as the way they function. New governments, new leadership, new markets and new countries are emerging and creating a new global economy.

Second, information technology, such as e-business, is changing how work is performed and how knowledge is used. The way an organisation collects, stores, manipulates, uses and transmits information can lower costs or increase the value and quality of products.

Third, managerial innovation has both responded to the globalisation and information technology trends and accelerated their impact on organisations. New organisational forms, such as networks, clusters, strategic alliances and virtual corporations, provide organisations with new ways of thinking about how to manufacture goods and deliver services.
PTS:
1
DIF:
moderate
REF:
p 9

4.
How can OD help managers and staff personnel perform their tasks more effectively?
ANS:


It can provide the skills and knowledge necessary for establishing effective interpersonal and helping relationships. It can show staff personnel how to work effectively with others in diagnosing complex problems and devising appropriate solutions. It can help others become committed to the solutions, thereby increasing the chances of their successful implementation. In short, OD is highly relevant to anyone who has to work with and through others in organisations.
PTS:
1
DIF:
easy
REF:
p 11

5.
Identify and discuss current trends in organisational environments that are influencing the practice of OD.
ANS:


The field is being influenced by the globalisation and information technology trends described earlier. OD is being carried out in many more countries and in many more organisations that operate on a worldwide basis, and this is generating a whole new set of interventions as well as adaptations to traditional OD practice. In addition, OD must adapt its methods to the technologies now being used in organisations. As information technology continues to influence organisational environments, strategies and structures, OD will need to manage change processes in cyberspace as well as face-to-face. The diversity of this evolving discipline has led to tremendous growth in the number of professional practitioners, in the kinds of organisations involved with OD and in the range of countries within which OD is practiced.
PTS:
1
DIF:
moderate
REF:
p 20–2

6.
Describe three activities typically practiced in OD.
ANS:


The practice of OD covers a wide spectrum of activities, with seemingly endless variations. Team building with top corporate management, job enrichment in a manufacturing firm, and strategic change in a local council are all examples of OD.

Applying a human-relations approach to organisations led to the development of ‘participative management’—a process which uses group methods of decision-making and supervision. Participative management achieves higher levels of productivity, quality and member satisfaction as group members are actively involved in the change process. For example, work groups may be highly involved in setting goals, making decisions, improving methods and appraising results.  
Job enrichment emerged in Europe during the 1950s as projects were developed for improving productivity and the quality of work life. For example, the sociotechnical systems methods of work design examined the technical and human sides of organisations and how they are interrelated.

Strategic change involves improving the alignment in an organisation’s environment, strategy and organisation design. Strategic change interventions include efforts to improve both the organisation’s relationship to its environment and the fit between its technical, political and cultural systems.
PTS:
1
DIF:
moderate
REF:
p 12–20


NOT:
Note: These represent just three of the interventions described in Chapter 1. Your students may legitimately choose others described in the chapter.

ESSAY

1.
‘OD is a system wide application of behavioural science knowledge to the planned development and reinforcement of organisational strategies, structures and processes for improving an organisation’s effectiveness.’ Discuss.
ANS:


First, OD applies to an entire system, such as an organisation, a single plant of a multi-plant firm, or a department or work group. Second, OD is based on behavioural science knowledge and practice, including microconcepts, such as leadership, group dynamics and work design, and macro-approaches, such as strategy, organisation design and international relations. These subjects distinguish OD from such applications as technological innovation, which emphasise the technical and rational aspects of organisations.

Third, OD is not, in the formal sense, typically associated with business planning or technological innovation nor, in the deterministic sense, often associated with organisation evolution. Instead, OD is more an adaptive process for planning and implementing change than a blueprint for how things should be done. It involves planning to diagnose and solve organisational problems, but such plans are flexible and often revised as new information is gathered about the progress of the change program.

Fourth, OD involves both the creation and the subsequent reinforcement of change. It moves beyond the initial efforts to implement a change program to a longer term concern for stabilising and institutionalising new activities within the organisation.

Fifth, OD encompasses strategy, structure and process changes, although different OD programs may focus more on one kind of change than another. Finally, OD is oriented to improving organisational effectiveness. This involves two major assumptions— that an effective organisation is able to solve its own problems and focus its attention and resources on achieving key goals.
PTS:
1
DIF:
difficult
REF:
p 4–8

2.
Define and compare three stems of OD.
ANS:


The five stems are described in the text on pages 12 to 20.
PTS:
1
DIF:
moderate
REF:
p 12-20

3.
Select an Australian organisation which has undergone change recently and/or is implementing a major change program. Identify the type of change and discuss the subsequent impact of the change.
ANS:


The discussion of corporate organisational development on page 20 to 22 of the text may help students identify interesting organisations. In recent years the business press and corporate web-pages provide many examples of relevant change programs.
PTS:
1
DIF:
difficult
REF:
p 20–2
