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Note: 

1. The paper is divided into three sections: SECTION-A, SECTION-B and SECTION-C. 

2. There are seven questions in SECTION-A, attempt ANY FOUR. 

3. SECTION-B has five questions, attempt ANY THREE. 

4. All the questions of SECTION-C (Case Study) are compulsory.

SECTION-A (10 Marks each)

1. 
Explain the benefits and limitation of Organizational Development. 


2. 
What is action research?
3. 
Structural intervention is part of organizational development – Comment.
4. 
What is experimental learning? 
5. 
Illustrate the stimulating force for change agents in organization.

6. 
Discuss about the foundation of organisation development.
7. 
Discuss the process of building support for change.
SECTION-B (15 Marks each)

8. 
Describe some of the approaches to Organization Development with their advantages and disadvantages. 

9. 
As a leader, you have realized that employees are resisting a change intervention. Explain how you can handle the resistance?
10. 
Most organizations are adopting various organizational development interventions. As a Manager discuss organizational development interventions that you can utilize
by giving relevant examples. 
11. 
Organizational culture plays an important role in ensuring that organizations succeed. Explain the steps of creating a safety friendly corporate culture.
12. 
Assume that you are a change agent in an organization that is involved in making various changes. Describe any five approaches that you can deploy in change implementation.
SECTION-C (15 Marks)

Case Study (Compulsory)

In the late 1990s, Tata Steel began to introduce knowledge management initiatives in the company. It started with a small group of people from within the organization. The group formed a "knowledge repository", where all the employees shared their experiences and knowledge. One year after the knowledge repository was formed, the company formed "knowledge communities", which was a platform for like-minded people to meet and share their experiences. In 2001, Tata Steel developed a "KM index" to evaluate the performance of individual employee in the KM initiative. Later, it linked performance evaluation to KM and used a balanced scorecard to monitor the performance of individual employees, divisions, as well as the organization as a whole, in KM. KM Initiatives at Tata Steel.

The KM program at Tata Steel was started in 1999. The aim of the program was to tap the abundant knowledge base in the form of tacit knowledge and explicit knowledge that was lying unused, and make it available for use across the company. Revamped Strategy Though Tata Steel did make a good beginning in KM, there were some problems which were not addressed (Refer Exhibit V for factors required for successful KM implementation). Connectivity was still poor and access technology was not standardized Benefits Reaped from KM Generally, any KM implementation has two sets of benefits. First, it reduces the cost of production and consequently increases the revenue, and second, it leads to utilization of existing knowledge and creation of new knowledge.

All these initiatives of Tata Steel seem to have paid off; in early 2003, Tata Steel was recognized as one of Asia's Most Admired Knowledge Enterprises. It was the only steel company in the world to have received the MAKE award Future of KM at Tata Steel In the future, Tata Steel plans to link e-learning with the KM repository and KM communities, devise an intellectual capital index, network with retired employees, and develop employee skills for better externalization of knowledge and integration with the customer's knowledge. 

13. 
Case Questions:

i.
Discuss the importance of an effective leader to harness the knowledge present within a system to yield major benefits to the organization as well as to the people within it. 

ii. 
Discuss the importance of matching new initiatives with the behavioral and working motivations of people in order to obtain better acceptance of these initiatives and greater benefits.
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