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- Fourth Semester - Master of Business Administration (MBA)
Semester End Examination; Aug. / Sep. - 2020

Organizational Change and Development
Time: 3 hrs Max. Marks: 100

Note: i) Answer any ONE full question among Q.1 and Q.2 in PART - A.
ii) Answer any THREF full questions among Q.3 to Q.8 in PART - A.
iii) Q.9 in PART - B (Case Study) is compulsory.

PART - A
Discuss organizational evolution and change cycle.
Explain Kurt-Lewin model of organizational change.
OR
Discuss different reasons for resistance to change.
Discuss force-field analysis with relevant examples.
Define OD. Discuss various values of OD.
Explain the characteristics of OD.
Discuss the process of OD.
Discuss Beckard’s confrontation meeting in the diagnostic process.
Explain the characteristics of an effective team.
Discuss briefly Normative-Re educative strategy of changing.
Explain the importance of Third Party peace making interventions.
Explain different phases of Grid OD program.
Discuss briefly about the OCTAPACE model of climate survey.
Discuss life and career planning.
Discuss quality of work life projects.
Describe the role of TQM to bring effectiveness in the organization.
PART - B ( Case study - Compulsory)
The new CEO of Symphony Technologies (Symphony), Anish Vaidya (Vaidya), found himself
confronted with the most challenging phase of his 26-year old career in the industry. The
liberalization of the Indian economy and the resultant increase in competition from foreign
companies had hit the company’s sales and revenue badly. The early 1990s saw Symphony’s
profits plummeting to an all-time low since its establishment about three decades earlier.
Established in 1956, Symphony began as a manufacturer of a variety of electrical appliances,
and gradually spread its operations into various other industries such as consumer products,

power generation, automobiles and insurance. Within four decades it grew to become a global

company serving customers across the world. “ ﬁ .dj_.,;,d.xmkb
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In his first meeting as CEO of the company, Vaidya invited employees from the middle and top

management level to pool their ideas to address a comprehensive list of problems faced by the

organization. The meeting brought to the forefront the following areas of concern :

The bureaucratic and hierarchical structure of the organization was stifling the creativity of
its employees as a result of which they were no longer motivated to come up with ideas
pertaining to new products or improvements in the existing organizational practices.
Competition from multinational companies was eating into Symphony’s market share as
the technology of these companies was far better than that of Symphony.

Symphony’s very survival was at stake as most of its subsidiaries were facing serious
financial crises and increasing losses.

The productivity of these subsidiaries was disproportionate to the number of employees
they had.

The inability of Syrép;hc;ny’s generic products to effectively penetrate the highly
competitive market eventually resulted in blocking capital.

Most important of all, Symphony failed to adapt to the changes in the external
environment. Because of this, it not only lost market leadership in various sectors, but also

failed to maintain a decent market share in the industry.

Realizing that change management was lacking in the organization, Vaidya, in consultation

with his team members introduced the following measures to pull symphony out of probable

debacle :

Areas with new and substantial market potential were explored and strategies to implement
them were developed.

Vaidya endeavored to change the bureaucratic style of management in the organization to
enable easier and faster decision making. This resulted in the formation of a lean and
effective organizational structure and helped enhance employee participation, and thereby
improve employee productivity.

All the subsidiaries and business units that were making losses were shut down so that the
company could compete only in those areas in which it had proved and tested competence.
This helped it tap the capital that was being invested in units that were not productive.
Vaidya also took the difficult decision of cutting down on excess staff, with a view to
cutting down on operational costs. Excess but efficient staff were retrained and deployed
suitably.

Employees at Symphony were asked to undergo numerous training programs at regular
intervals to remain updated with the latest developments in the external environment, so

that they could adapt to technological changes and remain competitive.
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Initially, there was stiff resistance in the company to the tough measures taken by the new
CEO. However, Vaidya was able to gradually persuade the employees to accept the changes
and within a short period of time, a sea change was noticed in the organizational processes.
These revolutionary changes brought about a dramatic rise in Symphony’s profits and soon,
Vaidya’s bold decision made Symphony a market leader in various fields of business.
Questions for Discussion:

Taking the example of Symphony Technologies, describe the importance of change
management in organizations.
Briefly outline the role played by the management and employees in bringing about a planned

change in Symphony Technologies.
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