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Instructor: Randika Eramudugoda Gamage Class Location: BUSN 301 

Class Days: Mondays and Wednesdays Class Hours: 12:00 - 1:20 pm 

 

Office Hrs.: M/W 1:30 p.m. to 3:00 p.m. or By Appointment 

E-Mail: rseramudugodagamage@miners.utep.edu 

 

Catalog MGMT 3304 Organization Development (3-0) 

Course The concepts, values, underlying assumptions, and intervention techniques 

Description:   that are common in the practice of organizational development and change 

are presented. Prerequisite: MGMT 3303. 

 

Course By completing this course, you will develop a conceptual framework about 

Overview: organization development (OD). OD is the study of proactive, planned change 

in some or all aspects of an organization’s functioning to improve its long-term 

effectiveness. In this course, you will be a member of an OD consulting team that 

will enter, contract, gather data, feedback, diagnose, design, implement and 

evaluate an OD intervention to improve the organizational effectiveness of a U.S. 

firm. 
 

Course Beitler, M.A. 2013. Strategic Organizational Change, 3rd Edition. Practitioner 

Required Press International (ISBN 0-9726965-2-4). Nolan, R.L. and Kotha, S. 2007. 

Materials: Harley-Davidson: Preparing for the Next Century. Harvard Business School 

Case Study 9-906-410. Both documents are available at the UTEP Bookstore and 

from internet vendors. On a daily basis, you must check your designated e-mail 

account and course Blackboard Announcements website for messages from me. 

 

Course Key Learning Objectives—Activities—Evaluations Matrix 
Objectives Activities Evaluations 

1. Understand key OD concepts 

(e.g., Action Research 

Model), assumptions, values 

and ethics that emphasize 

client collaboration. 

1. Reading assignments, 

discussions, team exercises, 

consulting team diagnostic and 

intervention plans (team papers). 

I. Examinations, team 

exercises, consulting team 

diagnostic and intervention 

plans (team papers). 

2. Understand the collaborative 

role of the OD consultant as a 

process facilitator. 

2. Reading assignments, 

discussions, team exercises, 

consulting team diagnostic and 

intervention plans (team papers). 

2.  Examinations, team 

exercises, consulting team 

diagnostic and intervention 

plans (team papers). 

3. Understand effective ways to 

collaboratively gather data, 

provide feedback, diagnose 

and plan actions to improve 
organizational effectiveness. 

3. Reading assignments, 

discussions, team exercises, 

consulting team diagnostic plans 

(team papers and presentations). 

3.  Examinations, team 

exercises, consulting team 

diagnostic plans (team papers 

and presentations). 
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4. Understand how to develop, 

implement and evaluate OD 

(strategic planning, 

structural, cultural, human 

process) interventions that 

improve organizational 

effectiveness. 

 

4. Reading assignments, 

discussions, team exercises, 

consulting team intervention 

plans (team papers and 

presentations). 

4. Examinations, team 

exercises, consulting team 

intervention plans (team 

papers and presentations). 

Course Learning Process Objectives 

1. Become comfortable with the fact that the “real world” does not contain “correct answers.” Instead, 

organizations possess ambiguous OD problems and opportunities that require diverse, analytical 

perspectives to formulate sound actions to solve OD problems or exploit OD opportunities. 

2. Develop analytical and critical thinking abilities relevant to OD problems and opportunities. 

  3. Develop interpersonal skills for effective communication and teamwork within diverse groups.  
 

Course Learning Methodology 

• I expect you to read your text and additional reading assignments in advance of class so that you will 

be prepared to demonstrate your understanding through discussions and team exercises. 

• In addition to concepts developed from the text and additional readings (that you obtain from UTEP 

Library’s electronic resources), you will apply the key conceptual frameworks of the Action Research 

Model (data gathering, feedback, diagnosis, designing, implementing, evaluating) and Organization 

Performance Model that links the organization’s strategy, design elements, culture, performance and 

business environment. The primary application will be improving organizational effectiveness. 

• During the course, you will be assigned to one OD consulting team that reflects diversity in several 

ways. The aim of teamwork is to create collaborative learning where you learn from each other. With 

the wealth of experience embodied in the class, you will learn much more from your teammates than 

from me. You will be working with your teammates during class on exercises during each session, as 

well as preparing papers and making presentations on how to improve organizational effectiveness. 

 

• During class period, the use of phones is prohibited. Students are required to not engage in idle 

chatter while the instructor is speaking. The instructor retains the right to make adjustments to 
  the syllabus.  

 

Course Grading 
 

1. Team exercises. After each class discussion, each team will complete an exercise that relates 

knowledge gained from the material covered in class and the case study firm. Team exercises 

comprise 20% of your grade. You must be in class to complete team exercises when they are 

conducted; there are no make-ups unless I receive a valid reason, e.g., doctor’s note (in English), why 

you were absent from that class. 

2. Team papers. Each OD consulting team will focus on one category of OD intervention: strategic 

planning, structural, human or cultural process. The first paper will reflect each team’s plans to enter, 

contract, collaboratively collect data, provide client feedback, and conduct diagnosis with client. The 

second paper will reflect collaborative action plans developed with the client to design, implement, 

and evaluate interventions in the organization’s strategic planning, structural, cultural or human 

process. (While most often teams assign different portions of the team paper to team members, one 

shortcoming of this approach is the creation of papers that are disjointed and often contradictory. 
  Teams are strongly encouraged to assign one or more team members as editors with the  
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responsibility of integrating their team papers into “seamless” documents.) 

  Course Grading (Continued)  

In addition to the text and additional reading assignments, teams should incorporate at least five 

unique, additional references into their paper from the course-reserved reading list. The team 

papers should not be longer than ten pages but certainly can be shorter, single-sided, paginated 

beginning with first page after title page (latter does not count toward 10-page limit), double-spaced, 

font Times New Roman 12, and margins of one inch all around. 

 

After their presentations, teams will submit their paper final drafts for grading. Each team paper will 

be worth 10% of the overall grade, for a total of 20% of the course grade. Team papers submitted late 

will have their grades lowered one letter grade for each week late. You must contribute to your 

team’s papers; otherwise, you will receive no credit. (Teams indicate member non-participation by 

leaving the “free-riding” team member’s name off the paper’s title page.) 

 

3. Team presentations. OD consulting teams will make their team presentations using PowerPoint 

slides. The purpose of this presentation is to share learning with the class. Each team will have 15 

minutes to present their papers and five minutes to answer questions by the class. Each of the two 

presentations will be worth 5% of your overall grade, for a total of 10% of your course grade. You 

must be present and participate in each team presentation to obtain credit; there are no make-ups. 

4. Teamwork evaluations. Teamwork is valued in business and is rewarded in this course. You will be 

asked to submit electronically a teamwork evaluation form that assesses the performance of your 

team members. The teamwork evaluation comprises 10% of your grade. (If your teammates 

individually and unanimously report that you voluntarily did not participate in assigned work, you 

will be given zero points for that assignment. If you fail to turn in a teamwork evaluation form, you 

will lose 10% of your course grade. Teams, by unanimous concurrence of all other members (after 

each team member meets individually with me), can “fire” team members for negligence in their 

duties. Fired team members then form their own teams.) 

5. Examinations. Two closed-book examinations will be administered, one for Chapters 1 - 6 and 

related additional readings, and one for Chapters 7 - 14 and related additional readings. Each exam 

will include objective (true-false, multiple-choice) and subjective (essay) questions. The essay 

questions will be taken from material covered during class discussions (all discussion question slides 

are available via Blackboard). For each exam, you will be given in advance three possible essay 

questions. Two of those essay questions will be on the exam and you must answer only one of them. 

(No extra credit is given for answering the second essay question.) For the essay question answered, 

there are 30 possible points: 10 points will be awarded based on how well the question’s scope is 

addressed; 10 points will be awarded based on the quality of explanation provided; and 10 points 

will be awarded based on the answer’s clarity, organization and spelling. The objective questions 

will be worth 70 points, while the essay question will be worth 30 points, for a total of 100 points for 

each exam. Each exam will be worth 20% (40% total) of your course grade. There are no make-ups 
unless I receive a valid reason, e.g., doctor’s note (in English), why you were absent from that class. 
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Course Grading (Continued) 
  

8. Summary of criterion-based (no curve) grading scheme: Total Points: 1,000 
 

 

 
 

 Possible Points  

Team Exercises (20 x 10) 200 20% 

Team Papers (2 x 100) 200 20% 

Team Member Evaluation (2x50) 100 10% 

Team Presentations (2 x 50) 100 10% 

Exams (200 x 2) 400 40% 
 1000 100% 

 

 

Grading scale based on percentages of criterion-based (no curve) grading scheme: 

A B C D F 

A: 90-100% B: 80-89% C: 70-79% D: 60-69% F: 0-59% 
 

 

Disability accommodation. If you have a disability and need classroom accommodations, please 

contact The Center for Accommodations and Support Services (CASS) at 747-5148, or by email to 

cass@utep.edu, or visit their office located in UTEP Union East, Room 106. For additional 

information, please visit the CASS website at www.sa.utep.edu/cass. CASS’ Staff are the only 

individuals who can validate and if need be, authorize accommodations for students with disabilities. 

UTEP Policy on Academic Integrity: 

Academic Honesty. Academic integrity is at the core of the educational mission of the 

University of Texas at El Paso. Students are expected to conduct themselves with honesty and 

forthrightness in all academic and personal interactions within the University community. A 

student who enrolls at the University must conduct himself/herself in a manner compatible with 

the University’s function as an educational institution. Academic dishonesty is a general term 

for actions that are not representative of the student’s own work or in keeping with the 

directives of the faculty member assigning the course work. Some of the more common forms 

(not a comprehensive list) of academic dishonesty are: cheating, plagiarism, collusion, the 

substitution for credit of any work or materials that are attributable in whole or in part to another 

person, taking an examination for another person, any act designed to give unfair advantage to a 

student or the attempt to commit such acts. Official University policy states that all suspected 

cases of alleged academic dishonesty must be referred to the Dean of Students for investigation 

and appropriate disposition. Disciplinary sanctions for proven academic dishonesty will range 

from disciplinary probation, to a failing grade on the test, paper, or course, to suspension or 

dismissal from the University, among other sanctions. Students are expected to submit all papers 

with the appropriate citations, references, etc. 

mailto:cass@utep.edu
http://www.sa.utep.edu/cass
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Session Date 
Readings  

(to be completed before class) 
Class 

1 M 8/27 

  

Course Overview  
Review course syllabus, electronic 

documents 

2 W 8/29 

Discussion questions (DQs),  
Nadler & Tushman (1980),  

Hanna’s (1988) Organization Performance Model 
(OPM) Handout,  

Team Startups/Organization 
Performance Model 

Assign Teams, team exercise (TE) 

 M 9/3 Labor Day – No Class  

3 W 9/5 
Nolan & Kotha (2007)  

Harley-Davidson Inc. case study 

Organization Development 

Case Study  

Key Learning Objectives: (1) 

Understand Harley-Davidson, 

Inc.’s (HDI’s) historical/current 

sources of competitive advantage; 

(2) explain how HDI trans-

formed itself during the 1980s; 

and (3) identify HDI’s current 

strengths, weaknesses, 

opportunities, and threats 

(SWOT).  

4 M 9/10 

DQs,  
Strategic Organizational Change (SOC) Chapter 1, 

and  
Neilson, Paster nick & Van Nuys (2005) 

Chapter 1, The Strategy Driven 
Approach 

discussion, TE 

5 W 9/12 

DQs, 
SOC Chapter 2 (pages 11-16),   

Argyris (1991; pages 99-100), and 
 Susman & Evered (1978; pages 586-590, 601 

Chapter 2, Foundations of OC 
(Organizational Change)  

discussion, TE 

6 M 9/17 
Rest of Chapter 2 (Pg. 17-24) and 

 Susman & Evered (1978; pages 586-590, 601) 

Chapter 2, Foundations of OC 
(Organizational Change)  

discussion, TE 
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7 W 9/19 

SOC Chapter 3 pages  

25-31 only and  

Schein (1995).  
  

Chapter 3, Process Consulting 

(Part 1)  

Key Learning Objectives: (1) 

Distinguish between three 

consulting approaches and 

identify the advantages of the 

process consultation approach; 

(2) identify negative 

consequences of helping clients; 

(3) explain why “writing down all 

the things you don’t know” is 

beneficial to the process 

consultant; and (4) identify the 

four elements of active inquiry 

and four levels of active inquiry 

(Schein, 1995; SOC lists three).  

8 M 9/24 

Read DQs, SOC  

Chapter 3 pages  

31-38 only,  

Egan and Lan-  

caster (2005)  

pages 29-37,  

45-46 only, and  

Marshak (1993).  

Chapter 3, Process Consulting 

(Part 2)  

Key Learning Objectives: (1) 

Grasp the advantages of building 

collaborative relationships with 

clients through status 

equilibration, “face work,” 

perceptions, Schein’s (1999) ten 

principles, entry and contracting; 

(2) distinguish between 

appreciative inquiry and action 

research and describe how they 

can be used effectively together; 

and (3) understand the different 

metaphors of change to better 

diagnose client mindsets and 

better manage the change process.  

9 W 9/26 

SOC Ch. 4  

pages 39-48  

only and Kotter  
(2012).  

Chapter 4, Leading Versus 

Facilitating Change (Part 1) 

Key Learning Objectives: (1) 

Determine who is responsible for 

leading organizational change; (2) 

identify nine sources of 

organizational complacency that 

help maintain the status quo and 

thus prevent a sense of urgency; 

(3) understand the nature of the 

dual operating system for 

organizational change, the regular 

management-driven hierarchy 

and the volunteer strategy 

network; and (4) identify eight 

accelerators that are processes 

that enable the strategy network 

to achieve successful 

organizational change.  
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10 M 10/1 

SOC  

Chapter 4 pages  

48-53 only and  

Kotter and  

Schlesinger  

(2008) [1979].  

Chapter 4, Leading Versus 

Facilitating Change (Part 2) 

Key Learning Objectives: (1) 

Identify five bases of power in 

organizations; (2) explain how 

organizational leaders 

demonstrate political/power skills 

during organizational change; (3) 

grasp three key elements to 

leading organizational change 

(activity planning, commitment 

planning and change-

management structures); (4) 

describe five activities used by 

change leaders to sustain change 

momentum; and (5) explain six 

methods for dealing with 

resistance to change.  

11 W 10/3 
SOC Chapter 5 and  

Schein (2003).  

Chapter 5, Data Gathering  

Key Learning Objectives: (1) 

Explain the advantages and 

disadvantages of seven data-

gathering methods (Beitler’s 

(2013) six and Schein’s (2003) 

group assessment technique); (2) 

describe the relative effectiveness 

of the seven data-gathering 

methods in each of six target 

groups; (3) describe the relative 

effectiveness of the seven data-

gathering methods in each of six 

target processes; (4) identify five 

process consultation traps; and 

(5) identify five processes of 

healthy organizations.  

12 M 10/8 

SOC Chapter 6 pages  

73-82 only,  

Schein (1995)  

pages 16-17  

only, and Ozley  

and Armenakis  

(2000).  

Chapter 6, Feedback, Diagnosis 

and Action Planning (Part 1) 

Key Learning Objectives: (1) 

Understand the aims of the 

feedback and diagnosis steps; (2) 

contrast organizational-, group- 

and individual-level diagnoses; 

(3) compare the implicitly top-

down feedback process described 

by Beitler (2013) with the 

bottom-up process espoused by 

Schein (1995) and identify the 

pros and cons of each; (4) 

identify the three stages of the 

client/consultant relationship; and 

(5) describe four characteristics 

of the client-consultant 
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relationship that minimize the 

likelihood of unethical conduct 

allegations.  
 

13 W 10/10   
Exam 1  

(Ch. 1 – 6 (part 1), readings, 
discussions, team exercises) 

14 M 10/15 
Provide me with a printed AND a soft copy of the 

presentations before class starts 

First Team Presentations (Part 1)  

Key Learning Objectives: Based on 

their target organizations and 

processes, teams conduct 15-

minute presentations of their first 

paper to include: (1) entering, (2) 

contracting, (3) data gathering, 4) 

feedback, and (5) diagnosis. Teams 

obtain feedback to improve their 

papers.  

15 W 10/17 
Provide me with a printed AND a soft copy of the 

presentations before class starts 
First Team Presentations (Part 2)  

 

16 M 10/22 

Submit first team paper.  

 

SOC Chapter 6 pages  

83-87 only and  

Strebel (1994).  

Chapter 6, Feedback, Diagnosis 

and Action Planning (Part 2) Key 

Learning Objectives: (1) Define 

intervention and explain its 

relationship to diagnosis; (2) 

identify four prerequisites for 

choosing an appropriate 

intervention; (3) list eight possible 

benefits from interventions; (4) 

identify four (SOC lists six) types 

of interventions; (5) recognize 

three forms of change forces and 

four forms of resistance; (6) 

distinguish between situations 

calling for reactive change and 

those calling for proactive change; 

and (7) be able to action plan by 

selecting among the eight different 

change paths, based on the strength 

of the forces of change, whether 

they are opportunities or threats, 

the time available for change, and 

whether the organization is open or 

closed to change.  

17 W 10/24 

SOC  

Chapter 7 pages  

89-93, 94-95,  

100-104 only and  

Kaplan and  

Chapter 7, Strategic Planning 

Interventions (Pt. 1)  

Key Learning Objectives: (1) 

Understand the concept of fit in 

strategic planning; (2) describe the 
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Norton (2006).  strategic planning process that 

includes mission statement, SWOT 

analysis, strategic alternatives and 

their analysis, strategy selection, 

organizational support analysis, 

strategic plan, tactics, 

responsibilities assignment, 

communication and follow-up; (3) 

understand the role of OD in 

mergers and acquisitions as well as 

interorganizational relationships; 

(4) grasp the value of developing a 

strategic system instead of 

organizational restructuring; (5) 

explain how a set of strategy maps 

can comprise a firm’s strategy; and 

(6) compare the strategic planning 

process to the strategy map 

process.  

18 M 10/29 

Harreld, O’Reilly  

and Tushman  
(2007).  

Chapter 7, Strategic Planning 

Interventions (Pt. 2)  

Key Learning Objectives: (1) 

Define strategy, explain where 

sustained competitive advantage 

comes from, and identify two 

critical strategy tasks; (2) recognize 

IBM’s strategic planning, 

structural, human process and 

cultural interventions; and (3) 

compare and contrast IBM’s 

strategic planning intervention to: 

(a) Beitler’s (2013) strategic 

planning process, (b) Kaplan and 

Norton’s (2006) strategy maps, and 

(c) Hanna’s (1988) OPM model.  

19 W 10/31 

SOC Chapter 8 pages  

107-113,  

O’Reilly and Tushman (2004), and  

Kanter (2006)  

Chapter 8, Structural 

Interventions (Part 1)  

Key Learning Objectives: (1) 

Identify five different types of 

organizations and describe each 

of their advantages and 

disadvantages; (2) distinguish 

between restructuring and 

reengineering; (3) explain why 

ambidextrous organizations are 

superior to the other three; (4) 

distinguish between the 

ambidextrous organization’s two 

businesses’ different strategies, 

structures, cultures and processes; 

(5) identify four lessons from 

firms that became ambidextrous; 

and (6) explain how 

ambidextrous firms avoid four 
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innovation traps (strategy, 

process, structure, skills).  

20 M 11/5 

Chapter 8 pages  

113-120 and  

Marks and De Meuse (2005).  

Chapter 8, Structural 

Interventions (Part 2)  

Key Learning Objectives: (1) 

Identify downsizing’s short-term 

gains and long-term costs; (2) 

explain what a psychological 

contract is and how downsizing 

violates it; (3) describe three 

different approaches to job design 

and identify which is most 

effective; and (4) identify six 

transition management principles 

that make resizing (downsizing) 

more effective.  

21 W 11/7 

Chapter 9 pages  

123-127, 130-  

134, 135-136 and  

Schein (1990).  

Chapter 9, Organizational 

Culture Interventions  

Key Learning Objectives: (1) 

Explain how organizational 

culture can be indirectly changed; 

(2) distinguish between three 

(SOC lists four) levels of 

organizational culture and explain 

how to diagnose its deepest level; 

(3) outline the five steps to 

diagnosing organizational culture 

and developing a cultural change 

strategy; (4) describe six primary 

embedding and six reinforcing 

mechanisms to embed cultural 

assumptions into the 

organization; and (5) identify 

seven ways that leaders can take 

to produce desired cultural 

changes.  

22 M 11/12 
SOC Chapter 10 (pages 139-142, 146-147, 148-

149, 153-154) 

Chapter 10, Human Process 

Interventions  

Key Learning Objectives: (1) 

Identify eight characteristics of 

high-performing work teams; (2) 

distinguish between three types of 

team-building interventions, 

describe the seven steps of a 

generic team-building 

intervention, and outline the eight 

steps in conducting a forcefield 

analysis; (3) grasp why conflict 
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management skills are becoming 

increasingly important; (4) 

describe the generic conflict 

management intervention 

process; and (5) distinguish 

between two types of conflict, 

explain how they relate to 

dysfunctional and functional 

conflict and, describe how each 

conflict type can be resolved.  

23 W 11/14 

  
SOC Chapter 11 (pages 157-159, 163-168,  

SOC Chapter 12 (pages 171-178, 180-186), and 
Argyris (1989). 

Chapters 11-12, Management 

Development and 

Organizational Learning 

Interventions  

Key Learning Objectives: (1) 

Identify and describe the three 

elements of management 

development systems; (2) 

enumerate the six different types 

of developmental activities; (3) 

describe the two performance 

manage-ment subsystems; (4) 

distinguish between organization-

al learning, knowledge 

management and learning 

organization; (5) compare the 

four-phase traditional training 

model and the action research 

model used in OD; (6) contrast 

traditional learning with self-

directed learning; (7) explain the 

advantages of learning 

agreements; (8) contrast 

codification and personalization 

knowledge management systems; 

and (9) distinguish between 

technical and human theories of 

control and how their conflict is 

linked to individual/organization-

al defensive routines.  

24 M 11/19 
SOC Chapter 13 (pages 189-195, 200-202),  

SOC Chapter 14, and  
Nadler & Tushman (1999). 

Chapters 13-14, Evaluating OC 

and Future of OC  

Key Learning Objectives: (1) 

Distinguish between two types of 

OD evaluations; (2) list five 

institutionalization indicators; (3) 

identify three major problems in 

evaluating OD interventions, OD 

consultants and clients; (5) 

identify five characteristics of the 

21st century workforce and 

organizations; (6) identify three 
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OD globalization constraints; (7) 

list seven challenges facing OD 

consultants in the 21st century; 

and (8) list six strategic 

imperatives facing future 

organizations and eight core 

competencies that need to be 

developed to meet the strategic 

imperatives.  

25 W 11/21  
Exam 2 

(Ch. 7 - 14, readings, discussions, 
team exercises) 

26 M 11/26 
Provide me with a printed and a soft copy of the 

presentations 

Second Team Presentations 

(Part 1)  
Key Learning Objectives: Based on 

their target organiza-tions and 

processes, teams conduct 15-

minute presenta-tions of their 

second paper to include: (1) 

designing, (2) implementing, and 

(3) evaluating OD interventions. 
Teams obtain feedback to improve 

their papers.  

27 W 11/28 
Provide me with a printed and a soft copy of the 

presentations 

Second Team Presentations 

(Part 2)  

 

28 M 12/3 
Second team paper submission and any residual 

work  
Team Paper Submission 

29 W 12/5 Team Member Evaluations and Extra Credit Submit these via Email  
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Course Additional Reading Assignments (Included Exams) 
 

 

  Additional Reading Assignment(s)  
 

2 Nadler, D.A. & Tushman, M.L. 1980. A model for diagnosing organizational 

behavior. Organizational Dynamics, 9(Autumn 1980) 35-51. 

Hanna, D.P. 1988. Organization Performance Model. [Blackboard] 

Nolan, R.L. & Kotha, S. 2007. Harley-Davidson: Preparing for the next 

century. Harvard Business School Case Study 9-906-410. [Purchased] 

3 Neilsen, G.L., Pasternack, B.A. & Van Nuys, K.E. 2005. The passive-aggressive 

organization. Harvard Business Review, 83(October 2005): 82-92. 

4 Argyris, C. 1991. Teaching smart people how to learn. Harvard Business 

Review, 69(May/June 1991): 99-109. (Read pages 99-100 only.) 

Susman, G.I. & Evered, R.D. 1978. An assessment of the scientific merits of 

action research. Administrative Science Quarterly, 23: 582-603. 

(Read pages 586-590, 601 only.) 

5 Schein, E.H. 1995. Process consultation, action research and clinical inquiry: are 

they the same? Journal of Managerial Psychology, 10(6): 14-19. 

Egan, T.M. & Lancaster, C.M. 2005. Comparing appreciative inquiry to action 

research: OD practitioner perspectives. Organization Development 

Journal, 23(Summer 2005): 29-49. (Read pages 29-37, 45-46 only.) 

Marshak, R.J. 1993. Managing the metaphors of change. Organizational 

Dynamics, 22(Summer 1993): 44-56. 

6 Kotter, J.P. 2012. Accelerate! Harvard Business Review, 90(November 2012): 

44-58. 

Kotter, J.P. & Schlesinger, L.A. 2008 [1979]. Choosing strategies for change. 

Harvard Business Review, 86(July/August 2008), 130-139. 

7 Schein, E.H. 2003.  Five traps for consulting psychologists: Or, how I learned 

to take culture seriously. Consulting Psychology Journal: Practice and 

Research, 55(Spring 2003): 75-83. 
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8 Schein, E.H. 1995. Process consultation, action research and clinical inquiry: are 

they the same? Journal of Managerial Psychology, 10(6): 14-19. (Read 

pages 16-17 only.) 

Ozley, L.M. & Armenakis, A.A. 2000. “Ethical consulting” does not have to be 

an oxymoron. Organizational Dynamics, 28(4): 38-51. 

 

11 Strebel, P. 1994. Choosing the right change path. California Management 

Review, 36(Winter 1994): 29-51. 

 

  Additional Reading Assignment(s)  
 

12 Kaplan, R.S. & Norton, D.P. 2006. How to implement a new strategy without 

disrupting your organization. Harvard Business Review, 84(March 

2006): 100-109. 

Harreld, J.B., O’Reilly, C.A. & Tushman, M.L. 2007. Dynamic capabilities at 

IBM: Driving strategy into action. California Management Review, 

49(Summer 2007): 21-43. 

 

13 Kanter, R.M. 2006. Innovation: The classic traps. Harvard Business Review, 

84(November 2006): 72-83. 

O’Reilly, C.A. & Tushman, M.L. 2004. The ambidextrous organization. 

Harvard Business Review, 82(April 2004): 74-81. 

Marks, M.L. & De Meuse, K.P. 2005. Resizing the organization: Maximizing 

the gain while minimizing the pain of layoffs, divestitures, and closings. 

Organizational Dynamics, 34(Summer 2005): 19-35. 

 

14 Schein, E.H. 1990. Organizational culture. American Psychologist, 45(February 

1990): 109-119. 

 

16 Argyris, C. 1989. Strategy implementation: An experience in learning. 

Organizational Dynamics, 18(Autumn 1989): 5-15. 

 
17 Nadler, D.A. & Tushman, M.L. 1999. The organization of the future: Strategic 

imperatives and core competencies for the 21st century. Organizational 
Dynamics, 28(Summer 1999): 45-60. 
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First Team Paper Outline: Entering, Contracting, Data Gathering, Feedback, Diagnosis 
 

I. Title Page [Ensure that your paper meets the criteria listed in the top paragraph on page 3 

of the course syllabus and includes five citations from course-reserved materials 

listed in pages 22-24, 26-27 of the course syllabus.] 

 

A. Does not count toward the 10-page limit. 

 

B. List team name (developed by OD consulting team) and number (assigned by instructor). 

 

C. List team members alphabetically by first and last name. 

 

II. Entering (Use each outline major category [e.g., ENTERING] as heading within paper.) 
 

A. State the critical organizational issue provided by client (instructor) (Beitler, 2013: 36): 

 

1. The critical organizational issue should identify the target group/process and the key 

priority of the client organization, e.g., enhance international market presence, 

enhance creativity and innovation. 

 

2. Explain why the critical organizational issue is the key priority of the client 

organization. 

 

B. Identify the relevant client by position title (Beitler, 2013: 33-34): The relevant client 

includes those organization members who can directly impact the change issue. (Deter- 

mine from instructor who the relevant client should be; the instructor will play that role.) 

 

III. Contracting 
 

A. Mutual expectations (Beitler, 2013: 33-37): 

 

1. Client: List what the organization expects from the OD intervention and consulting 

team, i.e., specific services/outcomes from your team. (Obtain from the client.) 

 

2. OD consulting team: List what your OD consulting team expects to gain from the 

intervention, e.g., opportunities to try new types of interventions, report the results to 

other potential clients, and/or receive appropriate compensation or recognition. 

 

B. Time and resources (Beitler, 2013: 36-37): 

 

1. Identify how much time will be necessary to complete the project, who needs to be 

involved, how much it will cost, etc. (Consult with the client regarding required time 

and resources.) 

 

(Continued on next page) 



MGMT 3304 Organization Development — Fall 2018 — CRN 11590 
 

 Please Bring This Course Syllabus to Every Class 

-17- 

 

 

 

First Team Paper Outline (Continued) 
 

2. Resources can be divided into two categories, those needed to meet: (1) essential 

requirements such as client needs for a speedy diagnosis and projected completed at 

lowest price, as well as OD consulting team needs for access to key people or infor- 

mation, enough time to complete the project, and commitment from certain stake- 

holder groups; and (2) desirable requirements such as access to special resources or 

written rather than verbal reports. (Consult with client regarding these requirements.) 

 

C. Ground rules (Beitler, 2013: 33-37): 

 

1. Specify how the client and your OD consulting team will work together. 

 

2. Establish parameters such as confidentiality, if and how your OD consulting team 

will become involved in personal or interpersonal issues, whether the team is 

supposed to make expert recommendations or help managers make decisions, and 

how to terminate the consulting relationship. (Consult with client.) 

 

IV. Data Gathering 
 

A. Data-gathering methods (Beitler, 2013, 55-70; Schein, 2003: 80-81): 

 

1. Identify which of six target groups within the organization (entire organization, large 

subsystem, group/team, intergroup, dyads, individual members or roles) that your OD 

consulting team will target. (Target groups were assigned when OD consulting teams 

were formed.) 

 

2. Identify which of four target processes (strategic planning, structural, human, and 

cultural) within the organization that your OD consulting team will target and explain 

your choice. (Target processes were assigned when OD consulting teams were 

formed.) 

 

3. Describe the seven data-gathering methods (questionnaires, interviews, observations, 

company document reviews, psychological instruments, anonymous letter writing, 

group assessment technique) and evaluate their advantages and disadvantages in 

relation to your target group and target process. Based on your evaluation, identify 

which of seven data-gathering methods that your OD consulting team will use. 

 

B. Process-consultation concerns: 

 

1. Identify any potential negative consequences that may occur as a result of the data 

gathering by your OD consulting team. See Schein (1995: 14-17) for process 

consultation cautions. 

(Continued on back) 
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2. Consider Schein’s (1995: 18) four categories of initial interventions (pure inquiry, 

diagnostic inquiry, action-oriented inquiry, confrontive inquiry) and their different 

degrees of impact on the client. Identify which category is most appropriate for the 

target group and target process assigned to your OD consulting team. 

 

V. Feedback 
 

A. Process (Beitler, 2013: 73-76; Schein, 1995: 16-17): 

 

1. Describe the feedback meeting(s) including participants to be invited, meeting agenda 

distributed in advance, data to be presented, and group process facilitation skills to be 

employed to keep the group in a problem-solving mode. The important point to keep 

in mind is that the purpose of the meeting is to present data to stimulate an in-depth 

discussion about the target groups and processes to develop OD intervention support. 

 

2. Comment on the feasibility and appropriateness of using the survey feedback method, 

including the pros and cons of top-down and bottom-up feedback processes, as part of 

your team’s feedback process. 

 

B. Content (OD consulting team emphasis will vary depending upon the type of OD 

intervention assigned your team—focus narrowly on your critical organizational issue): 

 

1. External environment: Briefly describe the external forces impacting your client 

organization, including only those forces impacting your client’s critical 

organizational issue, e.g., global motorcycle market demands strong international 

market presence, global motorcycle market demands greater product innovation. 

(Use the OPM model current/future Business Situation to structure your description.) 

 

2. Internal environment: Briefly describe the client organization’s strategy, design 

elements and culture, including only those factors which impact your client’s critical 

organizational issue. (Use the OPM model Business Strategy, Design Elements and 

Culture to describe.) 

 

3. Organizational effectiveness: Briefly describe the client organization’s performance 

relative to its competitors, including only those factors which impact your client’s 

critical organizational issue, e.g., Harley has a very small international market 

presence compared to Honda, Harley has a low rate of product innovation in recent 

times compared to Honda. (Use the OPM model Business Results to structure your 

description and evaluation.) 

 

 

(Continued on next page) 
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VI. Diagnosis 
 

A. Key concepts (Beitler, 2013: 14-16, 77): 

 

1. Open-systems thinking: Explain how your team’s diagnosis treats the organization as 

part of an open system that must interact with its external environment (for a large 

subsystem, its external environment would be the overall organization). 

 

2. Systems thinking: Explain how your team’s diagnosis incorporates systems thinking, 

such that the problem does not reside in one or more individuals in the organization 

but within the system comprising the organization itself. 

 

B. Process (Note that the below are plans for diagnosis, not the completed diagnosis.): 
 

1. Explain how your team will use Schein’s (1999) process consultation model (as 

described in Beitler, 2013: 26-37) as part of your team’s diagnosis, including 

collaborating with the client as a partner, understanding the client’s metaphors, 

awareness of other stakeholders beside the client, and one or more of Schein’s (1999) 

ten guiding principles (Beitler, 2013: 35-36). 

 

2. Using Hanna’s (1988) Organization Performance Model, conduct an organizational 

assessment (clockwise around the model, starting with a comparison of the current 

and future business situation with business results, then business results with culture, 

culture with design elements, design elements with business strategy, and business 

strategy with business situation), looking for poor fits and disconnects, and briefly 

describe your results. 

 

C. Content (Complete only one category below based on your team’s target process): 
 

1. Strategic planning process: Using Hanna’s (1988) Organization Performance Model 

(OPM), compare the organization’s current business strategy with its current and 

future business situation and business results. Identify misfits and disconnects. 

 

2. Structural processes: Using Hanna’s (1988) OPM, compare the organization’s current 

business strategy with its culture and identify misaligned design elements, with 

emphasis on structure, task and rewards. 

 

3. Human processes: Using Hanna’s (1988) OPM, compare the organization’s current 

business strategy with its culture and identify misaligned design elements, with 

emphasis on people (leadership), information and decision-making. 

 

4. Cultural processes: Using Hanna’s (1988) OPM, compare the organization’s current 

business results with its culture and identify misaligned design elements, with 

emphasis on people (leadership), information, decision-making, and rewards. 
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Second Team Paper Outline: Designing, Implementing, and Evaluating Interventions 
 

I. Title Page [Ensure that your paper meets the criteria listed in the top paragraph on page 3 

of the course syllabus and includes five citations from course-reserved materials 

listed in pages 24-27 of the course syllabus.] 

 

A. Does not count toward the 10-page limit. 

 

B. List team name (developed by OD consulting team) and number (assigned by instructor). 

 

C. List team members alphabetically by first and last name. 

 

II. Designing (Use each outline major category [e.g., DESIGNING] as paper heading.) 
 

A. Process (Beitler, 2013: 33-37, 83-87): 

 

1. Restate the critical organizational issue and the relevant client. Outline ways your 

OD consulting team will collaborate with your client to design the intervention, to 

include how you will incorporate valid information obtained from the diagnosis, how 

the client will be involved in making decisions about the intervention, and how 

organizations members will accept ownership of the intervention and take 

responsibility for implementing it. (Consult with the client regarding collaboration.) 

 

2. Describe how your OD consulting team will collaborate with your client in ways that 

the client will be able to design OD interventions on his/her own in the future. 

 

3. Using Hanna’s (1988) Organizational Performance Model, design an OD intervention 

(counterclockwise, starting with developing a new business strategy that fits current/- 

future business situation, make changes to design elements to be congruent with new 

business strategy, identify positive/negative impact that new design elements will 

have on organization’s culture, and predict business results achieved by new culture). 

 

B. Content (Complete only one category below based on your team’s assigned intervention): 

 

1. Strategic planning interventions: Using Hanna’s (1988) OPM, define a new business 

strategy to meet the current/future business situation. As needed, modify the organi- 

zation’s vision, mission and operating principles. The new business strategy, defined 

in both generic and grand strategy terms (see David, 2007: 171-193), will include 

long-term objective, annual objectives, and changes, if necessary, in organizational 

policies, organizational structure, resource allocation methods, and incentive plans. 

 

2. Structural interventions: Using Hanna’s (1988) OPM, change the design elements, 

with emphasis on structure, task and rewards, to better align the organization’s culture 

with its new business strategy. 

(Continued on next page) 
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Second Team Paper Outline (Continued) 
 

3. Human process interventions: Using Hanna’s (1988) OPM, change the design 

elements, with emphasis on people (leadership), information and decision-making, to 

better align the organization’s culture with its new business strategy. 

 

4. Cultural interventions: Using Hanna’s (1988) OPM, change the design elements, with 

emphasis on people (leadership), information, decision-making, and rewards, to 

modify work behaviors and values to better support the new business strategy. 

 

C. Accountability and support (Beitler, 2013: 189-191): 

 

1. Identify your client’s short-term goal(s) (immediately after intervention completion), 

intermediate-term goal(s) (18 months after intervention completion) and long-term 

goal(s) (three years after intervention completion). Using information taken from 

your first team paper, explain how these goals were chosen. (Consult with the client 

to identify the short-, intermediate- and long-term goals.) 

 

2. State how the client’s and OD consulting team’s mutual expectations (taken from first 

team paper) will be met by the intervention. (Confirm this with the client.) 

 

3. Incorporate experiential learning and conceptual learning into the intervention. 

Support intervention learning by scheduling specific actions that senior management 

will take to promote experimentation and risk-taking throughout the organization. 

(Confirm this with the client.) 

 

4. Support the intervention by scheduling specific training programs in group problem- 

solving and decision-making processes, as well as in communications skills. 

(Confirm this with the client.) 

 

D. Expected intervention benefits (Beitler, 2013: 85-86): 

 

1. List one or more of the eight benefits expected from the intervention. 

 

2. Explain why the identified benefits are expected to occur from this intervention. Rate 

the probability (percentage) of each benefit’s occurrence and state could be done, in 

terms of specific actions by the organization, to increase that probability. Identify the 

improved probability (percentage) for each benefit. 

 

 

 

 

(Continued on back) 
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Second Team Paper Outline (Continued) 
 

III. Implementing 
 

A. Change management (Beitler, 2013: 36-37, 39-48): 

 

1. Briefly describe the OD intervention. Using times provided by client as the begin- 

ning of the designing phase of the intervention, list the major milestones and dates 

(month/year) they will be accomplished. Include the intervention’s short-term, inter- 

mediate-term and long-term goals as part of your milestones. (Review with client.) 

 

2. Required time and resources: Outline intervention timeline. (Provided by client. 

Human, financial, physical, and material resources needed to complete the 

intervention will be abstracted away for the purpose of this paper.) 

 

3. Explain how the intervention will incorporate each of Kotter’s (2012: 51-56) eight 

accelerators to enabling change. (Review these steps with client.) 

 

B. Change readiness (willingness) and capability (Cummings & Worley, 2008: 153): 

 

1. Willingness to change: Assess the organization’s attitude towards implementing this 

intervention. If this type of support is weak, briefly identify contingency plans to 

strengthen the organization’s willingness to change. (Consult with the client.) 

 

2. Capability to change: Assess the organization’s capability to implement this 

intervention. If the organization’s change-related knowledge and skills, resources and 

systems devoted to change and/or experience with change are weak, briefly identify 

plans to strengthen the organization’s capability to change. (Consult with client.) 

 

3. Change agent capability: If the intervention’s implementation turns out to be beyond 

the capability of your OD consulting team, identify ways that you will obtain OD 

consultants with the requisite skills and experience. (Consult with the client.) 

 

C. Overcoming resistance to change: 

 

1. Review Beitler’s (2013: 40-41) nine sources of complacency and identify three that 

you believe have the greatest impact on your target group and identify appropriate 

response(s) to each of these complacency sources. 

 

2. Review Kotter and Schlesinger’s (2008: 136) six methods of dealing with resistance 

to change and pick two that your intervention will employ. Explain how each of 

these two methods of dealing with resistance to change will address each of the three 

complacency sources that you identified above. 

 

(Continued on next page) 
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Second Team Paper Outline (Continued) 
 

IV. Evaluating 
 

A. Process (Beitler, 2013: 26-28, 191-192): 

 

1. Describe the methods used for the intervention evaluation process (e.g., observation, 

survey feedback), ensuring they are compatible with evaluation measures (IV.B.1.). 

(Review with the client.) 

 

2. Describe how your OD consulting team will collaborate with your client to develop 

intervention implementation feedback process that is owned and operated by 

organizational members. (Review with the client.) 

 

B. Content (Beitler, 2013: 189-192): 

 

1. Identify process evaluation measures that assess the effectiveness of the planned 

intervention after one fourth, one half and all of it have been completed. (Tie these 

checkpoints in with the milestones developed in III.A.1.) Briefly describe 

contingency plans to be enacted as corrective actions if there are shortfalls in the 

intervention’s effectiveness. (Consult with the client to determine feasible measures 

and corrective actions.) 

 

2. Identify outcome evaluation measures for the intervention’s short-term, intermediate- 

term and long-term goals (see II.C.1.). (Consult with the client to determine feasible 

measures.) 
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Additional OD References For Team Papers (UTEP Library One-Hour Reserve) 
 

  Topic    Reference Description  
 

Entering and Argyris, C. 1970. Intervention theory and method: A behavioral science 

Contracting view. Reading, MA: Addison-Wesley. [Call number in brackets: 

HD58.8 .A74] (See chapter 10.) 

 

Block, P. 1999. Flawless consulting: A guide to getting your expertise 

used, 2nd ed. San Francisco: Jossey-Bass/Pfieffer. [HD69 .C6 

B57] (See chapters 4-6, 8-9 and checklist on pages 346-351.) 

 

Nadler, D.A. 2008. Organization development at the top of the enterprise. 

In T. G. Cummings (ed.), Handbook of organization development, 

447-473. Thousand Oaks, CA: Sage. [HD 58.8 .H3613] 

 

Schein, E.H. 1969. Process consultation: Its role in organization 

development. Reading, MA: Addison-Wesley. [HD 69 .C6 S28] 

(See chapters 9-10.) 

 
 

Data Gathering Argyris, C. 1970. Intervention theory and method: A behavioral science 

view. Reading, MA: Addison-Wesley. [HD58.8 .A74] (See 

chapter 13.) 

 

Block, P. 1999. Flawless consulting: A guide to getting your expertise 

used, 2nd ed. San Francisco: Jossey-Bass/Pfieffer. [HD69 .C6 
B57] (See chapter 11, checklist pages 352-357.) 

 

Camp, R.C. 1989. Benchmarking: The search for industry best practices 

that lead to superior performance. Milwaukee: ASQC Quality 

Press. [HD 58.9 .C36] (See chapters 1, 3-5.) 

 

Hausser, D.L., Pecorella, P.A., and Wissler, A.L. 1977. Survey-guided 

development II: A manual for consultants. San Diego, CA: 

University Associates. [HD 58.8 .H38] (See modules 1-2.) 

 

Huse, E.F. and Cummings, T.G. 1985. Organization development and 

change, 3rd ed. St. Paul, MN: West Publishing. [HD58.8 .H87] 
(See chapter 4, pages 63-76 only.) 

 

Lawler, E.E. 1981. Pay and organization development. Reading, MA: 

Addison-Wesley. [HF 5549.5 .C67] (See Appendices B-C.) 

 

(Continued on next page) 
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  Topic    Reference Description  

 

 

 

Data Gathering Nadler, D.A. 1977. Feedback and organization development: Using 

(Continued) data-based methods. Reading, MA: Addison-Wesley. 

[HD 58.8 .N3] (See chapters 3-7 and Appendices A and B.) 

 

Schein, E.H. 1969. Process consultation: Its role in organization 

development. Reading, MA: Addison-Wesley. [HD 69 .C6 S28] 

(See chapter 11.) 

 

Schein, Edgar H. 1985. Organizational culture and leadership. San 

Francisco: Josey-Bass. [HD 58.7 .S33] (See chapters 4-5.) 

 
 

Feedback Argyris, C. 1970. Intervention theory and method: A behavioral science 

view. Reading, MA: Addison-Wesley. [HD58.8 .A74] (See 

chapter 15.) 

 

Block, P. 1999. Flawless consulting: A guide to getting your expertise 

used, 2nd ed. San Francisco: Jossey-Bass/Pfieffer. [HD69 .C6 

B57] (See chapters 13-14 and checklist on pages 357-360.) 

 

Bowers, D.G. and Franklin, J.L. 1977. Survey-guided development I: 

Data-based organizational change. La Jolla, CA: University 

Associates. [HD38 .B6495] (See chapter 6.) 

 

Hausser, D.L., Pecorella, P.A., and Wissler, A.L. 1977. Survey-guided 

development II: A manual for consultants. San Diego, CA: 

University Associates. [HD 58.8 .H38] (See modules 3-5.) 

 

Huse, E.F. and Cummings, T.G. 1985. Organization development and 

change, 3rd ed. St. Paul, MN: West Publishing. [HD58.8 .H87] 

(See chapter 4, pages 76-79 only.) 

 

Nadler, D.A. 1977. Feedback and organization development: Using 

data-based methods. Reading, MA: Addison-Wesley. 

[HD 58.8 .N3] (See chapter 8.) 

 

 

 

 

(Continued on back) 
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Additional OD References For Team Papers (Continued) 
 

  Topic    Reference Description  
 

Diagnosis Argyris, C. 1970. Intervention theory and method: A behavioral science 

view. Reading, MA: Addison-Wesley. [HD58.8 .A74] (See 

chapter 14.) 

 

Block, P. 1999. Flawless consulting: A guide to getting your expertise 

used, 2nd ed. San Francisco: Jossey-Bass/Pfieffer. [HD69 .C6 

B57] (See chapter 10 and checklist on pages 352-357.) 

 

Bowers, D.G. and Franklin, J.L. 1977. Survey-guided development I: 

Data-based organizational change. La Jolla, CA: University 

Associates. [HD38 .B6495] (See chapter 4.) 

 

Hausser, D.L., Pecorella, P.A., and Wissler, A.L. 1977. Survey-guided 

development II: A manual for consultants. San Diego, CA: 

University Associates. [HD 58.8 .H38] (See module 6.) 

 

Huse, E.F. and Cummings, T.G. 1985. Organization development and 

change, 3rd ed. St. Paul, MN: West Publishing. [HD58.8 .H87] 
(See chapter 3.) 

 

Kotter, J.P. 1978. Organizational dynamics: Diagnosis and intervention. 

Reading, MA: Addison-Wesley. [HD 58.8 .K67] (See checklist in 

Appendix A, pages 91-97.) 

 

Lundberg, C.C. 2008. Organization development diagnosis. In T.G. 

Cummings (ed.), Handbook of organization development, 137- 

150. Thousand Oaks, CA: Sage. [HD 58.8 .H3613] 

 

Designing Kotter, J.P. 1978. Organizational dynamics: Diagnosis and intervention. 

Reading, MA: Addison-Wesley. [HD 58.8 .K67] (See checklist in 

Appendix A, pages 97-99.) 

 

Lawler, E.E. 1981. Pay and organization development. Reading, MA: 

Addison-Wesley. [HF 5549.5 .C67] (See chapters 1-2, 13.) 

 

Schein, E.H. 1985. Organizational culture and leadership. San 

Francisco: Josey-Bass. [HD 58.7 .S33] (See chapters 10-12.) 

 

Schein, E.H. 1999. The corporate culture survival guide: Sense and 

nonsense about culture change. San Francisco: Josey-Bass. 

[HD 58.7 .S3217]  (See chapter 6.) (Continued on next page) 
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Additional OD References For Team Papers (Continued) 
 

  Topic    Reference Description  
 

Implementing Block, P. 1999. Flawless consulting: A guide to getting your expertise 

used, 2nd ed. San Francisco: Jossey-Bass/Pfieffer. [HD69 .C6 

B57] (See chapters 15-17 and checklists on pages 360-366.) 

Cummings, T.G. and Worley, C.G. 2008. Organization Development and 

Change, 9th Ed.. Mason, OH: South-Western Cengage Learning. 

[Instructor will hand out excerpt from this text, not on reserve.] 

Kotter, J.P. 1996. Leading change. Boston: Harvard Business School 

Press. [HD 58.8 .K65] (See chapters 3-10.) 

Kotter, J.P. 2008. A sense of urgency. Boston: Harvard Business Press. 

[HD 58.8 .K673] (See chapters 1 and 3.) 

Kotter, J.P. 2014. Accelerate: building strategic agility for a faster- 

moving world. Boston: Harvard Business Press. [HD58.8 

.K6447] 

Schein, E.H. 1969. Process consultation: Its role in organization 

development. Reading, MA: Addison-Wesley. [HD 69 .C6 S28] 

(See chapter 12.) 

Evaluating Bowers, D.G. and Franklin, J.L. 1977. Survey-guided development I: 

Data-based organizational change. La Jolla, CA: University 

Associates. [HD38 .B6495] (See chapter 7.) 

Huse, E.F. and Cummings, T.G. 1985. Organization development and 

change, 3rd ed. St. Paul, MN: West Publishing. [HD58.8 .H87] 

(See chapter 14.) 

Mirvis, P.H. and May, B.A. 1983. Evaluating program costs and benefits. 

In S.E. Seashore, E.E. Lawler, P.H. Mirvis and C. Camman (eds.), 

Assessing organizational change: A guide to methods, measures, 

and practices, 501-527. New York: John Wiley & Sons. [HD58.8 

.A85] 

Schein, E.H. 1969. Process consultation: Its role in organization 

development. Reading, MA: Addison-Wesley. [HD 69 .C6 S28] 

(See chapter 13.) 

Group Training Boss, R.W. and McConkie, M.L. 2008. Team building. In T.G. 

Cummings (ed.), Handbook of organization development, 237- 

259. Thousand Oaks, CA: Sage. [HD 58.8 .H3613] 

French, W.L. and Bell, C.H. 1999. Organizational development: 

Behavioral science interventions for organization improvement, 

6th ed. Upper Saddle River, NJ: Prentice-Hall.  [HD58.8 .F78] 

(See chapter 13.) (Continued on back) 
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Additional OD References For Team Papers (Continued) 

  Topic    Reference Description  

 

 

 

Group Training Hackman, J.R. and Edmondson, A.C. 2008. Groups as agents of change. 

(Continued) In T.G. Cummings (ed.), Handbook of organization development, 

167-186. Thousand Oaks, CA: Sage. [HD 58.8 .H3613] (See 

pages 174-175.) 

 
 

Leadership Kotter, J.P. and Heskett, J.P. 1992. Corporate culture and performance. 

New York: Free Press. [HD 58.7 .K68] (See chapter 11.) 

 

Nadler, D.A. 2008. Organization development at the top of the enterprise. 

In T.G. Cummings (ed.), Handbook of organization development, 

447-473. Thousand Oaks, CA: Sage. [HD 58.8 .H3613] 

 

Schein, E.H. 1985. Organizational culture and leadership. San 

Francisco: Josey-Bass. [HD 58.7 .S33] (See chapter 14.) 

 

Senge, P.M. 1990. The fifth discipline: The art and practice of the 

learning organization. New York: Doubleday/Currency. 

[HD58.9 .S46] (See chapter 18.) 

 
 

Organizational Cameron, Kim. 2008. A process for changing organization culture. 

Culture In Thomas G. Cummings (ed.), Handbook of organization 

development, 429-445 Thousand Oaks, CA: Sage. [HD 58.8 .H3613] 

 

Daft, R.L. 2004. Organization theory and design, 8th ed. Mason, OH: 

South-Western. [HD 58.8 .D135] (See chapters 10 [pages 361- 

373 and 11 [pages 420-423].) 

 

Kotter, John P. and Heskett, James P. 1992. Corporate culture and 

performance. New York: Free Press. [HD 58.7 .K68] (See chap. 1-4.) 

 

Schein, E.H. 1985. Organizational culture and leadership. San 

Francisco: Josey-Bass. [HD 58.7 .S33] (See chapters 1 and 3.) 

 

Schein, E.H. 1999. The corporate culture survival guide: Sense and 

nonsense about culture change. San Francisco: Josey-Bass. 

[HD 58.7 .S3217] (See chapter 2.) 
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Organizational Daft, R.L. 2004. Organization theory and design, 8th ed. Mason, OH: 

Design South-Western. [HD 58.8 .D135] (See chapters 2-3, 5-6, and 

11 [pages 407-420].) 

 

Galbraith, J.R. 2008. Organization design. In T.G. Cummings (ed.), 

Handbook of organization development, 325-352. Thousand 

Oaks, CA: Sage. [HD 58.8 .H3613] 

 

Nadler, D.A. and Tushman, M.L. 1997. Competing by design: The power 

of organizational architecture. New York: Oxford University 

Press. [HD58.9 .N33] (See chapters 1 [pages 7-16], 3 [pages 43- 

54], 9 [pages 163-179], and 12.) 

 

Organizational Senge, P.M. 1990. The fifth discipline: The art and practice of the 

Learning learning organization. New York: Doubleday/Currency. 

[HD58.9 .S46] (See chapter 12.) 

 

Shani, A.B., and Docherty, P. 2008. Learning by design: Key mechanisms 

in organization development. In T.G. Cummings (ed.), Handbook 

of organization development, 499-518.  Thousand Oaks, CA: 

Sage. [HD 58.8 .H3613] 

 
 

Strategic Planning Beer, M. 2008. Transforming organizations: Embracing the paradox of E 

and O. In T.G. Cummings (ed.), Handbook of organization 

development, 405-428. Thousand Oaks, CA: Sage. [HD 58.8 

.H3613] 

 

David, F.R. 2007. Strategic management: Concepts and cases, 11th ed. 

Upper Saddle River, NJ: Pearson Prentice Hall. [HD30.28 .D385] 

(See chapters 1-6; note overall process model on page 15.) 

 

Greiner, L. 2008. Integrating organization development with strategic 

planning: Closing the approach-method gap. In T.G. Cummings 

(ed.), Handbook of organization development, 385-403. 

Thousand Oaks, CA: Sage. [HD 58.8 .H3613] 

 


