The Future of OD: The changing environment, Fundamental strengtlfSxf Implications of OD
for the client, ethical standards in OD, OD’s fe&u®D Consultant’s role, issues in consultant-
client relationship, Power, Politics & OD, ReseaothOD.

Practical Component:

To conduct Force field analysis for MBA department

Group activity-ldentify the need for OD interventidor your college and call the director/
principal of your college to the classroom to exelthe possibility for OD intervention.
Presentation by students: Identify and explore gbssibility for OD intervention in your
college level, group level and individual level.

Hold a debate in the classroom about downsizingvtré&force.

Organization change questionnaire data collecti@hamalyzation.

Group Presentation: Health care, FOO, Educatiobl, Retail, Manufacturing Industries.

Design a role play event for students, so that thidlyplay it out to mobilize support for a
change implementation programme.

RECOMMENDED BOOKS:

Theory of Organization Development and Change. Tdso®. Cummings, Christopher G.
Worli, Cengage Learning.

Understanding the theory and design of organizafichard L Draft, Cengage Learning.
Organization Development, behavioral science imetions for Organization Improvement,
Wendell French, Cecil H.Bell, Veena, Jr, Pearsdil, P

Organization Change and Development, Kavith Sikgttel BOOKS.

REFERENCE BOOKS:

Change & Knowledge Management-R.L. Nandeshwar, Ratna Jayasimha, Excel
BOOKS, 1st Ed.

Management of Organizational Change — K Harigop@esponse BOOKS, 2001
Organizational, Design, and Change-Gareth R. J&tlegdition, Pearson Education

STRATEGIC TALENT MANAGEMENT

Subject Code : 16 MBAIR405 IA Marks : 20
No. of Lecture Hours / Week : 03 Exam Hour93
Total Number of Lecture Hours : 56 Exam Marks30
Practical Component : 02 Hours / Week

Course Objectives:

To aware the challenges of acquisition and retantictalents for the competitive advantage
of the organization.

To develop a conceptual understanding of the manage of talents in the competitive
environment.

To understand how important is to develop and mets best talents in the industry.
To understand the concepts of competency andaigeus evaluating a person’s work.
To get an idea about different tools in identifymegjuired competencies in a person.
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Course Outcomes:

The students will be able to
» Gain the insights of talent management practicesganization.
» Learn the techniques and retail the best taleimduastry.
» Prepare competency mapping.

Unit 1: (20 hours)
Basics of Talent Management.Talent- engine of new economy, difference betwesdents and
knowledge workers, leveraging talent, the talentue&zachain, elements of talent friendly
organizations, talent management proc&agent Management System- Components and benefits
of Talent Management System; creating TMS, chalengf TMS, Building blocks of talents
management competencies — performance management, condugbeiormance reviews,
Appraising executive talent, selecting the rightrajsal.

Unit 2: (8 hours)

Talent Planning — Concept, succession management process, Integiaiccession planning and
career planning, designing succession planning rpng strategic accountability approach in
developing the workforce, balanced scorecard, tafl@velopment budget, contingency plan for
talent; building a reservoir of talent, compengatimanagement within the context of talent
management, CEO Succession planning,

Unit 3: (6 hours)
Developing and Retaining Talent —Potential identification and development, coachifog
sustained &desired change, integrating coachignitrg and development with talent management
,employee retention- motivation and engagementurRebn talent; age of analytics, making
outplacement as a part of talent strategy, devetpiailent management information system.

Unit 4: (6 hours)
Competency mapping:Concepts and definition of competency; types of pei@ncies, competency
based HR systems, competency and performance,eb dempetency model, developing various
competency models, how competencies relate torcdeselopment and organizational goals.

Unit 5: (14 hours)
Methodology of competency mapping :competency model development ,competency models,
people capability maturity model ,developing comepey framework , competency profiling ,
competency mapping tools , use of psychologicaingsn competency mapping , competency based
interviewing , assessment of competencies throuifh dgree feedback, BEI, CIT, validation of
competencies.

Unit 6: (12 hours)
Measuring Performance, Assessment and Developmentefitre: background and approaches to
performance assessment, competency based perf@massessment, diagnosing reasons for
performance problems, designing an effective perémrce management systems, sources of errors in
performance measurement.

Assessment and Development Centreconcepts , importance and uses of assessmertte @en
selecting employees , difference between assessamehidevelopment centre, assessment centre
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approach to competence building , profile of theeasors, steps in assessment centre, designing the
assessment centre.

Practical Component:

» Students are expected to conduct a study on hantsalare acquired and retained — in
various industries — and various strategies folble the respective companies.

» Discussion on “How to have/ evaluate the perforreawfdhe MBA students”

» Ask the students to find out the best employer eygvconducted during the past one year
and make a presentation.

» |dentify the important positions in your college amy other organization and ascertain the
measures if any taken to develop second line ofeleship

» Ask the students to collect data about the posiioprincipal, director, and other teachers in
your college and prepare a competency dictionaryhi® said positions

» Presentation by students about the competencytaliyeprofiling of various positions.

* Ask the students to role play the behavioural evueterview to collect data for competency
mapping for the position of management professor.

» Presentation by students about the competencytaliyegrofiling of various positions.

RECOMMENDED BOOKS:
» The Talent Management Hand Book — Lance A. Berg&okothy R. Berger, Tata McGraw
Hill
» Competence at work — Lyle M. Spencer, Signe M. Seerdohn Wiley, 1993.
* A Handbook of Competency Mapping — Seema Sangp&tese BOOKS, 2004.
» Competency mapping, Assessment and Growth — N&k IGHRM, 2010.

REFERENCE BOOKS:
* The Talent Era, Chowdhary, Subir, Pearson Educatiew Delhi.
» Appraising & Developing Managerial Performance- HRa¥, Excel BOOKS
» Performance Management — Herman Aguinis, Pearsandidn, 2007.
» Performance Management, Rao, Wiley.

PERSONAL GROWTH AND INTERPERSONAL EFFECTIVENESS

Subject Code : 16 MBAIR406 IA Marks : 20
No. of Lecture Hours / Week :03 Exam Hour93
Total Number of Lecture Hours : 56 Exam Marks30
Practical Component : 02 Hours / Week

Course Objectives:

 To identify strengths and weaknesses as an indillidas a member of a
group/organization using personality types.

* To understand the concepts of self awarenesssselém, NLP and Locus of Control.
* To understand Interpersonal growth and effectivenes

Course Outcomes:
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