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(Organization development is an effort a) planned b) organization wide and ¢) managed from the
top to d) increase organizational effectiveness and health through e) planned interventions in the
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organization’s “processes” using behavioral science knowledge.( Bachard, 1969).
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(OD can be defined as a planned and sustained effort to apply behavioral science for system
improvement, using reflexive, self-analytic methods. (Schmuck and Miles, 1971).
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(The aims of OD are ...... a) enhancing congruence between organizational structure, processes,
strategy, people, and culture b) developing new and creative organiztional solutions and c)
developing the organization’s self-renewing capacity. (Beer, 1980),
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(OD is a systematic application of behavioral science knowledge to the planned development and
reinforcement of organizational strategies, structures and processes for improving an
organization’s effectiveness. (Cummings and Worley, 1993)
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(OD is a long term effort, led and supported by top management, to improve an organization’s
visioning empowerment, learning, and problem-solving through an ongoing collaborative
management of organization culture —with special emphasis on the culture of intact work teams
and other team configurations —using the consultant facilitator role and the theory and
technology of applied behavioral science, including action research.(French and Bell, 1999).
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Change is a continuous phenomenon
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Interest in Visioning and Future Search
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Interest in Scio-technical System
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