
ROLE ANALYSIS TECHNIQUE IN ORGANISATIONAL DEVELOPMENT
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Melwin Joy. Role analysis technique (RAT) is used to help employees get a better grasp on their role in an organization.
In the first step of a RAT intervention, people.

Recardo, Ronald J. Related Articles:. Typically, organizational development programs will simultaneously
integrate more than one of these interventions. For instance, departmental interaction often deteriorates in
larger organizations as different units battle for limited resources or become detached from the needs of other
units. The advantage of bringing in outside OD consultants is that they can provide a different perspective and
have a less biased view of the organization's problems and needs. Manpower Planning provides information
about the human resources available within the organization for expansion, growth and technological
innovations. In general, organizations that wish to achieve a high degree of organizational change will employ
a full range of interventions, including those designed to transform individual and group behavior and
attitudes. A fourth OD intervention that became extremely popular during the s and early s is total quality
management TQM. The basic aim is integration of individual and organizational needs. Thus, the session will
consist of individuals agreeing with each other to arrive at a written contract of what behaviours each will
change. Career Path: The sequential pattern of jobs that form a career. The individuals have to fulfill different
specialized roles in organisations, in each role they have to manifest different behaviours. Indeed, traditional
group change systems have focused on identifying problems in an organization and then trying to alter the
behavior that creates the problem. Punnett, Betty Jane. Comprehensive Interventions OD comprehensive
interventions are used to directly create change throughout an entire organization, rather than focusing on
organizational change through subgroup interventions. This technique basically entails surveying employee
attitudes at all levels of the company and then disseminating a report that details those findings. Managerial
Competence â€” opportunities for higher responsibility, decision-making, control and influences over others.
Karriker, Joy H. Till the role incumbent and the entire team, satisfactorily define the role completely, additions
and deletions will be made from the roles and behaviours. Changes in functions and activities, two, five or ten
years hence.. In fact, most OD systems use small teamsâ€”or even individualsâ€”as a vehicle to implement
broad organizational changes. Organizational Behavior: The State of the Science. OD interventions are plans
or programs comprised of specific activities designed to effect change in some facet of an organization. The
catalystâ€”whether a group or individualâ€”that facilitates the OD process is known as the "change agent.
Ironies in Organizational Development. The steps involved in this technique are as explained below: i
Analysis of Focal Role: The focal role individual initiates the analysis of focal role in the first step. Succession
Planning facilitates continuity of the organization. As group members try to exert structure on fellow
members, group members gain a greater awareness of their own and other's feelings, motivations, and
behaviors. Definitions of OD abound, but they are all predicated on the notion of improving organizational
performance through proactive techniques and activities. Security and stability of career. This step is
demonstrated by two individuals while the rest of the team members watch. Succession can be from within or
from outside the organization. A Succession Plan is to fill key positions over time. American Society for
Training and Development,  March  You want them to do more or do better or do less or stop doing or
maintain unchanged. To increase the utilization of managerial reserves within an organization. Shaffer, Rima.
Manager 35 5. All those involved in the process need to be genuinely and visibly committed to the effort. The
intervention should be based on accurate diagnosis of organizational conditions.


