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Management is a generic discipline that combines all the learning from the functional 

courses to arrive at an integrative approach in understanding and managing in a  

context. This integrative learning is basically the objective behind the restructuring of the 

Management programme in this Case study. From functional and discipline-based 

perspectives, the focus of the programme has moved  to an integrated evolutionary 

theme-based perspective that begins with the self & personal competency and moves 

towards the total organization and holistic management. This paper provides an 

overview of the process of innovation, from idea to implementation – the drive, the 

difficulties and the derivatives. 
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1. Introduction 

 
“If  only the bees knew; 

that the  Honey that collects, 
a little further away in time 

tastes, sweet as  nectar”. 
 
Innovation as a process is one of the most involved management processes. It 

encompasses almost all the stakeholders, and though the responsibility of carrying it 

through is distributed among many, this in no way dilutes the commitment each 

individual has to show towards the process in implementation. If we claim that success is 

1% inspiration and 99% perspiration, to make success of an innovation, it is 10% 

inspiration, 40% perspiration and another 50% desperation, as success is never definite, 

till we cross the finishing line. And when it is done, it is admiration, 100%. This Case 



study is a reflection on the process of educational innovation in a management school. 

The context is a changing business scenario and changed expectations from the 

stakeholders. 

 
Today, there is a great proliferation of business schools across the world propagating 

management education     (Montgomery, 2005). The factors that define the variability 

are- the duration of the programme (usually one year to two years), the type of  students ( 

whether full time or part time, working executives or fresh graduates), the affiliation to 

universities or an autonomous status, ranking and accreditation status as offered by 

various certifying authorities. It is an area of education that has been perceived to be both 

critical and important for career growth. However, some researchers are also critical of 

the utility of management education programmes for career success (Pfeiffer & Fong, 

2002). 

 
 The programme exposes students to structured methodologies to deal with different 

contexts and combinations of men, material and money. From a specialist perspective, 

one of the main aims of management education is to expose the students to the different 

functionalities of business. However, management as an art and science is generic and 

combines all the learning from the functional courses to arrive at an integrative approach. 

It is a phronesis, a discipline that is pragmatic, variable, context dependent and based on 

practical rationality (Smith, 2003). Therefore, integrated learning is very important in 

terms of a holistic understanding and effective contextual responses as an outcome of 

management education.  

 
2. An Overview of related literature :- 

 
Considering innovation as a process and the educational institute as the context, we shall 

briefly review some observations first on innovation and then with specific reference to 

institution building in the educational context. 

 
Innovation is the mechanism by which organizations produce new products, processes 

and systems required for adapting to changing markets, technologies and modes of 



competition (Utterback, 1994).  Innovation is trying to do anything new. Damanpour 

(1991) conceives of innovation as the adoption of an internally generated or purchased 

device, system, policy, program, process, product, or service that is new to the adopting 

organization.  There is a crucial need to innovate in a hyper-competitive economy.   

According to Hammel (2000), an organization must be capable of reinventing its deepest 

sense of self and its core business concept continuously. The challenge is not just of 

quality or efficiency, but of strategic innovation. In a non-linear world, only non-linear 

ideas will create wealth.  Radical non-linear innovation is the only way to escape the 

ruthless hypercompetition that has been hammering down margins in industry after 

industry. 

 
Any innovation attribute has many effects, either as Pros or Cons. The pros are closely 

linked to the innovation attribute of relative advantage, observability, adaptability, 

compatibility and trialability. The cons are closely linked to the innovation attributes of 

complexity and risk.  It is a measure of resistance to change. (Rogers, 1995).  Myers 

(1996) refer to a framework of pros and cons of innovation. The pros and cons are 

overarching constructs that subsume several innovation attributes.  The pros of 

innovation are the positive aspects or advantages that organizational members associate 

with an innovation. The cons are the negative aspects or disadvantages that 

organizational members associate with an innovation. Bringing about an innovation in an 

organization is a matter of managing the process from idea to actuality (Meyer, 2000). 

 
 In the field of education, institutions play an important role by standing the test of time 

and evolving and adapting in a manner that is suitable to the times.  One of the key tests 

of survival is the ability to render education relevant to the times. For this, well planned 

institutional development efforts have to be worked on.  Esman & Blaize (1966) have 

referred to four aspects of institution building- 

 
One is technical capacity which is the ability of an institution to deliver innovative 

technical services at an increasing level of competence. Another is normative 

commitment, the internalization by its staff of the innovative ideas, relationships and 

practices for which the institution stands. Another is innovative thrust, the ability of the 



institution to continue to innovate and also the environmental image which reflects as the 

autonomy the institution.  

 
Institution building can be metaphorically likened to constructing a building which is 

simultaneously a work of creative expression and a model of functionality. Conscious 

efforts by an institution to use processes that enable it to review periodically its 

objectives, goals, policies and programmes enable it not only to respond better to 

environmental changes, market opportunities and competitive compulsions, but also 

foster an internal environment that promotes innovation and experimentation.  Only such 

a self-renewing culture can promote and sustain excellence (Kalro, 1999). 

 
We can understand through these observations that innovation is an important component 

of excellence in institution building. It can become a part of the institutional process 

through a continuous review of the needs for improvement.  

3. The Methodology 

 
This is a case study research. It deals with observation of an innovation process that is 

currently happening, and the context is initial implementation. The sources of data were 

both primary and secondary. The secondary data included documents, minutes of 

meetings, reviews, reports on the process of team decision making in the process of 

implementing the innovation, i.e, the new programme restructuring. 

 
The primary data was collected from the important stake holders – the designers and the 

people who have been part of the implementation, that includes the faculty and the staff. 

People at the decision making levels included the Director, the Dean, Academic Affairs, 

members of the Working group on the programme restructuring and the PGP chairman. 

At the implementation level, data was collected from the faculty who deliver the 

programme and also from staff who help out with the delivery of the programme.  

 

Data was sought based on certain parameters that compared the pre-theme structure and 

the present theme structure. Data collected was predominantly qualitative. Certain key 



concepts were identified as constructs through Content analysis.  The interconnectedness 

among them was identified as themes in the innovation process. The unit of analysis was 

the restructured PGP programme. 

  
4. The Restructured programme as the Unit of Analysis – 

 The changed programme was the focus of the study and the variables that were studied 

were the following  

4.1 The Visualization of Programme Restructuring  

4.2 The Design and Translation of the Programme Restructuring concept 

4.3 The System Implementation of the restructured programme. 

4.4  An Overview of the Changes in the restructured programme 

 
4.1 The  Visualization of Programme Restructuring - 

 
4.1.1 Strategic Vision of the institute– This Management School was conceived by a 

great visionary in the early 1980s, who placed special emphasis of management 

education to the development and priority sectors like agriculture, fisheries, forests, rural 

development, plantations etc. The thrust was also to focus on the regional  needs of 

management education in sectors like engineering, pharmacy and medicine for the small 

township where the institute started.  However, the vision was to cater to the whole of 

India. The Post Graduate programme started in 1984, after some experience with 

customized management development programmes.  

 
In the first meeting of the Board of Management studies in 1993, the vision to bring in 

academic rigour, variety in the nature of courses, practical inputs in the curriculum and 

innovative pedagogical tools were thought through. Further, the methods to be adopted to 

achieve the same were put forth explicitly as experience-sharing and perspective-building 

through practitioners’ view point and understanding of management. The need to evolve 

innovative programmes through in-depth study and understanding of current managerial 

practices, socio-economic realities and future scenarios in India and the world was also 

spelt out.  

 



In 1999, a special task force involving eminent academicians and industry leaders 

brought forth the Vision 2005 Document, in which one conscious plan was to start 

working on innovations to build up competitive strengths. The farsightedness to 

acknowledge that the coming century would be a knowledge-based economy and that lot 

of changes could be expected in the diversity of clients, choice of course & institutions, 

modes of delivery and location, the increasing role of alliances in providing educational 

programmes and services and the growing concern for value for money among the clients 

were adequately recognized. There is a specific section (3.1.5)in the document that refers 

to the need to bring in curricular changes in response to the changing requirements. 

 
One can therefore understand, that this innovation has been a well-thought out process 

and the actualization has crystallized over time. It was not a reactive decision to any 

sudden change in the environment. The strategic Vision has given the organization the 

direction it had to take and the conscious moves it will have to make. 

 
4.1.2 Philosophy of approach – According to Higgins ( 1995) an innovative 

organization has a set of generic characteristics that constitute its profile, including the 

following –a stated  and working strategy of innovation, forming teams, rewarding 

creativity and innovation, allowing mistakes, training in creativity, managing the 

organizational culture and creating new opportunities proactively. We shall see very 

similar characteristics in this innovation process also. 

 
In the educational context,  Ravi. J. Matthai ( as quoted by Kalro, 1999) , the first 

Director of IIMA has observed ‘The building of an educational institution is often an act 

of faith and the expression of that faith is in a philosophy on the basis of which who build 

such institutions act’. The Director, as he expressed has a strong personal belief that 

Institutional Development has to take place through innovation and not imitation. He 

emphasisees that one needs to have a mind set , a recognition that such efforts need to be 

taken at the right time, if not, it could emerge costly later. As a leader, he has been aware 

of the importance and cost of time as a factor, in terms of contextual value. He has a 

strong conviction that we cannot have perfection in the initial stages.  However,   an 

acceptance of that fact with persistent efforts is the key towards a successful outcome in 



the long run. He believes that is the attitude ‘to attempt’ that is important. Any innovation 

is a team process, the energy for which is derived from the faith of the stakeholders. 

 
4.1.3 Contemporary orientation- The Director shared the trends in management 

thought and approaches.   Tremendous changes in management thought has been 

occurring since the 80s and the 90s and many new practices have developed. All 

industries including the non-IT ,went through major changes- liquidation, acquisitions, 

mergers etc. In the 90s the concepts were of outsourcing, cost reduction etc. He expressed 

that we must keep track of these changes where the entire field of Management itself is 

undergoing a cataclysm. We need to be aware of and understand how these changes are 

affecting our businesses, processes and our lives. There is a great need to build it in terms 

of learning in the programme. An appreciation of these trends and the need to adapt to the 

changing world in terms of student learning was being consciously thought about in the 

institute . 

 
As he puts it, “There are dynamic changes happening in the field of management, we also 

should move along those dynamics…One way we can do that is the curriculum…it is the 

means through which we make changes…in terms of education, in terms of learning, in 

terms of development.  If the curriculum is good, all things fall in place, otherwise, 

everything falls flat. As an institute model, we are looking for changes, changes that are 

meaningful to us…which also brings us early advantages in terms of uniqueness, 

differentiation and also make the students better. The faculty also will be enriched, they 

will be into something new rather than the old or beaten processes or routines.  So, in a 

way, faculty and students benefit. In an institution, the relationship is symbiotic.” 

 
4.1.4 Incessant experimentation - Right from inception, management education 

programmes of short and long term duration for different segments like engineering 

faculty, medical and pharmacy profesisonals, engineering students,  aspiring  

entrepreneurs, owner mangers of small scale business, large industry business, agriculture 

and banking were planned.  Some were actualized, some were not. According to the 

Director, there was one particular instance of  a request to customize the management 

education programme for the health sector. This opportunity gave way to a lot of work, 



though it did not materialize due to many reasons. However, it gave a good perspective 

on the importance of management to be taught with a context-perspective.  One has to 

make attempts to learn, the attempt may or may not be successful for various reasons, 

however, each is a learning experience. 

 
In 2000, a Group on Integrative Course Development was set up with faculty team 

members which brought forth some considerable thoughts on integration like amenability 

to integration, integrative nature of a course, integrated competence of a faculty in 

delivering from multi-disciplinary perspectives etc. 

 
In 2002, an attempt was made by a formal working committee to bring in the concept of 

‘clusters’ of courses in terms of specialization, which would help the student to gear up 

for a specific application or for a specific sector.  Prior to this clustering, an attempt was 

made to force-fit the student into any functional specialization in terms of defining the 

number of credits to be fulfilled for the same. The attempt on clustering  focused on 

updating curriculum, getting feedback from industry, identifying courses which require 

cross functional involvement and contribution from several streams. It also looked into 

pedagogy that transcended functional silos towards integration. The clusters or baskets of 

courses  were designed to cater to a certain sector /industry. The already existing courses 

were realigned into such baskets. Though this experiment was not a huge success in 

terms of implementation for various reasons, it gave some meaningful learning points on 

what ‘integration’ could actually mean.  

 
As the Director  shares it himself, “As we do something, we learn, there are 

improvements, there is always a logic behind it,…that is the rational part… the non-

rational part is how you make it happen with everybody and how you can make it useful 

to everybody.” These initial efforts and experimentation have been value adding 

experiences and though not very successful, the learning points from those have been 

transferred into this major innovation effort.  

  
Though the direct connect between the earlier initiatives and the present one cannot be 

functionally established in terms of specifics, the assumption is that the implicit 



understanding in terms of learning points for each individual and for the teams, definitely 

adds cumulatively a value to any future effort in a similar direction.  

 
4.2 The Translation and Design of the Programme Restructuring concept – 

 
The course review is an institutionalized process which has been happening since the 

initial stages at the institute. There is a process of annual review of courses to analyze 

their utility and areas of improvement. There are additions and deletions of the courses 

based on the experience and outcomes they have produced. This programme restructuring 

effort was a few leaps ahead in the same direction. 

The Director as the visualiser of the concept passed over the work of translating this 

meaning of integration to his next level team who represented the chairmen of all the 

committees, the Academic, the Post Graduate Programme, Research, Placement and 

Industry Interface.  A certain understanding of the need for integration evolved from the 

discussions - 

• An institution of repute, one which seeks to be reputed, must not only look 

dynamic, but must also act dynamic. 

• One of the dynamics of this is the Development - development of the curriculum, 

resources, faculty,  new  ideas and also implement them.  

 
Based on this understanding, many roles  evolved and many efforts  were taken. Rogers 

(1995) refers to the idea champion who is usually the one who recognizes the usefulness 

of the idea to the organization and lends authority and resources to the innovation 

throughout its development and implementation. Although innovation roles are informal 

positions that may be assumed by individuals throughout the organisation, people in 

certain functional positions may be more likely candidates for key innovation roles than 

many others (Galbraith, 1984). The design team took various kinds of responsibilities and 

roles during the translation and design phase. Translation was an attempt to define in 

more concrete operational terms what is it that is meant to be the student learning or 

outcome. The design was the next step in how this would figure out in the programme as 

a whole, in terms of courses and modules. 



The designing focused on the learning for the students as individuals and professionals  to 

gear towards the expectations from industry and society. The changing and dynamic 

scenario of the business as well as the world was the background against which these 

roles and expectations were mapped. 

 
4.2.1 Role delegation and Team roles -  Leaders are dependent on several 

stakeholders who expect to be part of organizational decision-making processes on key 

issues.  Their stakes, interests and motivations may be quite different, but cannot be 

ignored.  Managing institutional change, is tightrope walking of sorts, and a positive 

outlook and feelings of confidence are important for leaders taking up the challenge 

(Ram Narayan. S, 1999). Research observations also state that organizational innovation 

requires the fulfillment of specific key roles that guide a new idea through the innovation 

process. 

 
After the concept was commonly understood, all the chairmen of formal committees took 

charge to translate it from philosophy to operationability.  The roles in the translation and 

design team were many. The prime  responsibility for the activities was held by the Dean 

Academics, as Chairman of the Academic Council.  He played the roles of the theme 

conceptualiser, feedback analyst, content-theme fitter and the system designer. The 

industry interface Chairman and the Placement Committee Chairman tried to provide 

links to the industry. The Research & Publications Head played the role of theme 

conceptualiser and also an intellectual critic.  The PGP chairperson had the roles of 

coordinating the work process of the team, get and analyse feedback from the industry 

and most importantly present it to faculty at each stage of processing, feed it back for 

refinement and finally the designing of the theme timetable. 

 
The faculty at the next level, based on their functional expertise, have played roles of 

content-theme fitters at the preliminary levels, devil’s advocate in providing ample 

criticisms and suggestions at each stage of processing. Decision making in educational 

institutions becomes further complex because highly educated professionals feel a great 

need to be heard and to participate in decision making (Kalro, 1999). At an individual 

level as well as at a team level, both the formally composed team as well as the faculty 



have taken formal and informal responsibilities in the design and implementation of the 

whole process.  

 
4.2.2 The Structured Efforts - Both the formal committee on programme restructuring 

and the faculty  have worked on the meaning of themes and to evolve an understanding of 

the outcome for learning and how this could be weaved into the structure of the 

programme.  The perspective on themes and the content that should figure into each of 

the themes have been designed based on a number of iterative processes including the  

brain-racking discussions by the Programme restructuring committee and the functional 

groups in terms of the course- theme fit and thoughts on any new courses that could be 

offered 

 
Their synchronized efforts were the following exercises -  

 
• Getting feedback from the industry and contemporaries on the feasibility of the 

new concept  

Right from the attempt at evolving the ‘clusters’ of courses, which was an exercise in 

2002, there has been a conscious awareness to understand the needs of the industry. 

Much of designing of the business school curriculum has to cater to the needs of the 

industry who are the final stakeholders who receive the products of a business school 

education. This redesigning was done with three entities in mind – the industry, the 

student and the faculty. 

 
An external orientation, picking feedback from the outside and integrating it into the 

organisation, in the true spirit of the open systems view of organizations, is often  a signal 

contribution of leaders in building a learning organisaitons (Chokkar.J, 1999) The Dean 

Academics asked the faculty members to find out from other universities what was going 

on in terms of development in their own fields. 

 
Taking the feedback through industry interactions and the board of studies, it was 

understood that the industry did not have much to say with the restructuring of the 

electives.  However, any dilution of the functional courses was not preferred, given that 



recruitment happens at the  entry level in specific functional areas. If the industry who 

came in for placement found that students were not sure about the knowledge in the 

functional areas, then placement would be greatly affected. Taking these cues, a course – 

content review was done to determine what should be added and what could be deleted in 

terms of content and process from the existing programme. The core courses have not 

been disturbed. A certain kind of benchmarking has been done, based on thoughts of 

institutes on similar lines. 

 
Some institutional benchmarking on efforts on similar lines was attempted. The Director 

wrote to many of his renowned peers both in Indian Institutions and also those abroad 

asking their views on restructuring,. All these responses were systematically reviewed. 

 
• Defining learning expected out of the programme 

One of the major drivers for the Design was the urge to have a distinct programme, 

without disturbing the basic contents.  It was felt that the content of the programme is to 

be the same in terms of .the functional areas, the integration and the electives. 

 
Some observations of the Programme restructuring  committee are presented : 

 
“An MBA curriculum ought to be, by definition, “generic” and “integrative” in nature. 

While it is important for students to be able to gain knowledge and skills in chosen fields 

of management (such as marketing, finance or HRD), it is perhaps even more important 

for them to develop themselves as competent “leaders”. This would require a deeper, 

broader, and reflective understanding of the individual, the organisation, the environment, 

the society, and the world. Some of the key competencies required of a “leader” in 

emerging scenario would include IT Orientation and Skills, Communication and 

Interpersonal Skills, Continuous Learning, Networking Skills, Team-working Skills, 

Ability to “visualise” a big picture and ability to articulate it, Strong value-orientation, 

Self-confidence and Assertiveness, Commitment to Excellence and Quality-orientation, 

willingness for hard work and experimentation, and desire to win.” 

 



“Five objectives to drive in terms of learning for the student would be asking basic 

questions, complexity handling ability, taking responsibility, a synthesizing mind and 

very importantly, seeking of true meaning in anything that one does.” 

 
“Our students should willing do grunt work, slog in the shop floor/ markets/ scourge 

through accounts/ databases etc  in the beginning.  They must be capable of learning from 

practical work, reflecting on and then conceptualizing/ generalizing/ integrating/ 

articulating the same. They should be good team workers, meticulous in execution of and 

reporting on tasks, excellent in oral interactions/ presentations, purposeful and persuasive 

in writing reports.  They must be capable of demonstrating a ‘managerial’ personality- 

approaches to organizational responsibilities, dressing and working habits, taking 

responsibility, punctuality, regularity, meeting deadlines, purposefulness and so on. By 

the end of the programme, they should be strong in business fundamentals, should have a 

managerial perspective in looking at issues in line with reflective practice, strong 

grounding in fundamental concepts/ techniques of all disciplines/functions, a robust and 

frank self-awareness (SWOT) and clarity in career plans.” 

 
“Cope with the external world, develop personally on problem solving, decision-making, 

team working and leadership dimensions and develop a holistic perspective”. 

 
“Develop a very high sense of responsibility towards being a manager, exhibit a very 

high degree of integrity to their profession as against MBAs who are perceived as job 

hoppers and opportunists.  Appreciate the contribution and utility of other bodies of 

knowledge to management, view business & its stakeholders from Indian perspective, 

understand self first in order to understand others and also develop communication & 

Analytical Skills.” 

 
If we observe the thinking orientations of these five team members, we can find that the 

focus has been as varied as development of skills and knowledge, development of an 

attitude, development of a perspective to the development of an approach to a situation 

like the need to ask questions and find true meaning. The real test that the committee 

found was in trying to weave in a commonality of the philosophy and in finally trying to 



define it into concrete contents of learning.  It was arrived at in consensus that learning 

would happen through themes. 

 
The Questions that were raised by the integrated courses committee were the following 

• Are we preparing the people for the first job or enabling them to adapt to 

situations that may emerge over time?  

• Do we emphasise immediate employability at the entry level, or do we prepare 

them for something that is not there today, but which may emerge important 10 

yrs in future due to their positions, or the changes in the environment?  

•  Is it for the immediate job or it for the long term career? 

• Are we in education or are we in training? 

 
Recent literature on management education also has expressed that business school 

graduates are choosing not only narrow corporate functions ,but are also becoming 

entrepreneurs, public servants, policy makers and so on.  Management educators are 

always unavoidably building upon philosophical-ontological, epistemological, ethical, 

philosophical, perhaps even aesthetic assumptions. We need to bring these absolutely 

fundamental issues overtly to students for discussion and reflection. Critical management 

education looks for ways of reconstituting management education without recourse to 

claims of translatability and generalizability. Reality is to be understood with reference to 

the particular context ( Grey, 2004). 

 
The Institute at the same time has been trying to gain accreditation from an International 

Body since 2003 which has tried to place emphasis on documentation and  

standardization of the  structure the programme. These  expectations have helped them 

use a structured approach  to measure learning outcome at different levels – at the 

programme level, theme level and at the course level. The last level of learning outcome 

at the course level was always monitored. With the new theme-based structure, care had 

to be taken to measure the other macro levels also, as per the requirements. 

 
• Getting feedback from faculty on their views, thoughts, suggestions 



On the first presentation on the new thoughts on programme restructuring, there were 

some apprehension among the faculty on how good the whole exercise would be . As the 

institute had established quite well in terms of credibility, some felt that this effort could 

disturb the smooth state of affairs. They could not get clear-cut answers for the questions 

-How is it better than the earlier one? How it will help the student and faculty? How will 

the students absorb it?  How will the faculty get into integration? And how the potential 

recruiters will look at it? 

 
In an innovation process, the initial difficulty occurs because people are not clear of the 

form of the outcome, even if they are sure of the content of the outcome. This 

apprehension is justifiable on the part of every stakeholder when they want some 

concreteness in a new experiment. This unfortunately evolves only with time and the 

outcome cannot be completely predicted as positive.  

 
A bottom up approach was adopted wherein the faculty were asked to see how their 

courses / modules would fit into the theme structure. Every functional group sat through 

thinking on this process. Considering feedback from students and industry and courses as 

modules, how could interdisciplinary links come about?  There needed to be changes in 

the sequence of the courses also. Given the fact that these are the things that ought to be 

done through themes, how many hours would it take and therefore what should be the 

length of the theme? These were some of the questions for which they had to find 

answers. 

 
The PGP chairman as the convenor and coordinator of the integrated courses committee 

had the role of trying to bring different perspectives, mix and match and arrive at a 

consensus to move to the next stage of debate. 

• Conceptualising  the themes of learning 

After much debate and discussion, the ‘firm’ evolved as the fulcrum , based on which 

the themes of learning evolved.  The reasoning was that among the three entities – the 

firm, the individual and the market, the more stable was the firm compared to the 

other two entities. Individuals and markets would change- and firms changed then.  



Firms are the pivots around which revolve the dynamic entities of markets and 

individuals. 

 
The themes that evolved were sequential and developed around the ‘firm’.  It was 

expected that a young person who goes through the themes would come out as a 

person with an integrated view of business and management. The evolution of 

understanding was expected to begin at the individual level, move on to 

understanding the meaning and rationale for business, how business functions, how it 

should be assessed and further on to specialized area knowledge and an orientation to 

the changing global and dynamic scenario and the meaning of learning for self and 

the  organization. 

 
4.2.3 The Themes of Learning- There are ten themes identified and they have a 

sequential logic. 

 
 Theme 1 is personal competence and focuses on unlearning. The student is prepared to 

learn the basic skills and attitudes to ‘learn’ from the programme. Some of the skills 

taught are on communication, accounting, information competency, IT and internet skills 

and also quantitative techniques. The attitudes are assumed to build up through focus on 

perspectives like creativity, innovation, personality differences, self development, team 

building and group dynamics, time management and most importantly, understanding 

self.  Some unlearning experiential exercises are also introduced.  The rationale for this 

theme is that all learning enhances with  ‘being aware of’ a methodology with two 

important components, skills and attitudes  and this begins with the right attitude and 

starts with the  self . 

 
Theme 2 is Individuals and roles. It exposes the students to perspectives of various 

disciplines in line with current thinking. Civic behavior, consumer behaviour, 

communication at work, descriptive statistics, economic behaviour, employee behaviour, 

individual as a decision maker and the lab for entrepreneurial motivation. The rationale is  

that understanding of behaviours and decision making dynamics associated with  



different roles  will  give the students a multi-dimensional orientation to the meaning of 

roles. 

 
Theme 3 is Firms and markets. It focuses on a deeper understanding of the rationale for 

the existence of business and its various implications with more emphasise on the 

economic, financial and legal perspectives. The other rudimentary functions of human 

resource management, information management, marketing and operations in terms of 

their rationale, evolution and their importance in a firm are dealt with. There is particular 

focus on communication and the varied dynamics of decision making as a powerful 

determinant in the effectiveness of all the functions. The rationale for this theme is that a 

student must understand the firm or an organization in different contexts, to instil a 

multi-contextual perspective and rationale of business. 

 
Theme 4  is Management-in-practice (MIP) has two phases.  This is a project-based 

course which the student undergoes by working on an organizational project for about 8 

weeks. Phase I starts with preparation for about a week.  This project has been recognized 

and acclaimed by the industry and the management fraternity as an innovation in 

management education. This project component was presented the Best Innovation in 

Management Education Award by the Association of Indian Management Schools in one 

of the recent years. 

 
There is also an experiential outbound programme for a week with an objective to 

inculcate team spirit and the spirit of adventure among the students. This happens at 

different periods for the different batches of students. 

 
 Theme 5 is Firms and its Functions. This theme focuses on a solid grounding on 

fundamental concepts and techniques used in functional management. The courses within 

this theme are Economics of an open economy, financial management, general 

management, human resource management, information systems function, management 

accounting, marketing management, operations management, operations research and 

organisation theory and practice. The rationale is to expose the students to all the 

functional concepts, theories, models and techniques in business. 



 
Theme 6 is Firm’s Performance. The main focus here is to help the students understand 

performance assessment and its parameters at a generic level as well as at a functional 

level. The focus here is on understanding the tools like information systems, statistical 

tools , the methodologies like business research and other auditing procedures to 

understand the environment, HR, Marketing, Operations, Technology and also corporate 

governance that deals with the rationale and purpose for the standards too. The rationale 

of this theme is to make the student appreciate the importance of assessment of business 

performance based on various functional parameters. 

 
Theme 4 MIP resumes at the end of first year in summer. The rationale is to give a 

practical exposure to the students of what happens in the real setting and how managers 

cope with problems, in their roles with specific reference to the context. 

 
Theme 7 is Managerial and Leadership Roles. After the MIP experience for nearly two 

months in the organization, the student gets an exposure to the real-life manager’s roles. 

Here, the emphasis is on trying to understand what the extra addition is, with respect to 

actual managerial performance, other than functional knowledge. The courses covered 

are Individual Decision styles, Laboratory for entrepreneurial motivation, Leadership, 

Managerial ethics, Managing teams, MIP project presentations and also ‘t’ group 

training. The rationale for this theme is to make the student understand the many facets of 

leadership and sensitivity to others. 

 
Theme 8 is The Firm’s context. It covers courses like corporate governance, international 

business, management –in-practice (Phase 3 and 4), the NGO work and strategic 

management. These give a deeper understanding to the running of the business in the 

emerging scenario dealing with multiple factors. This rationale for this theme is to build  

awareness of the dynamic nature of today’s business environment  in a global perspective 

and appreciate the need for adaptability to differing contexts.  

 



Theme 9  is Professional competency .  It includes electives from all disciplines. This 

theme focuses on acquiring specialized knowledge, depth as opposed to width. The 

rationale is to provide a specialsed set of knowledge and skills in the business context. 

 
Theme 10 is the Complete Manager. In this, the focus is on trying to understand the 

issues of life and learning and an awareness of a larger environment outside the 

organization. The courses include Career and Life Management, Continuous learning and 

the Learning organization, environmental issues and Performance measurement. The 

rationale for this theme is the need to develop in the student a multidimensional view of 

life and work and an attitude of continuous learning. 

 
Theme Focus  Rationale to help student understand 
1 Personal competence Importance of right learning attitudes and 

orientation to basic skills  
2 Individuals and Roles Meaning of Individual as a bundle of several 

roles 
3 Firms & Markets Pre-planning of project 
4 Organizational Project –I 

Phase 
Rationale of business and markets 

5 Firms & Functions Running of business functions 
6 Firm’s Performance Assessment of business performance 
 Organisational Project – II 

Phase 
Practical orientation 

7 Managerial & Leadership 
Roles 

Importance of Leadership 

8 The Firm’s context   globalization and environmental dynamism 
9 Professional competency Specialised Skills  
10 Complete Manager Importance of learning attitudes for self and 

Organisation 
 
 
Kolb (1976) refers to four cyclical steps in learning- concrete experience,  reflective 

observation, abstract conceptualization and active experimentation. The first theme 

on unlearning has tried to focus on concrete experience and reflective observation, 

where faculty have tried to drive certain ‘unlearning’ points on to the students. It was 

commonly agreed upon by the faculty based on previous experience that a lot of the 

student’s previous education and habits could be dysfunctional  which needs to be 



corrected in management education – like ‘only’ exam orientation, no continuous 

learning, no continuous effort in terms of even attending classes etc .  

 
There are also a whole set of courses that are builders of awareness, attitude builders, 

ethics etc. Some examples of the unlearning modes that are quite unconventional like 

topics like Self-imposed constraints, The one solution mindset, Choice by default, 

Negative thinking, The teacher-is-always-right,  Fixed assumptions/opinions, Mental 

blocks/stereotypes, Last-minute orientation ,  Double speak and   Deference to 

authority (to an unreasonable level)  For these set of courses, the decision was that 

there should be scope for non graded, qualitative assessment. This initial pitching at a 

qualitative level has been done with another rationale – the need to slow down the 

pace and packing of courses in the I term which usually happens in a business school. 

Therefore, the first theme was designed to enable more breathing space. The student 

is given the opportunity to introspect whether he / she is suited for a managerial space 

(as the main motivation to take up this programme is employability and not by 

individual choice). The student is also expected to understand the necessary 

adjustments that he / she may have to make. The first three themes are where there is 

a strong difference between what goes on in a usual MBA curriculum and what 

happens  in the institute. How the student changes is where, there is a  pitch with a 

different outlook. 

 

4.2.4 The Roles of the leader –   To choose a direction, a leader must have first 

developed a mental image of a possible and desirable future state of the institution. This 

image which is called a vision, may be as vague as a dream or as precise as a goal or a 

mission statement. The critical point is that a vision articulates a view of a realistic, 

credible, attractive future of the institution, a condition that is better than the one which 

now exists ( Bennis & Nanus, 1985).   

 
In this process the Director as a leader has worked on many roles as a – visualiser, idea 

generator, catalyst,  persuader, culture moulder, change agent, optimist, task master and 

an authoritative decision maker. 



   
As a visualiser, he had conceived of the need for integrated learning and had been 

working on the concept since a few years. For eg- He had a factor analysis analogy where 

he believed that courses could be categorized into  groups based on a certain similarity  in 

content or context. 

 
As an idea generator, he has been able to think through some new approaches to the 

programme,  like questioning on the need of having an equal time allotted for learning the 

courses.  why could not some courses be shorter and some longer?  Why not more terms 

and more courses, why not 10 terms…5+ 5 in two years?.   

 
As a catalyst, he has been able to recognize the roles and mental models of different 

faculty members and allot them the respective roles that would fit them well in line with 

their thinking styles and make them generate ideas and thoughts on how to design the 

programme. 

 
As a Persuader, When he  felt inspired by an idea,  he would make attempts to  keep on 

nurturing and working on it by himself and with his team members. He would pursue on 

the idea sending out notes and emails to the faculty and holding meetings on a consistent 

basis. That was his individual style of functioning.  He has tried to convince the faculty 

that the new concept is worth a try. There were many times, when the faculty felt 

apprehensive about the change. Initially, there was resistance mainly caused by the 

apprehension the faculty had on the outcome and the impact. His role was to convince 

them through his logic. 

 
As a Culture moulder, he believes in his people, that in spite of individual differences and 

also divergent views, the culture has been shaped well. The faculty at least did not 

completely resist and that the institution did not have dysfunctional politics that marred 

this major institutional effort. He completely accepts the differences in the faculty’s point 

of view, in terms of agreement or disagreement.  



As a Change agent, he believes that change has to be initiated at some point of time and 

the initial apprehension will evolve into consistent efforts and appreciation of efforts at 

integration in the long run. The change has to be transformational and not transactional. 

As an optimist, he has been able to give the confidence to his team when they would be 

worried and skeptical whether things would go well.  

As a tough task master, he has incessantly kept following up and even thrusting the idea, 

so that people begin work from their side to work on what would be their role and 

contribution in the changed scenario.  

 
As an authoritative decision maker, He believed in the entrepreneurial model where the 

opportunity is recognized first, then followed by the search for the required resources.  

Clarity of mind or the concept has to precede activity.He made the decision to get into a 

complete  programme restructuring in one phase and not in an incremental manner.  

 
Research observes that Creative leaders are good investors of ideas, they buy low and sell 

high. When the ideas are proposed, the ideas are often viewed as bizarre, useless and 

even foolish.  From one perspective, creative leaders in organizational and business 

settings try to innovate and thereby improve the prospects of a business. The role that the 

leader has assumed in this process is as a Redirector  who has attempted to steer the  

organization in a new direction.  The propulsion leads to motion in a direction that 

diverges from the way the organisation is currently moving. Reconstructive redirectors 

move in  a new direction, but use the past rather than the present as the starting point 

(Sternberg et al, 2004). In this case of restructuring, the earlier pattern of core courses has 

not been disturbed. The innovation has thought of additions and not deletions in order to 

be careful with the experiment 

 
4.3 The System Implementation of the restructured programme. 

 
The Two year programme comprises of  86 weeks. The time required to cover 

modules/courses etc by the faculty were mapped on to this. There was a deliberate 



attempt to see that the conventional Credit1 system of 1, 2, 3 etc was not the mental set 

mode on which the faculty operated.  The final version was okayed by faculty by March 

2004.  The discussions focused on distributing the credits to the courses. There were 

some courses that were delivered in the non-evaluative or credit-independent  form. 

 

4.3.1 System level efforts - As the programme restructuring was in an experimental 

mode, the timetables were reset quite a number of times in order to accommodate the 

need felt by the faculty, students and so on. As far as functional courses are concerned 

there are only marginal changes with regard to the timetable. 

 
The system brought in the role of a theme coordinator who would be a faculty who would 

be teaching during a theme. This role was envisaged to understand and gauge the 

difficulties in the process both from the student and faculty point of view. The role 

involved getting feedback from the class representatives, in terms of any course 

component – evaluation, assignments etc to passed over to the faculty. It also involved 

the second level review of Faculty coach2’s summarization of the ‘Theme papers’ 

submitted by their wards at the end of a theme and submitting it to the Dean, Academics. 

The Objective of this exercise was to understand whether the individual student has 

benefited from the theme delivery.   

 
Another responsibility was about sitting through the classes, to get a feel of the sessions, 

get feedback from faculty and students and feed it back to the Dean Academics. There 

was an open House at the end of a theme which focuses on getting the feedback from the 

students on an Open basis. A review of the theme experience for the I yr students has 

been done and improvements in many areas have been incorporated into the next batch. 

This is the II yr of the theme experience for the I yea programme. Some changes have 

been made with regard to number of sessions for certain modules / courses. 
 

4.3.2 The experience and the difficulties - There were some difficulties in scheduling in 

the theme structure compared to the earlier non-theme structure. Earlier, the time period 
                                                 
1 1 Credit = 10 Class room sessions 
2 Faculty Coach = The role of mentoring a certain number of students through the programme 



for the six terms was three months each. And there used to be a one week gap between 

the terms and both, faculty and students had a breathing space.  

 
Fitting the courses into the timetable with multiple faculty and visiting faculty involved is 

more tedious now.  

The timetable designing has to happen more number of times. Filling the slots when there 

is sharing between various faculty who also have other course assignments outside  adds 

on to the complexity. Mid theme exams have to happen even when some courses are not 

completed yet. 

 
In the theme structure, the themes are not distributed evenly.  Some are short and some 

are long. The spread of sessions by a faculty is not even. Sometimes, faculty are to take 

for both first years and second years in the same week and there will be more sessions 

and some weeks when they do not have any session.  Some changes have been 

implemented on the basis of experiences gained the first  time. 

 
There are difficulties / gaps in integrating certain courses. The faculty are learning to 

integrate their delivery with that of others. However, it is expected that the refinement 

and gearing up will happen with each new experience.  There are courses that have gone 

well, but learning through the themes have not happened as proposed. The theme learning 

measurement   has not been a success. The students have sometimes not been able to 

differentiate the theme understanding from course learning. Work needs to be done on 

those lines. 

 
The ½ credit (5 sessions) by multiple faculty towards a 3 credit course, has not 

synchronized well, in some cases. The faculty members over a period of time will have to 

gel as one team. It will evolve. It will take time. It will depnd on how  each faculty used 

to  his/her own way of doing things, begins to feel comfortable in the shared delivery 

mode.  

 
Integration ideally involves spending more time with other faculty members who share 

the course. This would involve discussions of the learning and delivery of one’s module 



and also trying to understand that of others.  It could mean sitting through the sessions. 

But, when this may not happen, because of lack of time for faculty, the faculty will have 

to find some other time to discuss on how integration could take place. 

In the long term, according to the Dean Academics, the solution is in encouraging faculty 

members to develop a broad perspective, and want to encourage team work among the 

faculty, course teaching alone may not be the only way.    

 
Would a summing up session or integrative case, as mentioned by a faculty help? 

Some suggestions were given , like having one session  every week exclusively devoted 

to the theme, to know how things are going on.  It could be a sharing of experiences, it 

could be a case, game or anything of relevance to the theme that can help.  But it has not 

been implemented it. The Theme coordinator could take up that responsibility of these 

sessions. But, more  time needs to be dovoted to this . 

 
Integration to take place in the true sense requires one more condition. It is a set of stable 

faculty. The institute takes in Visiting faculty as well. Whoever the faculty who are 

involved, they can do it only if given sufficient time is there to understand each other and 

work with each other. The problem is that the earlier programme structure that was theme 

independent did not have any course that was dependent on conditions like content–

theme fit, team delivery of modules etc. The courses were stand alone and any faculty 

could design and deliver as they pleased. Now, the situation is different. Any delivery has 

to looked at from the perspective of theme-fit. Certain new modules  like Civic behaviour 

for example is very theme-oriented. Earlier, Business law did not have look into these 

perspectives. Business communication also is another example of an integrative course 

which adapts well and adds meaning, when it is context, or theme specific. 

  

4.3.3 Faculty contributions - The Faculty as  a whole have been involved in adding  

their views and comments at each phase of the concept to design phase. The faculty have 

also taken considerable interest and have taken deep efforts in trying to concretize what is 

meant by learning at the institute. An attempt has been made to translate the mission level 

objectives to the programme level objectives to the course level objectives by a faculty 



Working group ( Natarajan, Jaba & Vidya, 2005). There has been considerable amount of 

enquiry about what can constitute an effective pedagogy for management education. 

Some among the dialectics that faculty have thought through are a prescriptive VS 

descriptive mode and the need to seek other’s examples VS seeking one’s own theories  

(Sankaran, 2005). In many courses, as much as possible, the knowledge, skill and 

Attitude outcomes are clearly stated in the course outline. This effort is an apt example to 

the depth of thinking that faculty have put in, in a considerable way, to enable integrated 

learning. 

 
There is quite a difference in the delivery of the content of the courses. There is no 

prescribed ‘text book’ for many courses now. More books, any book – The faculty has 

both a great amount of freedom as well as responsibility in deciding on the contents of 

the course. As one reference section for a module goes… ‘readings unlimited!’. This 

approach actually disturbs the routine –secure approach to teaching by adopting one 

standard of reality, of the author of the textbook. Now, the faculty are required to get into 

a meaningful, but complex task of assimilating different perspectives and also try to 

integrate it with one’s own understanding and rationale to the theme of learning where it 

is assumed to fit. 

 
While most people in organizations and particularly academics in educational institutions 

do understand and appreciate the need for advantages of organizational learning at a 

cognitive level, there are barriers when it comes to accepting it at the affective and 

behavioural levels. This is because learning also includes unlearning of what has been 

successful in the past and is familiar and comfortable Chhokar.J, 1999) 

 
4.3.4 Faculty reflections on the innovation – “The theme structure that has varying time 

periods has both advantages as well as disadvantages. Among the advantages, are the 

ability to stretch your course, so that there is enough time to experiment, though the time 

specified does not exactly fit into the definition of credits3. The theme structure is 

malleable and flexible, as never before”.   

                                                 
3 1 credit = 10 sessions of  70 minutes each 



 
“If modules are shared within a course, to give an interdisciplinary perspective, then an 

integrated case towards the conclusion of the course, where each faculty shares their 

functional perspective will make it very rich.”. “Sometimes when the theme length is 

short, a course  has to be completed quickly. Sometimes, this affects the quality of 

student inputs in terms of assignments  which could be  better, given more time on the 

same”. 

 
“With the themes, there is a triad of expected understanding. Understanding the self, 

understanding the organization, and understanding the environment. Faculty are to gear 

up to deliver their content in condensed modules, so that there is no confusion for the 

student. The key skills of the faculty are getting geared to deliver towards condensing on 

the quantity. When there are interdisciplinary teams involved, a faculty has to understand 

the link between one’s own module content and those of others and thereby there is need 

for more participation and involvement with other team faculty members. One has to be 

aware of the ‘interconnectedness’ of all the sub modules and there is forced conscious 

integration of the modules. There are new terminologies from other functions, which one 

has to be aware of .One focuses on the historical evolution of the discipline and aligns 

and blends with other disciplines. Rather than fragmented modes, a huge learning for the 

faculty to deliver the modules in an integrated fashion. 

 
“Students still have not come out of their functional silo, and they continue to identify to 

the functions – a finance, marketing, HR  etc.”. 

 
The emphasise is on unlearning and an out of the box thinking.  There seems to be a 

significant difference in the degree of preparedness, degree of involvement and an 

openness to express one’s ideas compared to the term pattern”. 

 
“Faculty seem to deliver their perspective, but attempts at integration will have to be 

worked out”. 

 
“The integrated structure is a proactive approach.  Multiple faculty are involved, however 

the integration in terms of sharing is not as ideal. It should hopefully evolve. The 



unlearning module focuses on things like questioning and not blindly accept anything 

given. The fact to be noted here is whether the faculty also geared up to such situations?” 

 
“The perceived changes can be observed only in the times to come through placement 

and industry experiences.” 

 
“I tried to critically look at it. I cannot easily appreciate drastic changes. It was difficult to 

Question the basis of an existing system. However, now there are some positive changes 

in the students. For eg- In a case discussion situation, earlier, they used to have strong 

views (Pre-theme period).  Now, they seem to be more open to other people’s views.” 

 
“Teaching is basically an individual task, compared to work in industry, which could be 

highly team-driven. Integration is not very easy in teaching. Faculty engaging in other 

projects in research , consultancy , training where knowledge and context are 

synchronized in learning, would be a great effort at integration. Faculty should look out 

for team-based projects.  The experience through the project will also be a test of comfort 

in working together and as it moves on, it will be a meaningful deliverable during a 

shared module.” 

 
“One does not go by the text book when one teaches a module or a course. Therefore, the 

faculty sometimes have an anxiety whether the knowledge of the subject is completely 

covered. Some topics which may not fit into the theme, are left out”. 

 
4.4 An Overview of the Changes in the restructured programme- 

 
The usual coverage in a business curriculum is about orienting the students to the 

different functions in a business like Finance, Production, Marketing, Human Resource 

Management, etc. By getting the basic level of understanding as well as a specialized 

knowledge through the electives, the student is expected to be conceptually oriented to all 

aspects of a business, by the time the programme is completed. The core courses within 

the functions and some integrative courses and the electives are covered through various 

terms which are equal in time. The institute had also been following this pattern in the 

Pre-restructured times. 



In the restructured Programme, the focus of learning is expected to be driven through 

themes. An understanding of the themes is expected to lead to integrated learning. The 

contents of the courses remain more or less the same. There are some instances of 

breaking up of a course into modules. 

 
Table 1 The Key differences between the Restructured Programme based on Themes  and 

the Term structure– 

Areas of Change Term structure Theme structure 
DEFINITION THE OUTCOME  
 OF LEARNING 

Course level / Functional  
level understanding  

The learning expected of the 
students is an understanding of 
the themes, as a component of 
integrated learning further to 
the courses delivered with 
respect to functions, 
separately. 

TIME PERIOD ALLOTTED  
TO STUDY 

Equal duration for all 
 terms 

Some themes are longer, some 
shorter and some in two non-
continuous  phases 

ORDER AND SEQUENCE  
OF COURSES 

Conventional model  
of Core  
courses-project-electives 

Re allotment of content 
modules based on theme-fit, 
The course content is split  and  
fit into two different themes  

UNCONVENTIONALALITY 
 OF CONTENT 

Traditional coverage Themes on ‘Unlearning’ 

KIND OF FACULTY INVOLVEMENT Course delivery  
responsibility only,  
sometimes in teams 

Course-theme synchronization 
responsibility; Team alignment 
in delivery many times ; shared 
modules of less number of 
sessions 

ASSESSMENT OF PERFORMANCE Quantitative scores Qualitative; Qualify or 
disqualify in some courses 

PEDAGOGICAL APPROACHES Lectures, games,  
Case analysis 

Lectures,games, Case analysis, 
experiential exercises, 
Laboratory method 

EFFORTS TO MEASURE LEARNING 
OUTCOME – 
 

At the course level based on 
performance on quizzes and 
assignments 

At the Theme level also 
through Theme Papers that is 
expected to reflect learning of 
themes 

 
 

 
 
 



5.Learning and conclusions 
 

One set of constructs that have been identified as contributing to innovation in this case 

have been Strategic Vision, a Certain philosophy of approach,  contemporary orientation 

and Incessant experimentation. If Vision is like the mountain one wants to climb, the 

philosophy of approach gives the pathway or the direction one has to take, the 

contemporary orientation is like the map with which one begins to understand whether 

one is going in the right direction and incessant experimentation is the tireless trekking 

one has to get into to reach the top. These constructs reflect one theme, that is 

institutional conviction. 

 
Another set of constructs that have been identified are the Leadership roles of  

Visualising, idea generation, Catalysm, Persuasion, Culture moulding, Change agency, 

optimism, Task mastership and Authoritative Decision making. Unless and until a leader 

assumes many different roles in the process, the concept of innovation does not move to 

the implementation stage. Each of these roles will have to done with conviction and 

energy. The leader has to have tremendous drive and also should pull others along into 

the process. Therefore, the theme that has been identified here is thrustful leadership. 

 
Another set of constructs identified have been Team Roles, Structured efforts and System 

implementation. These are conditions that enable the movement from concept to 

implementation. Unless people assume and carry out responsibilities at the team levels 

either formally or informally, unless planned efforts with particular objectives do not 

happen and unless the concept moves into operationability through implementation in the 

system, innovation cannot happen. The theme identified here is Conscious synergy  

because it is all a matter of collective effort to serve an institutional objective. Even if one 

faculty for eg- may not agree with the idea, one’s role and responsibility means a lot in 

delivering the final outcome. One has to consciously orient oneself to the context of the 

innovation and working with others. Without institutional conviction, without the 

thrustful leadership and without the conscious synergy of all the organizational members, 

this innovation effort would not have come this far. 

 



In this Case study, we have seen  how the strategic vision has been consciously worked 

upon with a number of efforts in trying to innovate in some manner. When the institute is 

consciously carrying out small  experiements which may or may not be successful, it 

adds on to the learning balance. Interestingly, both the debits and the credits of the 

earlier experience only add on to this balance, and does not deplete the resource, as it is 

money in this case, but intellectual point of learning. Leadership also has to be 

characterized by Partcipative thrust which enables working on many different roles to 

instigate the innovation process and move it to implementation. All the stake holders 

whether they willingly accept the new roles in the innovation process or not, have to 

work in consonance with others towards the set objectives. Emotion gives the psychic 

energy and motivation and this can happen with a number of successful team 

experiences. But, there is no template or formula of how this can be made to happen. The 

faculty at their level will have to pushed by their internal intellectual motivations to 

understand and seek the meaning of integrated learning first for themselves and then 

deliver it to the students. They will have to learn to manage both content and process.  

This is definitely not a quick process. 

 
Institutional learning has to take place in two broad categories of factors, those relating to 

content issues, dealing more with specific abilities or specialist skills needed to perform 

the new tasks.  Those related to process issues deal with aspects dealing more with 

learning how those taks/activities should be performed so as to generate appropriate, 

timely and cooperative responses from the relevant stakeholders.  Content issues in a 

management institute, for example, include skills required to make courses 

interdisciplinary, bring greater integration among the insitghts from different 

disciplines/courses, or attend more effectively to subjects of internationalization, 

leadership.  But less obvious and yet critical for the long term health of the institution is 

the task of learning how to manage the processes well.  This requires getting members to 

work together by developing shared felt needs, sense of goals, perceptions of action 

alternatives, and shared norms of behaviour to guide collective action and managing the 

institution’s interface with significant stakeholders like, industry and alumni (Ram 

Narayan. S, 1999). 



 
This exercise on trying to innovate in the management programme has been taken with 

calculated risks. It is a careful move without eliminating any aspect of the past that has 

been found to be valid.  For eg- the core courses and the knowledge through electives. 

Neverthless, since it is the first time, it is going through a certain amount of difficulty. 

Efforts to integrate has to happen at the faculty level in intense team efforts. The 

institution has learnt and is learning through the experience of individual faculty 

member’s experience and changes are being made to adapt accordingly. The relationship 

or linkage between individual and organizational learning is real but elusive. 

Organizational learning is not merely individual learning, yet organizations learn only 

through the experience and actions of individuals ( Argyris & schon, 1978) 

 
The movement towards integrated delivery of management courses and well as the 

resultant learning in the student could happen with the following movements, some of 

which have already started happening – 

• Faculty dependency to System dependency where the course content as well the 

mode of delivery towards integration could become perfect over time and there is 

no dependence on any particular faculty. It could get standardized over time with 

minor revisions with each iteration. 

• Generic stand alone nature of delivery of concepts to context-specific delivery of 

concepts only. Here, is where the earlier similar exercise on clustering could help.  

•  Individual work to Team based projects on Research, Consultancy etc where 

faculty will have to work towards giving joint output.  However, the comfort 

levels and wave lengths of faculty will have to match without which this cannot 

happen. 

 
While a framework based on functional areas or fields of study may be a convenient way 

to group people, the basic mode of working in an applied field of study such as 

management, has to be cross-functional and integrative.  This is for the simple reason that 

most organizational problems of any consequence, do not come in isolated, watertight 

functions, and whatever can be or is done in or by anyone function, is affected by and has 

consequences for, all the other functions, therefore, an organic, flexible, adaptable 



structure, something like a matrix, is unavoidable if one wants to build a learning 

organization ( Chhokar.J, 1999). Team level efforts will serve this objective both at the 

formal and informal level. Learning includes the processes through which an institution 

acquires, retains and uses inputs for its development.  It results in an enhanced capacity 

for continued self-learning and renewal (Ram Narayan. S, 1999). But, how does this 

learning take place? As the Director (visualiser) puts it very aptly, In this new effort, one 

cannot expect perfection , the first time…there are bound to be small mistakes ….through 

evolution, the content can change, but the basic themes are the real foundations’. 

Reiterations are the necessary steps towards the perfect integration.  In this case, three 

important conditions would be Faculty adequacy, stability, consistency of some 

iterations.  

 

 

6. The Limitations of the study 

 
The derivatives or the outcome have not been examined this attempt as the 

implementation has happened for one complete phase. 

 
Data from student perspective was also not collected. Understanding their perceptions 

will definitely provide insights on what impact the restructuring has had on them on 

different parameters of learning. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 
 
Fig 1 A process model of innovation based on this case  
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