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Instructions: Attempt all questions.

SECTION A
1. Each question carries 2 Marks
2. Instruction: State whether Choose the correct answer / Fill in the blanks / State whether True or False

SI. No. | Question CcO

Q.1 is the successful implementation of novel ideas that form different
innovation types within an organization. Co1

Protection activities of Technology Management refers to formal processes such as
Q.2. and that need to be in place in order to protect intellectual assets within a firm. Co1

Q.3. Supporting activitiy/ies of Technology Management include Cco2
A. Project Management

B. Knowledge Management

C. Innovation Management

D. All the activity/ies from A. to C.

E. None of the activity/ies from A. to C.

Q.4. Most innovative ideas become successful products. True/False Cco2

Q.5. The last step in new product development process is: Cco2
A. Marketing Strategy
B. Business Analysis
C. Commercialization
D. Test Marketing

E. Product Development

Q.6. are systems that identify and locate those persons within an organization | CO3
who have expertise in a particular area.
Q.7. are groups of individuals with shared interests that come together | CO3

in person or virtually to tell stories, to share and discuss problems and opportunities,
discuss best practices, and talk over lessons learned.

Q.8. Role of Government in Technology Deployment is not significant. True/False COo3

Q.9. Technology Assessment is done after implementation of technological change. True/False | CO4

Q.10. The first step of Environmental Impact Assessment is: CO4
Scoping

Assessment and evaluation of impacts and development of alternatives
Screening

Decision-Making

Review of the Environmental Impact Statement
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SECTION B
Each question carries 5 marks.

Q.11. Discuss the term Technology in terms of what is included in it. co1

Q.12. Discuss the impact of Technology on Business. CO2

Q.13. Discuss the role of metrics for Innovation. cO2

Q.14. Discuss the importance of developing new products for an organization. CcO3
SECTIONC

Each question carries 10 Marks.

Q.15. Summarize the nature of Technological Evolution.
OR CO2
Discuss the importance of Technological Innovation.
Q.16. Summarize the framework of Technology Management depicting it’s key aspects. CcO2
Q.17. Discuss the social issues in Technology Management. CO4
Section D

Case Study - Innovation Teams at the Walt Disney Company

The Walt Disney Company is probably the best-known entertainment company in the world. Founded in 1923
as a producer of animated films, it grew to become an entertainment conglomerate that includes theme parks,
live action film production, television, publishing, retail, and more. In 2014, it earned over $48 billion in
revenues and had 180,000 employees a Despite the range of its businesses, most of them (with some notable
exceptions) leverage the same key competitive advantage: the magical and wholesome stories and characters
of its animated films.

The Making of an Animated Film

In the very early stages of generating and refining an idea for a movie, the development department assembles
a small incubation team that includes a director, a writer, some artists, and some storyboard people. This team
draws storyboards that are edited together with dialogue and temporary music, creating “story reels.” These
story reels show the sequence of the movie and help the team craft and refine the story into one that will have
visual and emotional appeal. They also help to reveal problems that have to be solved, which tend to be
numerous in the early stages of production.

Once approved for development, a typical movie enters production using computer-aided design (CAD)
systems. Artists would create a model in a CAD system, which could then apply mathematical models to
simulate lifelike textures, movement, and lighting. This computing intensive phase was also managed by small
autonomous teams, each focused on a particular specialty such as Tech Support, Renderfarm, and Post
Production. Disney’s Director of Systems, Jonathan Geibel, had noticed that when teams had seven or more
participants, individual contribution would drop significantly, lowering the quality of the discussion. Geibel
thus determined that teams should have only between two and six people, including one who would be
designated as a Team Lead. Team Leads were chosen because of their technical expertise and their vision for
the project. Their seniority played little role—rather they were chosen based on how compelling their vision
was, and how good management thought they would be in driving the progress of the team. The remaining
employees were assigned as “primary” members to a particular team to which they would give most of their
time and effort and might also serve as “secondary” members on other teams when those teams needed their
help.

Workspace and Collocation

Geibel was also concerned about how the physical structure of the workspace and proximity would influence
team dynamics and productivity. After running several experiments involving the location of team members,
he decided to reconfigure the entire division so that teams were collocated. He noted, “Collocating individuals
allowed ideas to flow each day through ad hoc meetings. Individuals would often brainstorm, pause, and walk
over to a whiteboard for further development rather than needing to arrange a specific time and space to meet.




With high priority and chaotic work, physical proximity was key.” Geibel also believed that people tended to
contribute less in formal conference rooms, so he created small casual meeting spaces that teams could meet
in, that did not require advance scheduling.

In keeping with his belief that immediate and informal communication was key, Geibel himself gave
up his office and moved to a desk without walls in the center of the Systems area. He would conduct frequent
walkabouts, conferring with the teams so that if something was going on, he would know about it immediately.

Team Communication

To help foster communication and coordination between teams, teams were asked to create yearly roadmaps of
their goals that were broadcast to everyone within the Systems group. A master calendar was also created on
whiteboards in a main hallway that showed major milestones throughout the year. Teams put post-it notes on
the calendar to show major events.

The teams also used “dailies”™—a practice from traditional film production that had been brought in
when Disney acquired Pixar. In the “dailies,” artists had to show their ongoing work to directors and peers.
This informal audience could then provide direct feedback about both the creative and technical elements of
the project. As Brad Bird, Oscar-winning director, described, “As individual animators, we all have different
strengths and weaknesses, but if we can interconnect all our strengths, we are collectively the greatest animator
on ecarth. . . . We’re going to look at your scenes in front of everybody. Everyone will get humiliated and
encouraged together. If there is a solution, | want everyone to hear the solution, so everyone adds it to their tool
kit.” Initially, people were afraid to speak up, but after two months of seeing artists hear and benefit from the
blunt suggestions of Bird and others, people began to feel safe enough to speak up.

Creating a Creative Culture

Teams were given considerable autonomy so long as their work got done. Teams could choose their own hours,
attire, office arrangements, project management routines, meeting structure, and more. As described by Ed
Catmull, president of both Pixar and Walt Disney Animation Studios, “We believe the creative vision
propelling each movie comes from one or two people and not from either corporate executives or a development
department. Our philosophy is: You get creative people, you bet big on them, you give them enormous leeway
and support, and you provide them with an environment in which they can get honest feedback from everyone.”

Initially, it was not always easy for the engineers to embrace this kind of autonomy—they tended to
continue to ask permission about minor aspects of team organization. As Geibel noted, “We’ve built teams
where technical leads don’t have to ask for permission to change the way they are running their teams. . . .
We’re still working on people thinking that way spontaneously. The culture is ingrained in everybody because
the average tenure is 15-40 years. If you’ve worked in a top-down organization for that long, it’s going to take
a while to adapt to a new culture where everyone is expected to challenge the status quo and where there’s an
expectation that critical thinking is happening at all levels.”

Each question carries 15 Marks.

Q.18. Why does Disney keep its development teams small? CO3

Q.19. What are the pros and cons of the teams being so autonomous?

OR

Is Disney’s team approach mostly suited to creative projects, or would it work equally well
in other kinds of industries? Support your answer. Cco3




