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What is Organizational Development (OD)?

Organizational Development (OD) is the act, process or result of
furthering, advancing or promoting the growth of an
organization.

OD interventions typically:
Focus on continuous improvement
Consider both internal and external factors
Emphasize ways to enhance and develop performance
Take a human view
Follow a systems approach

What is Organizational Effectiveness (OE)?

Organizational Effectiveness (OE) describes how effective an
organization is in achieving the outcomes it intends to produce,
or output and measure of success of OD interventions.

0D and OE go hand in hand...activities often include:
* Organization design and structure (and restructure!)
* Talent manage t, leadership practices and coaching
¢ Assessment (including surveys)
 Culture and values work
* Change management
Process design and improvement

How Org Development, Change Managem
& Project Management Work Together
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my name is

OD is part of an HR Business Partner’s DNA

Emergency Strategic
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Manager Mediator

Unique Competency ‘Unique Competency
Matrx Maragement Confict Resoluion

©Corporate Executive Board

What Makes a Good Consultant?
Intrapersonal Skills
Interpersonal Skills
Consulting Techniques
Ability to Apply OD Theory and Practice
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OD Competency Model

Why Organizations Invest in OD/OE

Human Capital is our largest expense

Human Capital is also our product

Better decisions around OD/OE help us clarify responsibilities,
recognize performance, make hard calls, and accelerate best practice
thinking
Research tells us that organizations who focus on OD/OE routinely see:
* Higher engagement (eNPS/cNPS)
* Improved productivity (revenue)
* Improved HC management (GM), and
* Economies of scale (SG&A)
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OD Practitioners and Organizations Can Collide

We can run into difficulties due to:

* Position (internal/external)
* Distance

* Executive Behaviors
* Emotional Demands

* Applied Knowledge — “trusting your gut”
e Ethical Dilemmas
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"Organizations

are successful
because of good
implementation,
not good business
plans."

~ Guy Kawasaki

Key OD Tools

R Organization Design Model
* Talent Development Lifecycle programs, process
and tools
* DIGS Model of Intervention
* Change Blueprint
* Organization Surveys & Action Planning

STAR Organization Design Model

* What are the most
important goals? Current Strategy
State? Future State?

* How does that inform

what we value and desired l
capabilities?

+ How are we organized?
* What are the key roles?

jow is the work managed?

ho has power and authority?

* What talent is needed?

* Who is successful here? Why?

* How do make the best of
talent and resources?

* How are goals set?
* How do we measure progress?

* How are employees rewarded : How s the budget set?
e + How do our systemsand tools
and incentivized?

support us?
Metrics & [JISTTT M How do we drive change?
Rewards Tools
+ How do you share information

and collaborate?
* How do you find out what is Communication and Info Sharing

going on?.

+ How are decisions made?

©1ayGolbraith
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Example 1: Enterprise Technology Implementations

Talent Development Lifecycle Framework

Workforce Planning
Leader Framework

Benchmarks \
Org Alignment Discussions. + Success Profiles
Attract & Select Selection Assessments

/ N\

+ Onboarding Tools
Onboard + New Team Assimilation
+ Exec Orientation

Reward &
Retain

Merit Program
Incentive Programs
Reward and
Recognition

Grow &
Leadership Programs Develop \
Targeted Development —

Investments (ex: Coaching)
Employee Survey Action Planning « Performance Management
* Succession Planning/9 Box
360 Degree Assessments
Org Health Check-Ups (DIGS)
Talent Review and Deep Dives  +  Business Results
+ Engagement/eNPS
People Analytics
Workforce Analytics

at Did We Get'
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DIGS Model of Intervention

\

Define Goal

[ Identify Stakeholders —‘
o,
Gather Feedback

Select Actions & Next Steps

Great Communication & Change Management

|
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Change Blueprint

Change Framework

Curreat Stato/Behaviors

Key Stakeholders
Advocates and Resstors

Actions You Wl

Measures of Success

Steps 10 Driving Change
1. Male the case
2. Create 8 roadmap

3. implement

4 Make 1 stck

Future State/Desired Behaviors

Example 2: Enterprise Executive Leveling

Blueprint for Success — Global Executive Leveling

Current state

How Will We Get There?

Future state
Peaple strategy that enables our

Lack of
overall talent standards and
Investments

With out a shared leader
profile it leads to blind spots
Limited focus on global nature
of organization

Ad-hoc approaches to

promotion for exee roles

Pay— vs. scope and
responsibility - drives level

around behaviors and maturity

* Align on

+ Create Standard guidelines for
our overall structure, executive
(VP hiring, and promotion

+ Deploy Toolkits, education and
support to guide you in planning
for your team' short- and long-
term talent needs

* Launch Focused Leader
Development Programs and
Networking Activities to

trength

Standard, trans

Framework for leader selection,
assessment, and development
Global view of our talent and
regular, planned cross-country
and cross-function movement of

Rigorous, formal guidance for
rall company ant
structure, promotions, and
iesignation as "Ke Talent" or

“Critical Rol

for the size of our compar
eed:

» Bring forward new global
initiatives to enhance mobility

Wieasure of Success.

P —
Forprowingarh et i rnaSotin
il paions o

n
needs of individuals

Levels driven by overal strategic
needs and talent investments
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Organization Surveys & Action Planning

Cuilture descriptors survey

=22 PPTW Survey Action Process
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Example 3: Culture Change

Top 5 most popular options

Telework most popular option, except in APJ

1]

haven’t

, AFAILED.
I've just found

ways that ¢9
WON'T WORK
-THOMAS EDISON

Lessons Learned

Start with the end in mind

Know your audience and choose your tools accordingly

Make sure you are clear on who your sponsor is

To facilitate development, you must have relationships

across the organization

Take time to align stakeholders

Find champions outside of HR

Follow the process - go slow to move fast




* What lessons learned can you share?

* For those doing OD work, what
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' works? What are your challenges?

Helpful Books

Building Your Consulting Skills

The Advantage: Why Organizational Health Trumps Everything Else in Business

Patrick Lencioni

Flawless Consulting — Peter Block

The Trusted Advisor — Maister, Green, Galford
Influencer - Grenny et al

Executive Coaching — Richard Kilburg

Talent Master

Org Design and Talent Management

HR Transformation — Dave Ulrich
Designing Your Organization — Amy Kates, Jay Galbraith
One-Page Talent Management — Mark Effron

Seeing the Big Picture (business acumen) — Kevin Cope

THE BEST WAY'TO PREDICT

THE FUTURE
ISTO

GREATE.IT

PETER DRUCKER
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