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Abstract

The following synthesis of a global business leader
survey conducted by the research team of the Global
Committee on the Future of Organization Development
is juxtaposed with a case study from Sony Electronics

to illustrate how effective organization development
practices can be applied to, add value to, and enhance

a world-class company.

Survey results reveal that leaders across a wide range of
industries see increasing opportunities for O.D.-related
work that is critical to the future of business and society.
Since there is considerable room for improvement in the
effectiveness of organizations in areas that organizational
leaders consider critically important to the sustainability
of their businesses, and the field of O.D. offers some of
its greatest strengths in these very areas, this paper is a
call for action for Organizational Development practi-
tioners to help close the gaps that are identified in this
study.

Overview

Corporate business leaders in the 21st century face
daunting, complex and unrelenting challenges. In the
competitive global marketplace, business leaders must
simultaneously identify new opportunities for growth
and innovation to remain agile and responsive, as they
continue to lead organizations in:

¢ Becoming global and multi-cultural;

» Developing productive, performance-based work
environments;

* Building their talent and organizational capabilities
to fulfill future needs;

¢ Accommodating new and changing external regulation;

e Leveraging and integrating new technologies to
support the business; and

e Meeting increasing expectations for socially respon-
sible and sustainable business practices.

Additionally, corporations are increasingly asked to
collaborate with government, non-governmental organi-
zations (NGOs), and non-profit efforts to support the
social, economic, and natural environment — and to
transform themselves into more sustainable enterprises
within this larger ecosystem (Wirtenberg et al, 2007).

The key to meeting these enormous challenges lies in
utilizing the knowledge, expertise, and commitment of
people to enhance organizational performance. Not
coincidentally, it is Organizational Development practi-
tioners who possess the required organizational resourc-
es and competencies that can address these very issues.
A recent study found that companies that“invest in
human capital, work to develop and retain valued em-
ployees, and measure and hold people accountable for
that investment, have a powerful competitive advantage”
(IBM, 2005). Moreover, in a recent special issue of the
Journal of Applied Behavioral Science (JABS) entitled:
“Is Organization Development in Crisis?”Bradford and
Burke (2004) argue that indeed Organization Develop-
ment does have much to offer in its emphasis on releas-
ing the human potential within organizations -“It has
developed many valuable approaches. It has stressed
the importance of values in a time when too much
behavior seems valueless.”

Scope of the Problem
The problem, then, appears to lie in the discrepancy
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between these strategic and operational management
challenges and the actual utilization of Organizational
Development practitioners to meet them. In the same
JABS issue cited above, Greiner and Cummings argue
that“O.D. can move ahead only if it learns more about
substantive issues facing organizations and how to ad-
dress them and only if it gains in power and reputation
for helping senior management to resolve these issues.”
(2004, p.389)

Organizational Development practitioners are addressing
these issues as a profession. Indeed, this is a significant
development. For example, in their recent book “Rein-
venting Organization Development” David Bradford and
Warner Burke (2005, pp. 5-6) point to the work of the
Global Committee on the Future of Organization Devel-
opment as“a positive sign that the major O.D. organiza-
tions have commissioned a study to assess the present
state of affairs.”But at the same time they question
“whether the findings will be put into practice.”

This is the starting point for our work as a special team
of Organizational Development practitioners who have
organized as a volunteer research team of the Global
Committee on the Future of Organization Development.
It is our mission to shape and shepherd our field of Or-
ganization Development along with the thousands of
O.D. practitioners who are our colleagues to: (1) align
the field more closely with the substantive challenges
facing business leaders; (2) add value by leveraging the
strengths O.D. can offer business; (3) blend theory with
practice; and (4) create a significant and positive impact
on business and society by infusing the values and pro-
cess expertise that O.D. brings to mainstream business
and society.

Mirror, Mirror on the Wall

This article describes the results of Phase 2 research con-
ducted by the research team of the Global Committee on
the Future of Organization Development!. These Phase
2 results complement Phase 1 findings (Wirtenberg et al,
2004) which analyzed the perspectives of O.D. practitio-
ners toward their own professional field of O.D.. Phase 1
study was accomplished by a survey with more than 900
O.D. practitioner respondents, an extensive literature re-
view, and in-depth interviews with more than a dozen
business leaders, and yielded six key integrated themes
(KITs) which organized substantive challenges and op-
portunities for business leaders and their organizations:

1. Globalization and multicultural and whole system
perspective

2. Building a great workplace, productivity, and
performance culture

3. Leveraging technology and worldwide integration
4. Corporate Social Responsibility is increasing
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5. Building leadership and organizational capabilities
for the future

6. Regulatory environment and new organizational
forms

Results suggest that O.D. practitioners believe their
greatest strengths lie in the following;

¢ the systemic orientation they bring to organizations
* their ability to assist in managing change

* the techniques and processes they use; i.e., support-
ing teamwork and leadership development, and

* the values they bring to their O.D. practices.

To balance their positive self-assessment, O.D. practitio-
ners acknowledged that their profession embraces
opportunities to develop skill and reputation in the
following areas:

¢ Refine the definition and distinction of the
O.D. field of practice

* Enhance the quality control of practitioner skills

¢ Increase opportunities for O.D. practitioners to en-
hance their business acumen including the ability
to accurately identify and meet customer needs

® Measure and communicate the return on invest-
ment (ROI) and /or the perceived value of O.D.
work to the business.

We believe that there is no doubt O.D. practitioners can,
and do make contributions within and across these
broad areas of challenges. However, in this Phase 2 study,
we sought to explore and define in greater detail the
relative importance of specific challenges associated
with each of the KITs as well as the extent of the perfor-
mance gaps associated with these challenges, from
the perspective of the Business Leaders, rather than the
Organizational Development practitioners who were our
primary focus in Phase 1 of our study. In this way, we
hoped to find specific value-added domains for O.D.
practitioners to close these gaps, and in so doing, add
more value in those areas that Business Leaders want
and need most.

Phase 2 Research Methodology

Survey Design and Distribution

The Internet-based survey of business leaders was
designed and piloted with GCFOD Communities of
Practice (COP’s) between mid-December 2004 and early
January 2005. The survey was administered between
May 15 and August 15, 2005, by the third-party survey
vendor, Quantisoft. The survey was sent electronically to
a large sample of for profit organizational leaders (using
a purchased distribution list) including CEO’s, VP’s, and
Directors of Fortune 1000 companies across all industries,
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FOR PROFIT RESPONSES

Respondent Sample (N) 120
Gender N=43 (36%)
Female N= 77 (64%)
Male
Age
50 or over N=60 (50%)
40-49 N=38 (32%)
Country
United States N=106 (88%)
Outside the US N= 14 (12%)
Industry Focus (Top 3) Manufacturing (13 %)
Financial Services (10%)
Hi Tech (9%).

Functional Areas (Top 3)
General Management

N=47 (39 %)

Annual Budget (NP) (% of total, descending order)

Other N=18 (15%)
HR/Personnel N=13 (11%)
Level of Management:
Executive N=71 (59%)
Middle N=38 (32%)
Other N=11 (9%)
Annual Sales (P) / $100 - $499 million; N=24(20%)

$1-4.99 billion; N=18(15%)
Under $25 billion; N=16 (13%)
$10-24.99 billion; N=16 (13%).

Number of Employees (% of total, descending order)

Under 500; N=32 (27%)
50,000+; N=17 (14%)

2,500 to 4,999; N=17 (14%)
1,000 to 2,499; N=16 (13%)
500-999; N=11 (9%)

25,000 to 49,999; N=10 (8%)

Company Life Cycle
New Venture N=5 (4%)
Expansion N=20 (17%)
Prime N=35 (29%)
Early Bureaucracy N=18 (15%)
Declining N=16 (13%)
Revitalization N=25 (21%)

OD Role / Department
OD Role / Department (%) Yes; N=43 (36%)
If Yes, Location of OD No; N=77 (63%)

HR; N=33 (76% of yeses)
Other; N=7 (16% of yeses)
Line; N=4 (9% of yeses)

Table 1. Demographics and key sample characteristics.

! Company Life Cycles were defined in response categories as follows:

New Venture (developing and implementing a business plan, building com-
mitment, highly flexible)

Declining (organization has lost flexibility and is bureaucratic; reduced
demand for traditional products/services; considering strategies such as
downsizing or mergers to ensure organization survival)

Expansion (rapidly growing, developing systems and processes, highly flexible) Revitalization (organization engages in change initiatives to restore flexibility
Prime (sustaining growth and profitability, balancing flexibility with control wnd Irte:_iucerI;:rem;crfhcy ;,h‘." i It'a'"'jmg competitiveness; change initiatives
systems, corporate culture drives creativity and innovation) pesyCbana ety 0 the Kinme; SiA g

Early Bureaucracy (stable, strong financial position, searching for next growth

opportunity/diversification; has lost the creativity, innovation and flexibility

that took it to Prime)
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mostly from U.S. with some from Canada. These distri-
butions were supplemented by the Global Committee
Communities of Practice members forwarding to their
actual/potential clients, and/or submitting names anony-
mously. It was further supplemented by e-mail notices
with connecting links in the newsletters of five sponsor-
ing organizations, GCFOD newsletters and notices,
letters to Advisory Board members, and others. Press
releases were sent to 36 major business and HR organi-
zations, with personal follow-up. Numerous announce-
ments were made at various meetings and conferences
and recipients of the survey were also encouraged to
forward the survey to their personal networks.

In total, the survey was administered via the Internet to a
large volunteer (non-probability) sample of Fortune 1000
business leaders. Of the 235 total respondents, 120 were
from the for-profit sector and 115 from the nonprofit sec-
tor. We report the for-profit results here and the nonprofit
results by request?. Respondents were representative of
the targeted demographic profile in all dimensions: size,
function, level of management, age, gender, dispersion
across industry sectors (Table 1).

The patterns and trends reported here are internally con-
sistent and indicative of the perceptions of 120 executive/
middle managers who represent a broad spectrum of
corporations across the United States, some with some
global participants outside the US (14).

Business Leaders’ Greatest Challenges and
Opportunities

The first section of the survey of leaders focused on
seventeen questions (Table 2), stemming from the six
key themes that had been identified in Phase I of this
research as critical for business leaders.

For each item (e.g., “Aligning and executing strategies in a
way that meets financial goals and are consistent with core
values”), leaders were asked the importance to their
organization and the effectiveness of their organization’s
performance in this key area. Significantly, the survey
validated the importance of the six key themes identified
in Phase 1 and listed above, with 15 out of the 17 items
above 4 on a five point scale.

The effectiveness scores were consistently lower (ranging
from 2.92 to 4.18, with only one item scoring 4.0 or
above), indicating that for profit leaders were not satis-
fied with the performance of their own organization
in most of the areas cited.

By displaying all seventeen items on a 2x2 Importance
by Effectiveness matrix (Figure 1), it is possible to see

on one page which areas are the most urgent and which
areas are the highest priorities, as well as identifying
which particular weaknesses needed to be addressed.

1. Aligning and executing strategies in a way that meets financial goals and are consistent with core values

mergers and acquisitions (Mé&A's)

Effectively addressing organizational culture during organizational realignments, industry consolidations and

3. Effectively applying organizational change principles to business and product life cycles

4. _Aligning strategies, people, systems and processes organization-wide to enhance productivity and profitability

performance results

Developing and maintaining the commitment of the workforce to the goals of the organization for better overall

Clarifying purpose and mission to inspire and engage the workforce

Leveraging and aligning existing information technology with business and people strategies

6
7. Attracting and retaining top talent
8
9

Facilitating adoption and use of new information technologies for competitive advantage

10. Using information technology to support learning and innovation

11. Enhancing reputation among communities where we work, with consumers and with employees and investors

12. Enhancing employees’ commitment by focusing on corporate citizenship in the community and contributions

13. Ensuring accountability for business ethics among employees at all levels

14. Building leadership capacity for now and the future

15. Solving organizational problems systemically as opposed to solving them on a piecemeal basis

16. Establishing collaborative relationships and partnerships among public, private and nonprofit sectors

organizational values

17. Increasing speed to market and profit for critical products and services through shared commitments and

Table 2. Areas of potential support by organization development practitioners.
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Urgent Opportunities

Items identified as urgent consisted of those items high
in Importance (mean of 4.35 or greater), but relatively
low in Effectiveness (mean = 3.55 or less). For this group
as a whole, two items surfaced as urgent, both of which
had a gap of 1.35 or higher between importance and ef-
fectiveness, suggesting that these items need immediate
or“urgent”attention.

1. (Item) 14. Building leadership capacity for now and
the future (Importance = 4.63, Effectiveness = 3.18,
Gap = 1.45 (p<.001))

The organization success factor with the largest gap
between the importance and effectiveness (1.45) was
building leadership capacity for now and the future. Busi-
ness leaders identified strategic succession planning -
the identification, development and management of a
leadership pipeline - as the most neglected critical
high-impact activity in their organizations. Twelve of
the respondents noted particular challenges in develop-
ing leadership capacity: conflicting internal philosophies
regarding talent recognition, problems in defining, recog-
nizing and rewarding leadership competencies, lack of
time and resources, and the aging workforce and upcom-
ing retirements. One leader reported that,”In 10 years
we lose 80% of the workforce to retirement in a field that
has few replacements developing and with budgets that
do not permit hiring for development.”

2. Effectively addressing organizational culture during
organizational realignments, industry consolidations
and mergers and acquisitions (M&A’s) (Importance
= 4.52, Effectiveness = 3.17, Gap = 1.35 (p<.001))

Written comments by twenty respondents describe these
events as“windows of opportunity,”but the role and pro-
cesses of culture disruption and change are not taken
seriously in their companies and organizations. When
confronted by the immense challenges of execution of
M&A’s and realignment, five respondents note that“too
little is done, too late,”and that clear and effective pro-
cesses to implement mergers are often absent. Four of
the respondents noted that O.D. should be playing a key
role in these transitions, and that while“organizations
talk about the importance of aligning cultures during
reorganizations/restructuring; however they do not
design O.D. interventions that assist in the alignment.
They expect people impacted by the change to adapt.”

High Priority Items

Items identified as High Priority were rated high in Impor-
tance (mean of 4.5 or greater) and relatively high in Ef-
fectiveness (mean = 3.35 or higher). Five items surfaced as
high priority, all of which had gaps between 1.03 and 1.27,
which, while these were not as low in their Effectiveness
ratings as the Urgent items, given their relatively high

Importance scores, business leaders could profitably focus
greater attention and resources in these areas.

1. Attracting and retaining top talent (Importance =
4.74, Effectiveness = 3.46, Gap = 1.27 (p<.001)

The largest gap in the high priority items was the ability
to attract and retain top talent. Fourteen respondents
who added comments reported that company-wide tal-
ent management initiatives are viewed as critical busi-
ness strategies in most companies. “We hire the best,”
the respondents generally agreed. However, when it
came to retaining top talent, five of the respondents
observed that“this issue is not on the radar right now.”
Some suggested that the poor economy was to blame,
while others suggested that the “high turnover rate is a
direct result of sacrificing employees for shareholder
value.” In general, in the words of one respondent,“we
give lip service to valuing people, but our corporate cul-
ture and structure does not put this value into practice.”

2. Aligning strategies, people, systems and processes
organization-wide to enhance productivity and prof-
itability (Ttem # 4 — Importance = 4.64, Effectiveness
= 3.38, Gap = 1.26 (p<.001))

Comments from fourteen business leaders indicated that
while leadership sees this alignment as important, it is
not always given a high priority in for profit organiza-
tions. Seven of the respondents noted that productivity
is a direct function of process and its effective alignment
of vision, strategy, and people. However, some suggest
that the complexity of the task and the size of the organi-
zation make this alignment difficult to accomplish. As
one business leader observed, there is“no longer a clear
path. Profitability depends more on new, undefined
business models with no track record in an environment
where customers are competitors and old rules have
turned upside down.”

3. Developing and maintaining the commitment of the
workforce to the goals of the organization for better
overall performance results (Importance = 4.78,
Effectiveness = 3.66, Gap = 1.12 (p<.001))

Workforce commitment is vitally important in achieving
organizational goals and business objectives. Five re-
spondents noted that in order to execute strategies and
achieve profitability, a company must have alignment
and engagement of its workforce. “Engagement is a mul-
tiplier - good and bad - to the execution component,”
one respondent noted. Moreover, four respondents
noted that systems and processes must be in place to
support employee engagement and commitment -- it
must“connect with motivation factors, namely salary,
bonus, rewards, work environment, etc. The company
can't expect employees to commit to high performing
results until it demonstrates the commitment to employ-
ees’ growth both professionally and personally.”
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4. Clarifying purpose and mission to inspire and en-
gage the workforce (Item # 6 — Importance = 4.56,
Effectiveness = 3.50, Gap = 1.07 (p<.001))

Inspiring and engaging the workforce in support of a clear
vision and mission was viewed as a critical organizational
business objective. Fourteen of the respondents noted
that when each individual understands how they contrib-
ute to the mission and objectives of the organization -
what are the outcomes and how will they be affected and
effect the success of the organization — they will be com-
mitted and motivated to perform at a higher level. “Itis a
critical Leadership responsibility,” they note, and“you have
to communicate, communicate, and communicate.”

Unfortunately, however, companies are not always suc-
cessful in communicating and engaging their workforce
in support of a shared vision and purpose. Six of the re-
spondents noted that mission and purpose statements
are often ambiguous and unclear - they only make sense
to the upper levels of the organization and mean little
to the lower levels. One respondent reported that their
“mission statement was written by a senior team with
no input from the ‘hoi polloi’and then groomed by an
agency. We see it on our external web site, but that’s
about the extent of it.”

5. Aligning and executing strategies in a way that
meets financial goals and are consistent with core
values (Importance = 4.80, Effectiveness = 3.77,
Gap = 1.03 (p<.001))

The 24 respondents who voiced comments to this item
identified the critical importance of alignment between

strategies, values, and tactics to deliver shareholder value.

One person observed that their company“is ruthless in

maintaining shareholder value. It is a clear unambiguous
understanding of its responsibility to its shareholders
that takes clear precedence over individual employee
needs.” Measuring effectiveness (metrics) and project
management (scheduling) are viewed as keys to success
in aligning and implementing strategies. One observer
noted that”how to measure effectiveness is a huge bar-
rier especially for interventions that do not tie easily to
the bottom line or ROL” Additionally, nine respondents
spoke to the ongoing and cyclical tension between stra-
tegic alignment and tactical execution, three noting that
the tension is often resolved in favor of tactical execution
~“there is a recognition that focus on the human element
is essential - stronger results through stronger relation-
ships — but employees continue to hear‘schedule and
budget’ over everything else.”

Strengths and Weaknesses

Finally, from Figure 1, we note the primary strength
and weakness of the for-profit organizations. For the
for profit leaders, there was only one item that was
reported to be a strength (high importance and high ef-
fectiveness):

* Ensuring accountability for business ethics among
employees at all levels. (Importance = 4.82,
Effectiveness = 4.18, Gap = .63 (p<.001)).

Five of the respondents mentioned the role of public
scandals and organizational policy or legal requirements
(e.g., Sarbanes Oxley) as the basis for this important
emphasis and set of activities.

The area receiving the lowest effectiveness rating
was item 15.

For Profit Importance & Effectiveness Strength
4.20 ( 3
= fy
11
L J “'gh
Priority/
.58 4 - . Ovvortunity
'16 o10 o 9 ®
o7
o2 14 Urgent/
o3 Opportunity
LL 15
2.90
3.60 4.38 4.90
Weakness importance | Capol 1Y |G o ot 1.45J

Figure 1. For profit key findings on importance and effectiveness.
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» Solving organizational problems systemically as
opposed to solving them on a piecemeal basis.
(Importance =4.20, Effectiveness =2.92, Gap = 1.27
(p<.001))

Six of the respondents emphasized that a systemic focus
is important in solving organizational problems; how-
ever, there is not enough evidence that this is done in
their organizations — we’re“still plugging too many holes
with temporary patches.” However, there was some am-
bivalence regarding the usefulness of systemic approach-
es: two respondents questioned whether or not a sys-
temic approach is necessary as“this depends on the
nature and severity of the organizational problems.”

Sources of Expertise and Support: To whom do
Business Leaders Turn for Support?

For each specific item related to the key themes, business
leaders were asked “To whom do you/would you most likely
turn for support?”

When looking for assistance in positioning industry
consolidation, M&A, and strategic alignment for success
from a cultural perspective, business leaders turn to line
management first, to consulting firms second, to HR
third, and O.D. fourth. When building leadership capac-
ity for now and the future, business leaders turn to HR
first, and line management second when identifying,
attracting, developing and retaining leadership talent.
But they turn to line management primarily to foster
leadership courage, decision making, and problem solv-
ing. Similarly, with regard to building a performance
culture, executive leaders turn to line management first,
HR second, and O.D. third when seeking to enhance
workplace productivity and performance culture and
foster employee engagement and commitment.

0.D. Investment Intentions: Plans to Grow
Organization Development

Only 36% of for-profit respondents were from organiza-
tions that had a distinct O.D. department, and of those
who did, it most often reported into HR. Despite, or
possibly because of their dissatisfaction with the current
effectiveness, fully 63% of the respondents said they
were either very likely or somewhat likely to invest in
O.D. over the next three years. Over 90% said they
planned to invest more (39%) or about the same (54 %)
as in 2004.

When we compared the perceived effectiveness of orga-
nizations that did or did not have an internal O.D. de-
partment, the pattern of results indicated that having an
O.D. department has a slight but beneficial impact
on the perceived effectiveness of their organization’s
performance.? Specifically, this was the trend in 13 of 17
(76%) of the differences in effectiveness ratings which

were in that direction. Furthermore, those who are
more likely to invest in O.D. have higher importance
and higher effectiveness scores than those who are
unlikely to invest. On 15 of the 17 items (88%), the
performance gaps are larger for those who are less likely
to invest in O.D.. ‘

? Due to space limitations, these data are not included here; however, crosstabs
are available on request.

Sony Electronics: The Contribution of Organization
Development

To further illustrate and illuminate how the results from
the Business Leader Survey can be applied to a world
class company, we include a brief illustration and case
study of Sony Electronics (SEL). Through this example,
we will demonstrate how an internal O.D. function can
be, and has been instrumental in identifying and closing
the gaps that business leaders deem most important for
the sustainability of SEL.

Over the past five years SEL has made a concerted effort
to integrate and focus its organization development ef-
forts to address four of the improvement areas identified
in the Business Leader Survey: (1) Talent; (2) Culture;
(3) Alignment; and (4) Engagement. The research re-
sults also suggested we look at the SEL organization
as a whole system and identify ways to leverage integrated
approaches to impact all four key areas. Key questions
we used to drive these efforts included:

* What does business success look like?

* What are the key organizational capabilities needed
for success?

* What are the individual competencies needed to
support the organizational capabilities?

¢ What cultural characteristics are needed to retain
and grow our talent?

The responses of business leaders to these questions
helped us focus our efforts on high-impact areas includ-
ing speed to market, financial acumen, risk taking and
developing direct reports.

The Business Leader Survey guides us to seek O.D. op-
portunities to increase organizational productivity and
employee engagement that has lasting business impact.
Sony Electronics followed these Organizational Develop-
ment guidelines and focused on building the bridge be-
tween solid data collection and impactful O.D. execution.

In 2002 SEL was going through a transformation that
reduced headcount, changed organizational structure,
and moved the U.S. headquarters from the East to the
West coast. These changes impacted employee morale,
engagement and created critical talent issues with posi-
tive business impact. SEL had focused on becoming lean
and agile by cutting non-value added costs and shifting
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business focus to building the muscle and stamina need-
ed in a very challenging marketplace. To address these
challenges we first created a vision for our change efforts:

Sony Electronics will regenerate itself to be a lean
high performing organization with:

- A keen focus on our customers
- An optimistic highly engaged workforce

- An environment with opportunities for people and
the company to grow

These efforts were also intended to support the Sony
parent company goal of global recovery and regenera-
tion. Next, we created clarity around the current state
and desired future state and committed ourselves to fo-
cusing our O.D. efforts on creating optimistic sustainable
solutions. We did this by building on our organizational
strengths, focusing on long-term solutions and commit-
ting our development resources to build internal change
capability.

Recipe for Success = Ask, Listen, Act, Learn/Thank
and Repeat

As we learned from the Business Leader Survey, it is
incumbent on O.D. practitioners to be better connected
with the needs, opportunities and challenges of the
businesses we support. This translates into O.D. profes-
sionals needing to simplify the language we utilize to
drive change in organizations. A simple model we utilize
to accomplish this has emerged after many years of
practice. The model includes:

* Asking key stakeholders, especially people closest

to the work and our customers what they need to
be successful

* Listening includes the fine art of separating the
non-value added feedback from the substantive
feedback and ensuring you really understand what
people are saying

* Acting quickly involves being proactive about what
you can change but also what you cannot and why.
People are smart and if you do not tell the truth they
will see through it.

* Learning and thanking helps us build the institu-
tional knowledge needed to grow and not repeat our
mistakes. Thanking people is a critical step for help-
ing them see the connection between their feedback
and the actions taken.

Our first effort was to engage our employees and
managers and give them an opportunity to express
their concerns and offer suggestions to maximize our
business transformation. We conducted transformation
workshops around the country and received important
feedback from our employees.
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Participant feedback from the organizational changes
included a wide range of emotions including surprise
and anxety. Employees also stated what they needed
from management: a concrete plan, shared vision, more
detailed communications, consistency of strategy and
approach, and the rationale behind changes. Based on
this feedback we focused our change efforts on four
areas: (1) Communication; (2) Career development;

(3) Clarity of direction; and (4) Leadership sensitivity
and support. Some of our efforts in these areas included:

* Communication - We partnered with Employee
Communications to address employee questions
and concerns, beginning with a message from the
COO and a bi-monthly newsletter called“SEL on
the Move.”

* Career development — We offered ongoing
Career Development programs for employee groups
who were staying as well as for those leaving the
company.

* Clarity of direction - We increased leadership
communications addressing our direction and
strategy as well as the rationale behind these.

* Mission and Values Project- We initiated a Vision,
Communication and Alignment project. Using a cross-
business team of senior leaders and high potential
managers, we articulated our direction and purpose
and clarified the values and behaviors that serve as
the cornerstone of the lean, fast and flexible culture
that we were building. This team also helped to de-
velop a process to engage employees in what they
can do to contribute to the realization of our vision,
strategies and values.

* Leadership sensitivity and support - We partnered
with an outside firm to deliver a session that focused
on the proactive role leaders need to play during
transformations. The first group we delivered this
to was the Operating Committee which represented
the leaders of all business and functional groups.
During this first session we shared the feedback
from employees and discussed organizational
opportunities to better support our changes.

Talent Management Councils were set up to systemati-
cally work through the organization to identify our key
talent who possess the individual competencies needed
to contribute to business success. Once we identified
these individuals we then partnered with an outside
organization to validate our work by utilizing an
assessment center.

On the development front we set up leadership develop-
ment programs to communicate and engage our leaders,
managers and employees in our vision for the future

as well as the skills needed for success in our new cul-
ture. Based on the competency feedback we designed
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programs around building financial acumen and business
leadership skills. We partnered with an outside organi-
zation to create financial simulations to help our top
talent implement this new knowledge and these skills
and to build their leadership capacity (which was

the most urgent gap in the business leader survey).

These sessions also provided opportunities to get ad-
ditional feedback on our cultural challenges and identify
additional gaps we needed to address to help guide our
ongoing O.D. efforts. Employees told us we needed to
do a better job of developing and communicating a clear
image of the future. Based on this feedback we launched
a mission and values project to improve alignment and
understanding of our most important goals (another
key gap in the business leader survey). This reinforces
the power of utilizing research like the Business Leader
Survey to help O.D. practitioners ask better questions
which result in improved interventions and increased
business impact.

Discussion and Implications

Business leaders see increasing opportunity for O.D.
related work that is critical to the future of business and
society. As we saw in the Business Leader survey results
and the Sony Electronics illustration, there are clear
trends about their pain points and opportunities. Organi-
zation Development practitioners can and do have a crit-
ical role to play in assessing, addressing, and proposing
solutions for these challenges and opportunities. Because
there exists considerable room for improvement in the
effectiveness of organizations in areas that business lead-
ers consider very important, this is a call for action by
business leaders and line managers for O.D. practitioners
to step up to the plate and help close the gaps that are
identified in this study. Although these two parallel find-
ings are preliminary because they are based on patterns
noted in a small sample of respondents, they are worth
repeating, and worthy of further research and explora-
tion: (1) having an O.D. department has a slight but
beneficial impact on the perceived effectiveness of orga-
nization performance, and (2) those who are more likely
to invest in O.D. have higher importance and higher
effectiveness scores than those who are unlikely to in-
vest. To illustrate, the Sony case example showed how
one internal O.D. practitioner was able to add real busi-
ness value by first understanding the business gaps and
opportunities from a people perspective, and then by
applying the theory and practice of Organization
Development.

The Business Leader Survey, and the Sony example,
both pointed to four areas in particular where there

are significant opportunities for improvement: talent,
culture, alignment, and engagement. Leaders urgently
need support in areas related to talent, including

developing current and future leadership capacity, as
well as attracting and retaining top talent. There is also
an urgent need for support in effectively addressing or-
ganizational culture during organizational realignments,
industry consolidations and mergers and acquisitions.

Another high priority area requiring more effective
support is alignment. Successful firms must align and
execute business strategies in ways that meet their
financial goals and are consistent with their core values.
Moreover, strategies, people, systems and processes must
be aligned organization-wide to enhance productivity
and profitability.

Finally, business executives and leaders need support

to engage their workforce. An organization can best
achieve its business results when its workforce is en-
gaged and committed to achieving its goals and objec-
tives. An organizational leader must be able to clarify
and communicate succinctly the purpose and mission
of the organization to inspire and engage the workforce.

Caveats and Limitations

Mindful of the nature of applied research, the conclu-
sions we discuss carry caveats and limitations with regard
to sample, survey instrument, and process. One limita-
tion arises from the sample. Respondents were self-se-
lected, coming from many sources including newsletters,
emails, and list serves. We cannot be certain that the
business leader to whom the survey invitation was sent
actually completed the survey. Similarly, the general de-
mographic skew favoring middle-aged males in business
leadership positions may also have affected the sample.
Second, because the GCFOD is a voluntary organization
without the name recognition and branding of estab-
lished survey firms (e.g., McKinsey, Gallup, etc.), and the
difficulty in obtaining business leader respondents, real-
ity required the use of a non-probability sample, namely
a convenience (voluntary) sample, as commonly em-
ployed in applied research situations. Finally, the sample
contained a small percentage of respondents who had
internal O.D. resources available to them, which made
the question about the O.D. resource to whom they turn
potentially problematic. Many respondents, of necessity,
had no other option but to seek help for their O.D. issues
from other or external sources.

The process also contributed constraints to the study’s
generalizability. For example, resource limitations
prevented telephone follow-up. The sponsoring organi-
zation, the GCFOD, lacked sulfficient resources for fol-
low-up interviews for further probing, which might have
produced additional insights into issues facing business
leaders in the 21st century, as well as the sources they
turn to for help and their plans to commit resources in
the future for O.D.. Web survey constraints also may

VOLUME 25 » NUMBER 2 » SUMMER 2007 | P19

Reproduced with permission of the copyright:-owner. Further reproduction prohibited without permissionyyanw.manaraa.com



have impacted the response rate -- spam filters, secre-
tarial filters, and other barriers make it impossible to
determine unequivocally how many people actually
received the survey. Despite these caveats and limita-
tions, the authors are confident that the information
provided and the conclusions we can draw from them
will be of significant use to O.D. practitioners and
business leaders going forward.

Summary and Conclusions

What can 0.D. practitioners do to have a greater
impact?

The world of business and civil society faces challenges
as never before. Business leaders need real-time practical
help and support. There is considerable room for im-
provement in many areas that leaders consider most im-
portant. This article identifies specific areas of urgency
and high priority and points the way for practitioners
(O.D., HR, internal and external consultants) to add
value where it is needed most. Currently, it is important
to note that O.D. as a distinct field or function is not
often recognized by executive leaders as a source for
much of the business performance improvement work
that O.D. could and should support. Business leaders
usually go elsewhere, at least initially, for the support
they need and want, first, to line management, then HR,
and consulting firms.

What assistance can 0.D. professionals provide?

O.D. professionals can be enormously helpful to leaders
as they try to step up to these formidable business chal-
lenges. For example, O.D. professionals can ensure that
all stakeholders have a basic understanding of O.D. theo-
ry and focus on building core leadership competencies.
At the same time, O.D. practitioners can help line leaders
recognize the interconnectedness of the individual, the
organization and society, and support leaders to evaluate
whether their espoused core values—those deeply held
views we hold as a compass for ourselves, regardless of
whether or not we are rewarded—are aligned with the
behavior and actions of the organization as a whole.

Another strength of O.D. is its whole systems perspec-
tive, and there are numerous possibilities for O.D. profes-
sionals to contribute and add value here as well. O.D.
professionals can leverage this strength in supporting
line leadership in becoming”“whole system thinkers”

in helping them to understand that every organization,
no matter how large or how small, is a system. Organiza-
tional problems are linked together, and change in one
area often impacts other areas of the whole system.
Discovering the links and how they fit together and,
therefore, what steps the organization can take to
improve the situation is the foundation of holding a
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whole systems orientation. O.D. practitioners can also
identify and utilize best practices and formulate process-
es for strategic thinking about the future, so that even

in the midst of change there is a perpetual focus on di-
rection. Furthermore, O.D. practitioners can facilitate
processes to support the definition and alignment of core
values, mission and vision statements, and ambitious but
realistic strategic objectives and organizational goals
across the organization. Additionally, they can offer fol-
low-through and coaching services that provide ongoing
planning and evaluation mechanisms to support greater
alignment and accountability. Finally, O.D. practitioners
can help to build skills and competencies in cultural
competency and fostering inter-organizational collabora-
tions and relationships across sector boundaries to
address some of our most intractable problems.

Summary

In summary, we believe that O.D. practitioners need

to work closely with Executives and line managers to
understand the challenges and opportunities they are
facing, and come to agreement on how O.D. tools and
practices can support the business to make and measure
changes to capitalize on those challenges and opportuni-
ties. By adding their unique contributions around vision,
values, leadership, change, whole systems alignment,
culture, workforce engagement, coaching, learning,
development, and so forth, Organization Development
practitioners can make a much needed difference in cre-
ating more purposeful, life-giving, humane, productive
and sustainable enterprises for the 21st century?
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Endnotes

1. This work has been supported by the Global Com-
mittee on the Future of Organization Development
(GCFOD), a virtual community of over 300 O.D.
practitioners from every sector, and was co-spon-
sored by the Organization Development Network,
The Organization Development Institute, The Inter-
national Organization Development Association
(IODA), and the Institute for Sustainable Enterprise
(ISE) at Fairleigh Dickinson University. The web
survey design and administration was generously
supported by Quantisoft, LLC. The survey design
and analysis was also supported by the Research
Team of the GCFOD.

2. Complete Results for the For Profit and Nonprofit
Sectors are available at www.whenitallcomestogeth-
er.com. For further information on the Nonprofit
sector, contact Tim Lannan at tim@timlannan.com;
or Beth Applegate at beth@applegateonline.com.

3. Inresponse to these findings the Global Committee
on the Future of O.D. (GCFOD) has established
three ongoing volunteer Action Teams which are
working together to address the gaps that have been
uncovered through this research: the Enterprise
Sustainability Action Team (ESAT) which is compil-
ing“The Sustainable Enterprise Fieldbook” targeted
at line managers, O.D. and HR practitioners; the
Business Strategy Action Team (BSAT) which is
looking at rebranding, marketing and the value
equation (ROI) for the field of O.D., and the Change
Management Action Team (CMAT), which is looking
at building new models of change, development,
action learning and communities of practice.

For further information on the GCFOD or to
contribute to one of these teams, contact Elena Feliz
at felizelena@aol.com.
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She is currently affiliated with Wesleyan University as aVisiting
Assistant Professor of Psychology and Saybrook Counseling
Center as a counselor and psychotherapist. Cynthia has a back-
ground in organizational consulting and has previously provided
consulting and management coaching to public and private
sector organizations.

Joy McGovern, Ph.D. is the North East Practice Leader for As-
sessment at Right Management. Through consulting, coaching,
facilitating and training, Joy has been helping individuals, groups
and organizations make changes in desired directions for over
twenty-five years. An acknowledged expert in organizational,
management and career development, she has partnered with
major organizations to implement large scale culture change and
to create innovative HR systems. An enthusiastic and energetic
presenter, Joy is a much sought after speaker and facilitator.

Joy’s areas of expertise include: Culture Change, Vision Develop-
ment and Implementation, Organizational Diagnosis, Compe-
tency Modeling, Training Design and Implementation, Career
Development, Assessment Center and Leadership. Her repre-
sentative client list includes AT&T, Bayer, Bristol-Myers Squibb,
Deloitte and Touche, Hoechst Celanese, International Flavors

and Fragrances, Johnson & Johnson, Lucent Technologies, Merck,
Prudential, and Schering Plough.

Joy received her Ph.D., Industrial/Organizational Psychology
from Hamilton University, and her MS, Industrial/Organizational
Psychology from the University of South Florida. Joy has com-
pleted extensive post-master’s course work in Industrial/Organi-
zational Psychology at Rutgers University and at University of
South Florida.

Kristine Meade is Regional Director of Human Resources for
Quest Diagnostics, located in New Jersey. In her current role,
Kristine provides strategic human resources consultation to
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Lilian Abrams, Ph.D. has been an OD professional for 20 years.
Her positions include internal and external OD consulting, lead-
ership development, and applied research roles at Towers Perrin,
Watson Wyatt, Kaiser Permanente, and Nabisco, prior to opening
her own consulting practice in 2000. Current emphases include
leadership development, including large-scale high-potential,
360-degree feedback, and/or training programs to individual ex-
ecutive coaching, as well as diversity, change management, and
applied research. Dr. Abrams serves as adjunct faculty at NYU,
teaching leadership and applied research topics, and presents
regularly at professional conferences. Recent publications include
“Assessing the Field of Organization Development””for the
Journal of Applied Behavioral Science and”Shaping The Future
Of Business: Global Business Leader Survey Results From The
For—Proﬁt And Nonprofit Sectors”) for the OD Journal. Dr.
Abrams earned her PhD in Organizational Behavior from The
Claremont Graduate University, her MBA from the Peter Drucker
Schoql of Management at Claremont, and her BA from UCLA.

Seymour Adler, Ph.D. is a Senior Vice President in the Talent
Solutions Consulting practice at Aon Consulting. He is a gradu-
ate of the Doctoral Program in Industrial/Organizational Psy-
chology at New York University and has contributed to the scien-
tific and professional literatures in the areas of personality and
work behavior, leadership, and assessment, among others. In
additign to having served as a consultant to industry throughout
his proféssional career, Dr. Adler has been on thefaculties of
Purdue University, Tel Aviv University, Stevens Institute of Tech-
nology, and New York University and is currently an adjunct on
the doctoral FO faculty at Hofstra University. A founder of As-
sessmént Solutions Incorporated which was acquired by Aon in
2001, Dy, Adler has over his career directed the development and
implementation of numerous managerial assessment, perfor-
mance management and development programs for global and
Fortune 100 companies. He is a Fellow of the Society of Indus-
trial/Organizational Psychology, a Fellow of the American Psy-
chological Association, and past-President of the New York Met-
ropolitan Association of Applied Psychology.

M. Evelina Ascalon, Ph.D. is a Senior Specialist in Human
Capital Management at Credit Suisse in Ziirich, Switzerland. She
has expertise in assessment, development, program evaluation,
and cross-cultural issues. Within her function, she consults, de-
velops, and/or implements tools and processes related to Human

Capital Management such as Competency Models, Talent Man-
agement, 360-degree Feedback, Assessment Centers, and Inter-
viewing. In addition, she assists in the evaluation of the validity
and impact of current programs.

Evelina has co-authored articles in Journal of Management Devel-
opment (2008), Cross Cultural Management: An International
Journal (2008) and Applied Measurement in Education (2007). She
is a co-founder and Council member of the International Network
for Psychology of Entrepreneurship Research and Education.

Prior to joining Credit Suisse, she held a postdoctoral position in
Entrepreneurship at Erasmus University Rotterdam, The Nether-
lands and conducted research at the Center for Creative Leader-
ship. She holds a B.A. and M.A. in Psychology from California
State University, Sacramento, and a Ph.D. in Industrial and Or-
ganizational Psychology from the University of Tulsa, Oklahoma.

Sandy Becker is a professor at the Rutgers Business School,
where he teaches several graduate level courses including Mar-
keting Strategy, Services Marketing, and Consumer Behavior. He
has designed and delivered an International Marketing Strategy
course to an EMBA class in Shanghai, China. He is also a visiting
professor at Columbia Business School.

Sandy was a Marketing Manager for Lucent Technologies in their
Learning organization, responsible for creating and implement-
ing global strategic marketing programs, establishing presence
and engaging customers for“learning solutions”. This included
designing and developing Business, Sales, Leadership and Tech-
nology curriculum, including assessing distance learning self-
study alternatives. .

Mr. Becker's background includes assignments in Product Man-
agement, Marketing Communications, Sales Management,
Training Development and Delivery and Project Management.
He has experience in the Pharmaceutical, Telecommunications,
Financial Services, Manufacturing, Toy and Broadcast industries.

Les Berkes, Ph.D. is Director of the Center of Expertise for Or-
ganizational Effectiveness within HP’s Learning & Development
organization. He was previously Director, Emerging Countries
with responsibility for institutionalizing the business planning
and execution process at the country as part of HP’s BRIC strat-
egy. Previously he was Director of Integratxon within HP’s Strate-
gic Change Office.
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