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KEY LESSONS I HAVE LEARNED OVER 50 YEARS OF 

STUDYING AND PRACTICING ODC  
Dr. D.D. (Don) Warrick 

 

I.       ODC – A High Impact, Honorable Field To Be Involved In 

 

II.     Very Brief Snap Shot Of My Involvement In ODC 

 

III.    The Need For ODC 

 

IV.    Understanding The “O” In OD And The Name: Is It OD Or ODC? 

 

V.     The Purpose Of ODC: Developing Healthy, Effective, Self-Renewing Organizations That   

         Bring Out The Best In People, Teams, And Organizations 

 

VI.    Who Should Be Educated In ODC? 

         A.  Change Agents (ODC professionals and academicians) 

         B.  Leaders at all levels 

         C.  Change Champions (anyone at any level championing change) 

          

VII.  Building A Framework For Understanding And Practicing ODC (Critical!) 

         A.  Develop a mission statement for being involved in ODC (my statement) 

         B.  Develop a definition for understanding ODC (see my definition attached) 

         C.  Develop a change model for practicing ODC (see my change model attached) 

 

VIII. Key ODC Contributions That Are Critical To Know: What Would You Include In Your List? 

         A.  The concept of continuously developing and building organizations for success 

         B.  Assessing reality and possibilities before making changes  

         C.  Action research (traditional, appreciative inquiry, etc.) 

         D.  How you do things is as important as what you do (process thinking) 

         E.  Effectively managing change and resistance to change 

         F.  The critical role of culture 

         G.  Systems thinking   

         H.  Training and development as an Intervention rather than an Event     

 

VIII. Causing Change Through Being And Doing 

 

IX.    The Tyranny Of The Or: Fixing Or Building, Positive Or Negative ODC 

  

X.     The Need For Change Champions Throughout The Organization 

 

XI.    The Importance Of Integrating Transformational Leadership And ODC  

 

XII.  Building Change Ready Organizations 

         A.  Assign responsibility for developing and providing expertise in managing change 

         B.  Develop guidelines for managing change for use throughout the organization (see attachment) 

         C.  Organize change learning sessions 
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BE A STUDENT OF BEST PRACTICES AND ASSESS PRESENT REALITIES, FUTURE 

IDEALS, AND THE BEST ALTERNATIVES IN PLANNING CHANGES 

Study best practices, assess reality before assuming reality, consider desired results, and explore 

alternatives and their impact. 

 

CLEARLY COMMUNICATE CLEAR AND COMPLELLING REASONS FOR CHANGE AND 

THE IMPACT OF CHANGES 

Make clear compelling reasons for change, what the change consists of, and how the change will impact 

employees.  

 

APPOINT A SKILLED CHANGE CHAMPION AND/OR CHANGE TEAM TO GUIDE THE 

CHANGE PROCESS 

Assure that a capable and respected person is responsible for guiding the change, and where needed, use a 

change team to guide the change process.  

 

INVOLVE AND ENGAGE THE APPROPRIATE PEOPLE IN THE CHANGE PROCESS 

Involve, engage, and listen to those who can best contribute to the planning and implementation of 

changes. 

 

PREPARE PEOPLE FOR THE CHANGE PROCESS 

Educate people on the change, provide training to help people adapt to the changes, and train leaders and 

change champions on how to effectively manage changes. 

 

BE TRANSPARENT, BUILD TRUST, AND DEMONSTRATE THE SUPPORT AND 

INVOLVEMENT OF THE APPROPRIATE LEADERS 

Be transparent and straightforward, act and make decisions in ways that build trust, and demonstrate that 

leaders are engaged in and aware of the impact of changes.   

 

KEEP PEOPLE INFORMED, CREATE OPPORTUNITIES FOR SAFE, OPEN, AND CANDID 

COMMUNICATION, AND ADDRESS CONCERNS 

It is important to keep people well informed during the change process and to create a climate and 

opportunities for open dialog and concerns including the concerns of those resisting change.     

 

MONITOR PROGRESS AND MAKE NEEDED ADJUSTMENTS 

Solicit feedback, monitor progress, and stay aware of what is working and not working during the change 

process so needed adjustments can be made. 

 

MAKE THE INCENTIVE FOR CHANGE GREATER THAN THE INCENTIVE TO STAY THE 

SAME 

Changes often mean more work, no advantages, and possible disadvantages for those impacted by 

changes so it is important to find ways to create incentives and rewards for making needed changes.   

 

AVOID COERCION AND HIDDEN AGENDAS 

Accomplishing change through manipulative, forceful, and deceptive ways builds distrust and passive or 

aggressive resistance and is sure to have undesirable consequences.   

 

GUIDELINES FOR MANAGING CHANGE 
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