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Understanding your OD practice and evidencing your current level of competence
Section 1: Introduction
In the spring of 2016 the NHS North West Leadership Academy (NHS NWLA), on behalf of all Local
Leadership Academies (LLAs) of the NHS Leadership Academy (NHS LA), started a project to develop a
process which would support practitioners to reflect upon their current OD practice and claim their current
level of OD competence.
This piece of work, designed and developed by OD practitioners, aims to support you to produce a reflective
portfolio which will enable you to evidence your current competence in the field of OD. This work is an
important part of your professional development and it will help you self-assess your current competency,
identify your key development needs as well as evidence your competency to support your annual
appraisal.
*The project report which outlines the development of this work is available from the NHS NWLA if you
would like a copy.

Section 2: Background
The origins of the field of OD go back into the 1950’s and 1960’s with theoretical and scientific bases which
reach back over 60 years. OD is not ‘soft stuff’ as often claimed and practitioners must be able to evidence
the work they do if the public are to be assured of its value. OD as it stands, is a field of practice, drawing its
practitioners from wide and varied professional backgrounds. Although some practitioners do have formal
accreditation in related fields which supports their OD work, it is not a single profession and there is no
statutory body which licenses practitioners. Assuring the quality of OD practice is a subject which comes to
the fore at regular intervals. As there is no one single view of OD it can be difficult for OD practitioners to
evidence their capability in the field. Being able to evidence competence and capability is also an important
part of the assurance and governance processes within the wider public sector.
From a global perspective the issue of assuring the quality of the work of the OD practitioner via
competency frameworks and accreditation systems has been reignited over the past few years. In Canada a
voluntary accreditation system has been introduced (http://www.odcanada.org/) and within the United States
of America the Organisation Development Network (http://www.odnetwork.org/) is launching a voluntary
global competency framework.
Within the NHS, the national Do OD programme led an inquiry into OD capability which resulted in the
development of the capability framework (http://www.nhsemployers.org/OD). Within the Do OD work
‘competency’ is viewed as one of the important elements (see page 5). In the North West region, work
began on an OD toolkit
(https://www.nwacademy.nhs.uk/sites/default/files/resource_files/DevelopingTogetherODToolkitNHSNWLA.pdf ) around 2005 and remains a document which continues to be used widely across the
country, in both the NHS and other sectors.
Considering the need to assure the quality of OD practice, understand the talent working in the system as
well continuing the history of working closely with the OD community in the NHS, the NHS NWLA on behalf
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of all NHS LLAs, started a project to develop a process which would support practitioners to reflect upon
their current OD practice and claim their current level of OD competence.
The initial project was to test a process which provides practitioners with the opportunity and structure to
reflect and review their career journey, to evidence both accredited and non-accredited learning, to focus
upon their key development needs and to make a personal claim of competence.
The initial testing phases took place during Spring/Summer 2016 with thanks to senior OD practitioners from
the NHS and Local Authority. Practitioners involved in the development of this process felt that this
approach was much more aligned with other professional groups who are required to produce professional
revalidation evidence and also, more developmental than a formal assessment centre approach. The project
report outlining the initial testing phases is available from the NHS NWLA.
The resultant process (described in Section 3) brings together reflective practice, a development workshop
and the production of a personal portfolio of evidence which enables each practitioner to make their
personal claim of competence.
Importantly, this process is designed to support practitioners working at all levels within the system.
A note on competencies
It was not the intention of the project to write a competency framework, rather to enable
practitioners, clients and employers to have at their fingertips a process which enables competence
to be demonstrated and assurance provided to the work of the OD.
This, we believe, is vital in a public sector which is rightly moving towards more transparency and openness.
Competencies previously developed by the NHS NWLA and the Chartered Institute of Personal and
Development (CIPD) have been included within a self-assessment element of the process as they were
originally written to ensure that the construct validity and authorship of both tools are maintained. You will
find each organisation’s competencies clearly identified so that you can refer to the source should you want
to.
Supporting a contemporary approach
Over time new OD competencies frameworks may be developed and made
available. Practitioners will have the option to substitute the competencies
currently presented with the most up-to-date set within their ‘claim of competence’
process. This is something we would welcome and advise to ensure continuous
improvement and to remain contemporary.

Section 3: The Process
The process and documentation outlined below is going through further testing phases across NHS LLAs.
The process presented below follows the outcomes of the initial testing phases in the North West. This
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document in its current form should be considered a working document which will be updated with learning
from each testing phase.
The process has two parts. Part 1 – the process the individual takes to understand their OD practice and
evidence their current level of competence. Part 2 – the process of validating an individual’s claim of
competence.
Part 1: Making your claim
How to make your claim
Producing your personal claim of competence has three main stages:
1. A period of self-reflection and updating of your current CV
2. Attendance at a face to face development workshop – ‘Understanding your OD
practice and evidencing your current level of competency’
3. A further period of work in the field gathering your evidence in preparation for making
your claim of competence

Undertaking a Self-Assessment as part of the process
The ‘Understanding your OD practice and evidencing your current level of competency’ workshop builds
upon reflections from stage 1 and takes a holistic view of your learning and practice to date. One component
of this workshop is the completion of a self-assessment. Within this process, the self-assessment is
intended to be used as a part of the workshop as opposed to a stand-alone document. The self-assessment
supports you to determine the level at which you have competency (foundational, practitioner, strategic) as
well as the level in which you are practicing (individual, group/team, executive team/organisation, system,
executive system). The self-assessment is introduced in detail in Section 5 and included in full in Section 6.
Part 2: Validating your claim
Part 2 of the process is designed to verify the levels of working as claimed by the individual. It is the
individual’s choice to progress to Part 2. The process outlined below is due to be taken forward for testing in
the North West following the initial development of Part 1 (timescales are indicative).
How your claim is validated:
Validating your claim has seven main stages (2-4 are preparatory):
1. Expression of decision to make a claim following Part 1 of the process
2. 12 weeks evidence-based portfolio development and preparation time. Support
available from the NHS NWLA who can identify a Senior OD practitioner to advise
3. Submission of portfolio for review by a NHS NWLA expert panel
4. Feedback to the portfolio holder
5. Invited to attend a validation panel consisting of senior OD
practitioners/Occupational Psychologists/Behavioural Science specialists
6. Attendance at panel (approximately 6 months post workshop)
7. Outcome
from the Principles
panel given within an agreed timeframe
Section
4: OD Founding
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Key values and principles
The principles which emerge from the historical development of OD shape how OD is enacted. Key values
and principles include:








Respect for human difference
Commitment to social justice
A belief in lifelong learning
A belief in self renewal at both the individual and the organisational level
Building upon action research methodology
Building the clients capability and capacity for the work
Working for independence rather than creating dependency
(adapted from Cummings and Worley 2001 by Dr Maxine Craig 2016)

Behaviours
Table 1 describes the behaviours an OD Professional needs to demonstrate in order to carry out their role
effectively. The table is adapted from the CIPD Profession Map (2015) to ensure standards are aligned with
professionals around the world though is relevant to the current health and wellbeing context. In order to
demonstrate evidence against the four-point scale OD Professionals will need to demonstrate the following
behaviours.
Table 1: CIPD Profession Map (2015) Behaviours
Behaviour
Definition
Is future-focused, inquisitive and open-minded; seeks out evolving
and innovative ways to add value to the organisation. Conscious of
Curious
the value of thought diversity, life diversity and cultural diversity.
Demonstrates the ability to analyse and understand data and
information within the context of the wider system/s. Uses
information, insights and knowledge in a creative and structured
System thinker
way to identify options, make recommendations and make robust,
defendable decisions.
Demonstrates the ability to influence with integrity and gain the
Skilled
necessary commitment and support from diverse stakeholders in
influencer
pursuit of organisation/system value.
Builds and delivers professionalism through combining commercial
and OD expertise to bring value to the organisation, stakeholders
Personally
and peers. Embodying and living the NHS values as outlined in the
credible
NHS constitution.
Works effectively and inclusively with a range of people, both within
and outside of the organisation and broader health and wellbeing
Collaborative
system.
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Demonstrates commitment, determination, resourcefulness and
purpose to deliver the best results for the system/s, organisation
and patients/service users/citizens. Ultimately working towards
Driven to deliver
improving health and reducing health inequalities for individuals and
communities.
Shows courage and confidence to speak up, constructively
challenging others even when confronted with resistance or
Courage to
unfamiliar circumstances. Is able to take a considered and
challenge
warranted amount of risk.
Consistently leads by example, acts with integrity, impartiality and
independence, balancing personal, organisation and legal
The
Role model
parameters. Uses ‘self’ as a drive for change and transformation.
Profession
Map Behaviours, CIPD Profession Map (CIPD, 2015. P.43) adapted with permission from the CIPD
Do OD Capability Project
Nationally within the NHS the Do OD campaign has highlighted how to build your OD capability. Check out
all the resources here
Our project compliments and builds upon all the excellent work undertaken at part of the Do OD 3P model
which you can find here and see below.
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Section 5: Introduction to the Self-Assessment
The following self-assessment is intended to be used as part of the ‘Understanding
your OD practice and evidencing your current level of competency’ workshop.
In completing the self-assessment there are three key areas for completion – levels of competency, levels of
practice and areas for development.
Introduction to ‘Levels of Competency’
Both the North West OD Tool Kit and the CIPD professional map segment their competency into different
levels. Having reflected on the history of the NHS NWLA work we have kept three levels of practice within
this new process. The competencies are differentiated into 3 levels:
Foundational

Practitioner

Strategic

We would expect all staff undertaking OD work to demonstrate their competence at the foundational level.
As staff move into a full practitioner level role we would expect them to be able to demonstrate their
progress as a competent practitioner.
Not all OD practitioners work at the strategic level, therefore the final section sets out the competencies
associated with working above the levels of a team or business unit.
Introduction to ‘Levels of Practice’
In order to clearly identify levels of ‘competency’ (described above) together with levels of ‘practice’ a
section has been included alongside the competencies to enable you to reflect on the levels of your
practice. The levels of practice include – ‘individual’, ‘group/team’, ‘executive team/organisation’, ‘system’,
‘executive system’. This has been included to enable clients and employers to understand the levels at
which a practitioner has experience and the effectiveness and successes in the field.
Introduction to ‘Assessing areas for development’
Part of the process is to support reflection on and understanding of the development needs of the OD
community working at all levels. You will be asked to identify any relevant development needs.
Scoring Criteria
Throughout the document the following criteria can be applied where scores are required:
Self-assessment of your current competence
4
3
2
1
0

Fully competent and regularly applied in practice
Fully competent used infrequently in my current role
Partial competence which I am actively working to improve
Partial competence
No experience
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Section 6: The Self - Assessment
Business Focus
The OD practitioner supports the development of business awareness in the organisation. Develops
an understanding of the organisation’s position in the Healthcare market place and the commercial
challenges it faces
(NW OD Tool Kit competencies)
Level of Competency:
Foundational Competency
Seeks ways to enhance the efficient delivery of
services
Aware of new commercial opportunities and
passes ideas on to managers
Promotes the use of OD solutions, enhancing
market reputation
Delivers effectively within time, cost and quality
parameters
Shows an awareness of the cost implications of
activities and of changes to activities

4

3

2

1

0

Practitioner Competency
Shows an awareness of the cost implications of
activities, seeking to enhance efficient delivery
Identifies opportunities for revenue generation
within the organisation and support others to
capitalise on these
Markets services effectively using appropriate
channels and methods
Produces accurate specifications for service
delivery in order to establish cost and quality
controls
Monitors the cost of activities and alerts others
to variations that might lead to overspend or
over-delivery
Supports others to identify commercially viable
rates to capitalise on expertise/Intellectual
Property (IP)
Contributes to effective business case
development, identifying level of investment
needed and potential returns

4

3

2

1

0

Strategic Competency
Identifies the cost implications of changes to the
OD plan ensuring expenditure is aligned with
budget
Develops a strategy for revenue generation and
encourages an entrepreneurial culture within the
organisation
Ensures services are marketed effectively using

4

3

2

1

0
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appropriate channels and methods
Encourages team to enhance the efficient
delivery of services
Identifies and secures the necessary budget to
achieve OD objectives
Understands the market value of in-house
expertise and seeks to add value to the
organisation by utilising this
Develops well-constructed business cases
which identify level of investment needed and
potential returns
Oversees governance issues of business
activities to ensure adherence to relevant
standards and controls
Ensures business opportunities do not interfere
with core delivery
Level of Practice
In terms of this domain I have experience of using my claimed competence in the following level of
intervention
Working with individuals
Working with groups and teams
Working with the executive team of a single
organisation
Working across multiple organisations (system level)
Working with executive system leaders
Areas for Development
Within this domain my professional development is focused on the current areas:
Please indicate if you are fully competent in this area and this domain is not a focus of your current
development activity.
1.
2.
3.
Professional Effectiveness
The OD practitioner applies professional OD tools and techniques to transform the business. Seeks
to enhance individual, team and organisational capability through OD
(NW OD Tool Kit competencies)
Level of Competency:
Foundational Competency
Applies relevant OD tools and techniques when
delivering development interventions

4

3

2

1

0
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Stays abreast of new approaches in design and
delivery and uses these to enhance
development interventions
Enhances respect for, and acceptance of, OD
through professional design and delivery
Maintains a network of appropriate contacts to
share best practice and assist on-going
professional development
Encourages new thinking to move the
organisation forward
Helps individuals and teams to change and
perform at a new level
Practitioner Competency

4

3

2

1

0

4

3

2

1

0

Selects appropriate OD tools and techniques to
apply to the task
Stays abreast of developments in OD and seeks
to apply these where relevant
Enhances respect for OD through professional
behaviour, building credibility and acceptance
Maintains a network of appropriate contacts to
share best practice and assist on-going
professional development
Increases awareness of OD, its remit and value
to the organisation
Focuses on the appropriate level to effect
change (e.g. individual, team, organisational)
Challenges the status quo where new
approaches add value and new thinking is
needed
Measures achievement of OD interventions
using relevant metrics
Strategic Competency
Stays abreast of developments in OD and
ensures team does the same
Enhances respect for and use of OD through
professional behaviour, building the credibility of
the team
Maintains a network of appropriate contacts to
share best practice and assist on-going
professional development
Champions OD, its remit and value to the
organisation at the highest levels
Identifies opportunities for transformation to help
the organisation achieve its goals. Shapes
service provision by integrating best practice
and new ideas from the market
Challenges the status quo and assumptions,
showing how new approaches could benefit the
organisation
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Identifies relevant metrics to demonstrate the
effectiveness of OD
Level of Practice
In terms of this domain I have experience of using my claimed competence in the following level of
intervention
Working with individuals
Working with groups and teams
Working with the executive team of a single
organisation
Working across multiple organisations (system level)
Working with executive system leaders
Within this domain my professional development is focused on the current areas.
Please indicate if you are fully competent in this area and this domain is not a focus of your current
development activity.
1.
2.
3.
Competency and knowledge associated with enabling the strategic viewpoint
The OD practitioner is able to lever their competence and knowledge to enable the strategic
viewpoint
(CIPD competencies)
Level of Competency:
Foundational Competency
Collate and structure contextual information
relating to the organisation’s current state.
Collate and structure data relating to gaps and
requirements to meet objectives
Provide relevant organisational information for
the development of OD plans
Compile cost information for business cases
and create administrative systems to track KPI
data

4

3

2

1

0

Practitioner Competency
Coach managers and stakeholders to assess
the capability and capacity of the team using an
appropriate model to assess the impact of
factors such as behaviour, attitudes, culture,
skills, systems, communication flows and
organisation design on the team's ability to

4

3

2

1

0
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deliver the plan
Work with managers to identify gaps and
barriers in structure, people, process or culture.
Work with managers to develop an OD plan to
improve ability to meet their objectives
Develop metrics to measure achievements and
performance against plans
Collaborate with leaders and human resources
managers to evaluate and understand the
capacity and capability of the organisation
Engage with appropriate stakeholders to
validate organisation development needs to
meet business plans and priorities
Collaborate with relevant stakeholders to
develop an OD plan that addresses gaps
against organisation plans.
Test OD plan with appropriate stakeholders and
HR colleagues to identify and mitigate risks and
potential impacts.
Strategic Competency
4
Interrogate organisation strategy and operating
plan at the highest level to understand key
organisation development needs and compare
them with the organisation's current capacity
and capability to deliver.
Identify organisation development needs with
business leaders to meet strategic and
operational priorities.
Collaborate with the executive to develop an OD
strategy (or OD element of people strategy) to
improve organisational effectiveness or address
emerging requirements.
Gain support for the OD business case with
executive – outline anticipated business
outcomes, benefits and risks

3

2

1

0

Level of Practice:
In terms of this domain I have experience of using my claimed competence in the following level of
intervention
Working with individuals
Working with groups and teams
Working with the executive team of a single
organisation
Working across multiple organisations (system level)
Working with executive system leaders
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Areas for Development:
Within this domain my professional development is focused on the current areas.
Please indicate if you are fully competent in this area and this domain is not a focus of your current
development activity.
1.
2.
3.
Understanding Organisational Context
The OD practitioner shows a clear understanding of the organisation, its activities and structures
and takes this into account during planning and delivery
Level of Competency
Foundational Competency
Shows awareness of organisational issues that
may impact their projects
Alert to the impact of the historical context of
initiatives
Notes the views and preferences of key
individuals and groups and seeks to influence
beyond accountability.
Is aware of political factors when developing
and delivering projects.
Aware of links with other initiatives and draws
these to the attention of others.
Develops and maintains a local network to
share learning and ideas
(NW OD Tool Kit competencies)

4

3

2

1

0

4

3

2

1

0

Gather and analyse data from individuals,
managers and teams to support diagnostic
activity.
Summarise trends in capability data and
feedback conclusions to colleagues.
Provide feedback to colleagues based on
experience on the organisation's readiness for
change.
(CIPD Competencies)
Practitioner Competency
Scans the horizon for issues and opportunities
that impact the achievement of organisational
goals and draws these to the attention of senior
management
Aware of the context of issues, including their
history. Aware how others in NHS NW are
dealing with issues.
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Clarifies the influence and motivations of key
individuals and groups, considering political
factors
Seeks links with other initiatives that may impact
current or future activities
Develops and maintains a network across the
region to share learning and ideas.
Define hard and soft data requirements to
assess capability and culture, and identify
appropriate sources of data
Analyse capability and culture data, provides
feedback and explores potential actions.
(NW OD Tool Kit competencies)
Define and secure senior support for the overall
framework for organisational capability and
cultural diagnostics
Interpret available internal and external data
and us analysis to identify the range of OD
interventions.
Work with managers to assess opportunities,
barriers and risks to change.
(CIPD Competencies)

Strategic Competency
Actively seeks to identify emerging and future
issues that have implications for OD work
streams
Sets the organisation in context using internal
and external reference points.
Shows political astuteness, shaping the strategy
to take account of the influence and
motivations of key individuals and groups
Recognises which other initiatives need to be
linked to current or future OD work streams.
Recognises opportunities for and challenges to
transformational change and champions OD’s
role in making a difference
Develops and maintains a network within and
across regions to share learning and ideas.
(NW OD Tool Kit competencies)

4

3

2

1

0

Manage the design and execution of diagnostic
tools to assess organisation capability and
culture
Define and secure senior support for the overall
framework for organisational capability and
cultural diagnostics
Present and test hypothesis and formulate
options to address different stakeholder needs.
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Assess the organisation's change capacity to
absorb scale of OD interventions, and the
potential risks and impact on business
performance.
(CIPD Competencies)
Level of Practice
Terms of this domain I have experience of using my claimed competence in the following level of
intervention
Working with individuals
Working with groups and teams
Working with the executive team of a single
organisation
Working across multiple organisations (system level)
Working with executive system leaders
Areas for Development
Within this domain my professional development is focused on the current areas.
Please indicate if you are fully competent in this area and this domain is not a focus of your current
development activity.
1.
2.
3.
Designing OD interventions and evidence based improvement
The OD Practitioner develops OD solutions and approaches based on a thorough analysis of the
issues. Drafts and implements plans to achieve agreed outcomes
Level of Competency:
Foundational Competency
Provide information and input to the design of
OD interventions
Provide feedback and advice to employees on
key areas of change to support the OD plan
Give feedback to colleagues on proposed OD
interventions
Support colleagues in delivering interventions
and associated change
(CIPD Competencies)

4

3

2

1

0

Gathers information in a systematic way to
inform design of development interventions
Identifies key trends or opportunities and feeds
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these into the OD team
Adapts delivery to take account of changing
priorities and feedback
Efficiently manages resources to achieve
deliverables
Continuously evaluates initiatives to improve
effectiveness of approaches
Drafts and coordinates effective delivery
timetables
(NW OD Tool Kit competencies)
Practitioner Competency
Develop OD interventions with managers to
address specific aspects of structure, capability,
systems, process or culture.
Recognise the key levers of change and
recommend appropriate plans to managers.
Develop proposals for OD interventions at team
and individual level.
Lead planning and implementation of simple OD
interventions, programmes and plans.
Build OD interventions that align and integrate
structure, capability, systems, process and
culture to support organisation goals and
objectives
Identify the key levers of change and build
implementation plans that leverage these to
have maximum impact.
Develop options and proposals for the most
appropriate focus of the intervention (for
example: organisational, group, team,
individual).
Translate the OD strategy and agreed
deliverables into achievable plans and a
prioritised implementation map.
(CIPD Competencies)

4

3

2

1

0

Gathers information in a systematic way,
ensuring all relevant sources are consulted
Identifies key issues and links within data and
draws insightful conclusions
Evaluates alternative options when
recommending a way forward
Manages resources efficiently and effectively
Develops appropriate plans and establishes ongoing review and monitoring
Takes account of longer term implications and
requirements when recommending approaches
Conducts a thorough and methodical analysis of
issues
Adapts plans to take account of changing
priorities, considering risks and building in
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contingencies
Designs project interventions to focus on
organisational objectives
(NW OD Tool Kit Competencies)
Strategic Competency
Develop organisation-wide interventions that
align and integrate structure, capacity systems,
process and culture to meet strategic priorities.
Support senior leaders to recognise key levers
of change and how to build a strategy around
these
Provide thought leadership to organisational
leaders of OD methodologies and how they can
have most impact.
Scope out the OD strategy (or OD element of
the people strategy) and organisation-wide
implementation plans, outlining terms of
reference, key deliverables, stakeholders and
resource implications.
(CIPD Competencies)

4

3

2

1

0

Identifies key management information needs
for OD and ensures systems are in place to
gather this
Identifies key issues and links within data and
draws insightful conclusions
Identifies and prioritises activities based on
alignment with the organisation’s strategic
direction
Secures necessary resources to achieve the
OD Plan and manages these efficiently and
effectively
Adapts plans to take account of changing
priorities and feedback
Drafts and maintains an effective OD plan,
seeking contributions from the organisation
Ensures a thorough and methodical analysis of
issues
Identifies risks and ensures these are managed
effectively
(NW OD Tool Kit Competencies)
Level of Practice:
Terms of this domain I have experience of using my claimed competence in the following level of
intervention
Working with individuals
Working with groups and teams
Working with the executive team of a single
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organisation
Working across multiple organisations (system level)
Working with executive system leaders
Areas for development:
Within this domain my professional development is focused on the current areas.
Please indicate if you are fully competent in this area and this domain is not a focus of your current
development activity.
1.
2.
3.
Facilitating change
The OD practitioner is able to facilitate change
(CIPD Competencies)
Level of Competency
Foundational Competency
Provide advice and support to employees and
managers during change
Role-model the change-ready employee by
remaining flexible, positive and open to change.
Co-ordinate and roll out internal communication
messages.
Create tracking system to collect, collate and
analyse metrics, data and feedback on
performance against plans.
Listening, engaging and advisory skills.
Application of process improvement tools to
map and interrogate end- to-end processes

4

3

2

1

0

Practitioner Competency
Anticipate and support the organisation through
barriers and resistance to change.
Highlight enablers and develop risk mitigation
plans to deal with barriers/ resistance
Support a change- ready culture by anticipating
barriers and obstacles and working to remove
them
Create trust and facilitate a change-ready
culture by engaging, partnering and coaching
leaders and stakeholders
Work with managers/stakeholders to support
them in developing the case for change,
including the vision for change, key milestones,
challenges, and what success looks like.

4

3

2

1

0
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Engage and involve senior managers,
colleagues and stakeholders in developing and
implementing interventions.
Prepare evaluative data for feedback to client
and assess potential risks to the OD plans.
Conduct ongoing evaluation of the plan,
reviewing impact, ongoing risks to delivery and
unintended consequences.
Appreciative inquiry skills
Facilitation and consulting at managerial level
Identify and define values and behaviours to
support organisational performance and cultural
shift.
Using process improvement tools to assess and
review organisational performance.
Application of OD theory into OD plans; such as
drivers of team and organisation performance,
psychoanalytic assessment, group dynamics,
systems theory
Key stages in change management, identifying
supporters, blockers and fence-sitters
Critical factors in planning change across
business areas; identifying risks and creating
mitigation plans

Strategic Competency
Develop a risk mitigation strategy with
executive/senior leaders.
Lead and role-model the development and ongoing management of a learning and
improvement culture.
Engage and challenge senior leaders to
understand the rationale for change, aligned
and fully in support of the strategy.
Monitor progress against strategic priorities and
overall strategic outcomes.
Development and application of OD diagnostic
tools (engagement surveys, assessment,
cultural diagnostics) and use in strategic
development
Consulting and partnering at senior levels to
facilitate change.
Leading organisation to identify and define
values and behaviours to drive organisational
performance.

4

3

2

1

0

Level of Practice
Terms of this domain I have experience of using my claimed competence in the following level of
intervention
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Working with individuals
Working with groups and teams
Working with the executive team of a single
organisation
Working across multiple organisations (system level)
Working with executive system leaders
Areas for Development:
Within this domain my professional development is focused on the current areas.
Please indicate if you are fully competent in this area and this domain is not a focus of your current
development activity.
1.
2.
3.
Leading, enabling and sustaining
The OD practitioner inspires enthusiasm and belief in others, articulating and sharing a vision.
Enables others to bring about and sustain improvements in service delivery
(NW OD Tool Kit competencies)
Level of Competency
Foundational Competency
Acts as role model for desired culture
Gives tangible examples of how change will
bring benefits
Holds others to account for agreed performance
and deliverables
Enables others to bring about significant change
in their own area through learning and
development
Works collaboratively, respecting difference and
focusing on shared goals
Shows drive, resilience and enthusiasm
Explains the ‘why’ of change to gain buy-in
Identifies conflict and seeks to resolve this

4

3

2

1

0

Practitioner Competency
Act as a role model for the desired culture and
leadership behaviour Acts to develop selfawareness by reflecting on impact of own
behaviour or seeking out feedback from others
Clearly articulates where the organisation is
going, using tangible examples
Holds others to account for agreed performance
and deliverables

4

3

2

1

0
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Coaches to enable others to create sustainable
change
Works collaboratively, respecting difference and
focusing on shared goals
Shows drive, resilience and enthusiasm
Explains the basis and thinking behind the
organisational vision to gain the support of
others in relation to OD interventions
Identifies and seeks to resolve conflict
Strategic Competency
Leads by example, modelling the behaviours
needed to develop the organisation
Communicates the direction and aims of the
organisation in a clear way
Holds others to account for agreed performance
and delivery which impacts on OD achievement
Coaches to enable others to create sustainable
change
Sets the tenor for collaborative working,
respecting difference, resolving conflict and
focusing on shared goals
Shows drive, resilience and enthusiasm to
encourage and motivate the team and to
achieve results at the highest level
Articulates a clear vision of the role and
contribution of OD to the organisation
Anticipates potential conflict and seeks to preempt this
Promotes a sense of collective ownership for
the success of OD
Fosters independence, enabling others to
transform the business

4

3

2

1

0

Level of Practice:
In terms of this domain I have experience of using my claimed competence in the following level of
intervention
Working with individuals
Working with groups and teams
Working with the executive team of a single
organisation
Working across multiple organisations (system level)
Working with executive system leaders
Areas for Development:
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Understanding your OD practice and evidencing your current level of competence
Within this domain my professional development is focused on the current areas. (Please indicate if you are
fully competent in this area and this is domain is not a focus of your current development activity.)
1.
2.
3.
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