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1. INTRODUCTION TO ODC 5-YEAR REVIEW
As required by the Academy of Management bylaws, we hereby present the 2019 5-year review
of the Organization Development & Change (ODC) Division. We worked on this report in the
true collegial spirit that our division is known for. Though the Review Committee did most of
the writing, we could not have done so without the rich input from the other members of our
Board and some of our past Division Chairs. Much of what we write in this report represents the
voice of our members, who participated as respondents in the 2018 member survey and as an
engaged audience in the annual ODC Business Meetings in which we presented and discussed
our current affairs and strategic ambitions. We thank them for their enduring commitment to our
community. Other sources that we used for this review are the 2013 ODC 5-year review and the
DIGR feedback to that report, the ODC review metrics provided by AOM and ODC division
documents.
In 2014, the 5-year review was seen as a “wake-up” call for our division. The somber tone of this
report mirrored the then significant decline in membership, the clearly lower satisfaction with
both the program and division operations, and a blemished reputation of ODC as a field of
knowledge and practice.
Shaken by the 2014 review, the executive committee worked hard over the last five years to
remedy the situation. As we will share in the following pages, we improved our governance
structure, our communication infrastructure, our outreach to members and our research
endeavors. We are therefore happy to report, that in 2019 a different picture emerged from the
analysis of all input used for this review. Membership decline is clearly leveling off and we
successfully attract students to the division. Member satisfaction with what the division brings
them and how we operate is stable and improving. We are financially in good health.
Though we are in steady waters, we realize that we have more work to do to safeguard a vibrant
future for our division as it operates in the shifting fields of both the Academy and OD practice.
In this report we proudly share our new ODC strategic direction and framework with goals that
are aligned with the AOM moonshots. The framework enables us to identify and prioritize our
ongoing and future efforts in a coherent action plan.
One of the outcomes of our strategic planning work, is that we clearly choose to further
strengthen the scholarly contributions of our division. Indeed, we want to be an interdisciplinary
space for all Academy members who work on topics related to change and changing. Precisely
from this stance, we embrace our hybrid identity of attending to both scholarship and practice.
Indeed, our members demand that we continue to be a welcoming home for the scholarpractitioners that have shaped our field. The interplay between theory and practice may be
challenging, but it is also our enduring strength.
In 2021 the ODC division will celebrate its 50th anniversary. We look forward to this celebration
and trust that this review will show both the relevance, resilience and change capacity of our
beloved community.
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2. INSIGHTS FROM THE 2018 MEMBER SURVEY
2.1 Introduction
To obtain input for this 5-year review, we invited our members to complete an online survey
which was conducted by the AOM office in close liaison with the ODC review team. For this
2018 survey, we used the questions provided by AOM and added a number of specific ODC
questions. For instance, we added questions around our new strategic direction to solicit from
members who were not present at the 2018 Business Meeting in Chicago. To keep the survey
completion doable, we also omitted some questions from the 2013 survey. Because of these
changes the results of the 2018 survey are mostly, but not always, comparable with those of the
2013 survey.
All ODC members were invited to participate in the survey via emails sent by the AOM office.
We received 309 responses from the 1,870 members (at that time). This response rate of 16.5%
is slightly lower than the 2013 response rate of 19%. Members who responded gave us
meaningful input and the impression that they are engaged with the ODC division. We note that,
towards the end of the survey, the open questions became somewhat redundant. This shows in 59
partially completed surveys.
In what follows we will share our analysis of the survey responses in the following sections:
membership demographics, member participation and satisfaction, member satisfaction with
division operations, and perceived strengths and weaknesses of the ODD division.
In this first section of the report our focus is on the current situation. Responses to future oriented
questions are included in Section 4 and Section 5 where we discuss our new strategic framework
and related action plan.
2.2 Membership Demographics
2.2.1 Overall membership numbers
The ODC membership has declined from 2,320 in 2014 (July 1st) to 2,112 in 2018 (July 1st) for a
total reduction of 8.97%, with the biggest drop (-5.9%) between 2017 and 2018. This decline
compares unfavorably with the AOM overall 2014-2018 growth of membership of 3.56%.
However, the sharp decline that was reported in 2014 (-23.7%) has clearly leveled off.
A closer examination reveals some interesting dynamics. First, the percentage loss of US based
members (-11.9%) doubles the loss of international members (-5.9%), indicating that we might
become a relatively more international division. Second, contrary to 2014, our biggest concern is
no longer with the high percentage losses of academic and student members. The loss of
academic members is clearly smaller (-4.8% overall) than in the previous period (was -13.6%).
Our student membership is no longer declining (was -27.4%) but slightly rising (+1.23% overall,
and +3.9% last year). Third, this time the biggest loss occurred in our executive/practitioner
members (-29.85%), with the sharpest decline (-15.2%) between 2017 and 2018. That executive
members are leaving our division might be a consequence of our new strategic direction (see
Section 4). However, for AOM overall the loss of executive members is similar to ours, namely
-26.7% (and -10.3% last year). There might be a general issue with the perceived meaningfulness
of research for practice and the Academy as a welcoming home for practitioners.
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Since 2014, we have added 1931 new members for an average of 386 new members each year.
During that same period, the division has lost 428 members per year for an average net loss of 42
per year. In comparison with the previous review, we attract fewer new members (was 474
average per year) but are better in retaining those members than before (average loss was 645).
This higher retention number is an encouraging finding for our division.
2.2.2 Membership type, tenure and age
Of the 309 members responding to our 2018 survey, 52.4% are academic, 24.3% student, 18.1%
executive/practitioner and 5.2% emeritus. These responses indicate a slight shift in participation
from 2013, with a participation of 55.7% academic, 21% student, 18.6% executive/practitioner
and 4.8% emeritus. This shift is in line with the 2018 (July 1st) composition of our membership
with 52.7% academic, 26.4% student, 17.5% executive/practitioner and 3.4% emeritus. This new
composition shows the mentioned growth of student members (was 22%) and the decline of
executive/practitioner members (was 22%). With our academic membership steady (was 52%), it
seems that our division has again moved toward a more scholarly profile.
Of the respondents to the 2018 survey 64.7% have been members of the ODC division for seven
years or less. This is a lower number than in 2013 (68.1%), caused by a significant drop (from
25% to 20.4%) in responses from those who have been members for in between four and seven
years. Where this membership group might be less engaged (if we take survey participation as an
indication), the participation of those who are members for more than 15 years has increased
(from 14 to 18.8%).
With student numbers slightly rising, it is not surprising that a higher percentage (from 16.7% to
19.22%) of respondents is under the age of 40. Responding members younger than 30 have
increased from 2.2% to 4.6%. Similarly, with relatively more respondents who have been long
time members, the percentage of respondents over 60 years of age has risen from 30% to 33.6%.
In this group, the response of members of 70 years and older has risen from 7.4 to 11.1%. Both
our young and senior members seem engaged with the division, which could enable worthwhile
inter-generational collaborations.
Since the member survey no longer includes a question about gender, we cannot directly make
comparisons between 2018 and 2013 on this dimension. However, gender equality and
inclusivity in the division’s membership, research orientation, ethos, activities and executive
board composition remains an important goal. Of the elected board members in 2019, we have
three men and two women in the 5-year track, and four (young) women in the other positions. It
is noteworthy that our board composition has become younger in age while staying
internationally diverse.
2.2.3 Membership geography
Like in 2013, the majority of survey respondents still come from North America (59.1%) and
Europe (22.4%). But, in line with overall membership statistics, the response from North
America is declining (was 64.3%). Whilst the percentage of respondents from Europe remains
similar (was 23.2%), the representation from other regions is clearly increasing (from 12.5% to
18.5). Of this group members from Asia (7.8%) and Australia and Oceania (4.9%) are best
represented.
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This shift in respondents is again an indication that our division continues to become more
international. This is also reflected in the composition of our current Board with 7 members who
do not reside in the US or Canada. Whilst the internationalization of our division remains a focal
point, it is somewhat less emphasized than before. We realize however, that a more international
outlook asks for a reconsideration of dominant understandings of the ODC field. Indeed, our new
focus on “change and changing” may enable both younger and more international members to
connect to our division.
2.3 Member Participation and Satisfaction
The 2018 survey responses indicate that members’ identification with the division remains strong
but is somewhat changing. Though most members (73%) identify ODC as their primary or joint
division, this percentage is lower than in 2013 (78%). Now 39.2% respondents (down from
46.8%) see ODC as their primary division and 34% (up from 30.1%) identify with another
division almost as much. However, there is a simultaneous increase in members who identify
with ODC as much as their primary division (up from 7% to 10.4%). Indeed, it seems that we are
becoming more attractive to members of other divisions. This would be in line with our
“unwritten strategy” that we would like to be at least the “second choice” division for everyone
with an interdisciplinary interest in the research and practice of organizational change and
development.
Member satisfaction with the ODC division is still relatively high, but lower than in 2013. Now
77.5% of respondents are satisfied, very satisfied, or extremely satisfied, in comparison with
82.8% in 2013. This shift is mostly resulting from a higher percentage of members who are
“somewhat” satisfied, rather than satisfied (up from 14.5% to 19.9%). If we would follow the
argumentation of the 2014 review report, one might assume a connection between this lower
satisfaction and our still declining membership. However, the percentage of those who indicate
to be “very” and “extremely” satisfied went up from 32.2% to 35.8%.
In the survey members were asked to rank order their reasons for why they belong to the ODC
division. Though the 2018 survey has an added category, we can still compare responses with the
2013 results in terms of ranking (rather than percentages). The most important reason to belong
to the division remains the gaining and sharing of information which is relevant to 1) research
(number one for 41%); 2) OD and change management practice (number one for 31%); and 3)
teaching (number one for 10.9%). The new category – to develop and maintain social
connections – is given as the fourth number one reason (7.0%).
With access to information and social connections as the primary reasons to belong to the ODC
division, it is interesting to see how members might gain such access and how they actively
contribute to enable such access for others. In other words, how do they participate in activities
such as our annual meeting?
2.3.1 Annual meeting attendance
According to the AOM metrics the number of ODC members who register for the annual
meeting has somewhat declined from 772 in 2014 to 726 in 2018. With a declining membership
this means that the percentage of members who attend the meeting is actually slightly increasing
(from 33.3 to 34.4%). This increase is largely due to our international members of whom 39.7%
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registered for the 2018 meeting in Chicago. That location matters for our non-US members
shows in the high percentage (44.3%) that showed up for the 2015 meeting in Vancouver. In line
with the reported changes in our membership numbers, we see that (international) student
registration is increasing, that academic registration is slightly lower, and that
executive/practitioner registration is declining since Vancouver. For this group, the overall
decline in registration from 2014 to 2018 (-43%), actually exceeds the decline in membership
numbers (-30%). This dynamic clearly warrants our attention.
It is interesting to juxtapose the AOM metrics with what members said about their attendance in
the 2018 survey. A total of 38.6% indicate that they attend the annual meeting “pretty much
every year,” which is up from the 35.2% reported in 2013. The 16.6% of members who say they
attend only when they are on the program is comparable with 2013 (16.2%). The percentage of
respondents who say that they do not attend regularly (once in a while, rarely, or never) is down
from 48.3% in 2013 to 44.8% in 2018. When asked why they do not attend, the primary reason
that respondents give is a lack of funding (58.8%) and the second reason is a lack of time
(39.7%). These two main reasons were also given in 2013 (58% and 38.7% respectively). The
third reason (20.1% compared with 22.4%) that respondents give is that they are members for
other benefits than the annual meeting. A small percentage (4.5% in comparison with 5.7% in
2013) give as the fourth reason that they are not interested in attending.
Overall, it seems that more ODC members are drawn to the annual meeting. This shows in the
declining percentage of respondents who say that they never come – from 19.4% in 2013 to
11.7% in 2018. It also shows in the slightly higher percentage of members who – according to
AOM metrics – actually register for the annual meeting. So, when they come, how are they
involved?
2.3.2 Annual meeting participation
In the 2014 review we reported a decline in both paper and symposium submissions and
concluded that this decline in scholarly submissions paralleled the decline in academic and
student members. For this 2019 review we can report a reverse dynamic which shows an
increasingly scholarly focus in the ODC division.
Since 2014 there has been a steady increase of 10.1% (from 119 in 2014 to 131 in 2018) in the
number of papers submitted to the Annual Meeting. This trend continues in 2019 where we
received 140 paper submissions. During the same period the paper submissions for AOM overall
increased with 14.5%. Only for the 2017 meeting in Atlanta we experienced a drop in our paper
submissions from 127 (in 2016) to 121. Of the papers submitted, an average of 52.5% was
accepted, with a drop from 60.3% in 2017 to 46.6% in 2018. Our average acceptance rate is
lower than the average AOM acceptance rate of 54.7% (with a similar drop from 60.5% in 2017
to 49.4% in 2018).
Since our 2014 review, the symposium submissions have also gone up with 12.1% (from 33 in
2014 to 37 in 2018), with an average acceptance rate of 82.3%. However, these submissions
show a more volatile pattern, with again a dip in 2017 from 32 to 23 and a decline in 2019 from
37 to 32. Thus, when we include the 2019 number, symposium submissions are rather stable.
Since 2014, the AOM overall symposia submissions have increased with 45.8% with an average
acceptance rate of 77.3%. The ODC division thus accepts relatively more symposia than AOM
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overall. This might be partly because we are quite successful in finding co-sponsors for our
symposia. In 2018 our acceptance percentage dropped to 62.2% (AOM 65%), which is related to
a diminished allocated space on the program.
Of the 2018 survey respondents 49.47% say that they have presented a scholarly session at least
once (49.2% in 2013) and 74.5% have attended such sessions (was 72.7% in 2013).
As a prelude to the scholarly program, the ODC division attaches importance to its PDW
sessions. Indeed, 65% of the survey respondents say that they have attended a PDW at least once
and 37.5% say that they have presented a PDW at least once. We have a number of recurring and
well attended PDWs on topics like action research and high impact teaching. Our annual daylong
PhD Consortium is highlighted by survey respondents as one of our current strengths.
Meanwhile the number of PDW submissions has declined with 33.3% (from 24 in 2014 to 16 in
2018). Like symposia, the PDW submissions also show some volatility. Submissions for the
2015 Vancouver meeting were notably high (31), and 2019 numbers are again up (from 16 to
19). The 2014-2018 average acceptance rate of 78.4% is higher than for AOM overall (75.2%).
PDWs are a clear opportunity for our executive/practitioner members to participate and
collaborate with our academic and student members. Declining submissions may well be aligned
with the decline in executive/practitioner members and both have our attention.
When we look at the total submission numbers (for PDWs, papers and symposia) we see that
these are steady (176 in 2014 compared with 184 in 2018). With a still declining membership,
this means that our members are becoming relatively more active in the annual program. Beyond
participation in PDWs, paper and symposia presentations, we seek to include our members in the
annual program as reviewers, session chairs and volunteers.
According to AOM metrics the pool of ODC reviewers is steady (281 in 2014 and 276 in 2018)
with a high number in 2017 of 315. In 2018 13.1% of our members acted as reviewers, compared
with 36.3% for AOM overall. We see the review process as an excellent opportunity to engage
our student members with our division activities and include them as much as possible as the 4th
reviewer for paper submissions. Meanwhile, we assure the quality of our reviews by keeping
track of both underperforming and stellar reviewers. Each year the two best reviewers receive
our ODC reviewer award. Of our survey respondents 58.9% (compared to 55.9% in 2013)
indicated to have served as a reviewer at least once, with 19.6% saying they serve every year. As
an indication of growing student participation 16% of respondents have reviewed once (in
comparison with 13.6% in 2013).
For the paper sessions in the ODC program, we now tend work with a chairperson who also acts
as a discussant. This might be the reason that a lower number of respondents (from 30% in 2013
to 26.6% in 2018) indicates to have acted in that capacity at least once. The percentage of
members who state that they acted as volunteer at least once is steady around 25%. We feel
encouraged by a higher percentage (up from 64% in 2013 to 67.3% in 2018) of members who
say that they attended our socials and business meetings at least once. Such participation is
important both to nurture the social connections that members seek and to engage with them
around our new strategic direction (see Section 4).
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2.3.3 Satisfaction with the ODC Annual Meeting Program
Since we value member participation and because a lot of yearly effort goes into preparing for
the annual meeting, it is important to assess the satisfaction of our members with the ODC
program. Both to understand what works well and what we need to improve. In the 2014 report,
a substantial reduction in the level of satisfaction with the program was noted and discussed.
This time we can report that the overall member satisfaction level with the annual program is
steady.
Of the respondents to the 2018 survey, 57.7% said that they were satisfied, very satisfied or
extremely satisfied with the program which is slightly lower than the 2013 satisfaction of 59.5%.
Though comparisons for the different program components are difficult to make because of
changes in the survey question, the scores for PDWs (both 57%), traditional paper sessions (both
59%), social and networking opportunities (both 60%) and overall access to participation on the
program (both 63%) are identical. There is however an increasing satisfaction with discussion
paper sessions (from 48.3 to 54.7%) and symposia (from 55.2 to 58.5%). The new category of
“plenaries” scores relatively low with a satisfaction rate of 51.5%. It is not clear whether
members answered this sub-question with the ODC Distinguished Scholar session and/or the
ODC Division Business Meeting in mind.
As we will describe in Section 4, we have made the annual meeting engagement of our members
one of our strategic goals. This will help us take actions to increase both member participation
and satisfaction with this pivotal recurring activity of the division.
2.4 Satisfaction with Division Operations
Since 2014, the ODC Executive Board has explicitly invested in renewing and improving our
operations as shown in the Health and Governance checklist (see Appendix 1) and as further
explained in Section 3 of this report. Whether these efforts are perceived and appreciated by our
members, can be derived from how they answered the survey question 13 about their satisfaction
with the ODC division’s operations. These answers are comparable with responses to question
14 of the 2013 survey, even though three new sub-questions were added. Together these
seventeen sub-questions cover the three areas of: engagement, communication and contribution.
2.4.1 Engagement
Eight of the sub-questions ask members for their satisfaction with activities that create a sense of
community and collaboration. In 2018, 56.2% of responding members are satisfied (satisfied,
very satisfied, extremely satisfied) ODC with community, relationships and outreach, compared
with 53.2% in 2013. In light of our growing presence of international (student) members it is
encouraging to see that satisfaction with outreach to this group went up from 49.7 to 55.3%.
However, member satisfaction with opportunities to network and collaborate outside of the
annual meeting stays relatively low at 41%. For the 2018 survey, AOM added 3 new subquestions: welcoming of members from various demographic groups, encouragement from
division leaders to form network communities and opportunities to receive mentoring. Member
satisfaction with how we embrace diversity (59.4%) is slightly higher than overall satisfaction
with member engagement. Satisfaction with how we encourage network communities (45.2%)
and mentoring opportunities (33.5%) are both significantly lower. We clearly have work to do in
these areas, which we acknowledge in our new strategic directions (see Section 4).
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2.4.2 Communication
The action plan of the 2014 review report included a section with recommendations on how to
enhance the communication and interaction with our members. Indeed, over the last 5 years, we
put a lot of effort in updating and improving the communication with our members. The good
news is that the overall satisfaction among respondents with the level, form and value of the
division’s communication has increased from 52.4% in 2013 to 57.9% in 2018. The high point
remains the level of communication received from the division (up from 67.7 to 72.7%). With
the work that went into the creation of our new website it is encouraging that satisfaction with its
usefulness went up from 53.5% to 62.5%. However, the relatively low satisfaction with the
responsiveness of the ODC board to member concerns (steady around 39%) remains a clear issue
to be addressed. Especially in the light of our efforts to engage members in the development of
our new strategic directions. We realize that this was mostly done during the annual ODC
Business Meetings and that we have to reach out to members who do not attend those meetings.
2.4.3 Contribution
Member satisfaction with contribution refers to their perceived ability to become division
leaders, opportunities to influence the division, fair and open elections and the selection process
for awards and recognition. Though still relatively low, the overall satisfaction in this area went
up from 47.6% to 51.3%. Encouraging is the clearly higher satisfaction with the ability to
become leaders (up from 38.9 to 43.2%) and with fair and open elections (up from 62.5% to
67.2%). Interesting here is the juxtaposition with the actual, highly encouraged but declining
participation of members in the annual elections for the appointment of new Board members.
Since 2014 an average of 14.5% (was 16.4%) of ODC members have voted in the elections with
the high in 2014 (17.49%) and the low in 2018 (12.90%). This lower participation is in line with
a similar decline in the overall AOM voting average from 26.9% (reported in 2015) to 25%.
However, the overall AOM election participation was higher in 2018 (23.27%) than in 2017
(22.94%).
Looking at the numbers, we conclude that the satisfaction of our members with the division
operations in terms of engagement, communication and contribution has improved since the
2013 survey. While in the previous review it was concluded that division leadership had drifted
away from the members that we serve, we are now seeing possibility to work with our members
toward a sustainable future for our division. Why we say this and how we intend to do so we will
describe in the remaining sections of this report.
But first we address how members assess the current state of the division in terms of its strengths
and weaknesses. Clearly our members’ perceptions of where we stand will play a significant role
in what they deem possible and in their willingness to stay connected and engaged with the ODC
division in the coming years.
2.5 Member Assessment of Division Strengths and Weaknesses
To get a feel for the perceived division’s strengths and weaknesses, we asked members to list
two of each. In addition, we asked what ODC does uniquely well to make an important
contribution to the Academy and what we should learn from other divisions and interest groups.
As summary questions we asked members to state what they like best about membership in the
8

ODC division and what greatest value they receive as member. In what follows we give a
compilation of our members’ assessment of where we stand. Where meaningful, we will make
distinctions for the different membership types.
2.5.1 Appreciating strengths
We asked our members to list the one thing that the ODC division does well that makes an
important contribution to the Academy (157 of 309 responses). In their responses they show
agreement on two unique qualities, namely community building and our scholar-practitioner
focus. We are seen as a welcoming division with a spirit of inclusiveness where most people feel
valued and respected.
Our community has the unique capacity to integrate academia and practice. We provide a home
for scholar-practitioners. Indeed, we are a valuable “space for people who have an affinity for
bridging theory and practice.” This “eye on practice” gives great access to real world
perspectives and a focus on theoretical application and impact. Our bridging ability gives
executive/practitioner members a valued knowledge sharing platform with access to thought
leaders.
All member groups mention our successful PhD consortium as an example of how we focus on
student engagement, mentoring and development. For one respondent “the doctoral consortium
format and execution is the best of the four divisions I have participated in.” Students and
academics also mention the inter-disciplinary character of our division, which gives it a wide
appeal. Indeed, our focus on change and development is seen as “vital to the Academy.”
We asked members to list two key strengths of our division. From 106 members we got a
(partial) answer to this question. Not surprisingly, the key strengths that respondents mention, are
in line with our perceived unique contributions. The sense of community is further described
with terms such as collegial and sharing, kind and friendly, open minded and diverse. The
division is inclusive for international members, reaches out to young scholars and is a “home for
newbies and long timers.” The smaller size of the division may allow for better engagement.
Communication, collaboration and social networking are seen as strengths.
Again, the integration of academia and practice is mentioned with references to both our past and
current ambitions. Some mention our commitment to our legacy in terms of OD values, and a
shared purpose to make the world a better place. Others note the energy around new ideas and
practice innovation. Our emeritus members emphasize our valuing of scholar-practitioners as a
divisional strength. Our focus and expertise in change and organizational interventions are
notable and relevant.
The quality of our scholarship and research capability is recognized in, for instance, the PDW
sessions and symposia of the annual program. Students see the openness to diverse disciplines,
(qualitative) research methods and scholars as strengths. Both divisional members and leadership
are seen as knowledgeable.
2.5.2 Acknowledging weaknesses
What are our weaknesses and how do they relate to our strengths? We received (partial) answers
to this question from 87 of our 309 respondents. One set of mentioned weaknesses may indicate
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that we are at a crossroads. That is, some respondents mention that the division is aging, oldfashioned and outdated with big names in ODC retiring without a next generation of leaders to
continue their legacy. Other respondents perceive a lack of young scholars and their participation
in, for instance, the Business Meeting. We are urged to do better in intergenerational
collaboration and learning.
One respondent noted our difficulty to “embrace the scholar-practitioner tensions and work it to
the division’s advantage.” These tensions show in how perceived weaknesses are juxtaposed.
Some see a loss of OD focus, and engagement with practitioners and practical concerns. We may
become too academic and theoretical and devalue other forms of knowing. Meanwhile, others
mention a lack of a unifying theory on OD and change and an image of not being strong on
research and scholarship. It is difficult to define the ODC field and our focus is less clear in
comparison with divisions such as OMT.
Another set of weaknesses has to do with member involvement both in terms of leadership
outreach and member initiatives. Opportunities for how to get involved are unclear or
insufficient. In a diverse group of people, it is difficult to connect and find common ground. For
some the division is too USA-centric and Western in its orientation. It may become more
difficult for practitioners to get involved. Involvement may also be hampered by “getting
together only once a year.” Some respondents note our lack of visibility and influence within
AOM and would like to see stronger connections with other divisions.
What is there to learn from those other divisions? We asked our members to list one thing that
other divisions and interest groups do well that the ODC division should consider doing. The 157
answers to this question varied, but some recurrent responses can be discerned. Academics
mention the creation of scholarly nodes of research where people can meet in interest groups and
during smaller local conferences, especially around new and innovative topics. Both academics
and students ask for paper development workshops during and in between annual meetings. All
member groups come with suggestions for how to strengthen connections and network
opportunities. These include developmental relationships between junior and senior scholars,
interdisciplinary collaborations and linkages between academics and practitioners. A last area of
suggestions is related to communication. Our online site can be more active, communication can
be more regular and include updates about new research and job openings.
2.5.3 Embracing our value proposition
To assess our value proposition, we asked members what they like best about their membership
in the ODC division, what greatest value they receive from this membership and what would be
the one most important thing to add value in the coming years. Answers to these questions are
aligned with what was shared above.
Of the 309 respondents, 137 members answered the question of what they like best. Many of
these respondents, regardless of membership type, stress the collegial atmosphere. There is
appreciation for friends and colleagues who may share a passion for creating positive change, the
subject matter, the division’s legacy value and the blend of scholarship, education and practice.
ODC is a welcoming division that for some feels like family. Respondents also stress access to
latest research and resources as a clear benefit. Such access is, for instance, obtained through
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networking and social interaction. Not surprisingly, the potential to best support scholarpractitioner links and to balance practice and academic issues, is seen as an asset.
Answers to the question of what respondents see as the greatest value (we received 120 answers
to this question) of their ODC membership reinforce the emerging pattern. Respondents highly
value access to current knowledge, the latest research and the (top) researchers who produce it.
They also highly value networking opportunities and friendly connections. It is great “just to be
part of an exciting, committed group of people interested in and working on change.”
The fact that our value proposition – in terms of collegiality, access, and networking around the
theory and practice of change and development – is shared across membership groups gives a
clear indication of the relevance of the ODC division.
How can we maintain and strengthen such value? Answers (of 105 respondents) to the question
of what would be the one most important thing that the division can do in the upcoming years
were rather varied with some recurring themes. Members ask for a further strengthening of
networking opportunities including with other divisions, companies and regional institutions.
They also ask for more regional activities that allow for collaboration outside of the annual
meeting. Some mention that we should do more interdisciplinary work and develop frontier-like
knowledge (high-tech changes and sustainable development). Students would appreciate more
mentorship and assistance for new members.
2.6 Closing Comments
In this first Section of the 5-year review, we have shared our analysis of both the AOM metrics
and the 2018 member survey responses. What did we learn from this analysis about membership
numbers, engagement and satisfaction?
First, we though our membership is still declining, this decline to be leveling off. The good news
is that we are attracting students and younger members and that we are increasing our
international profile. The bad news is that in the last couple of years we have predominantly lost
our executive/practitioner members. Even though such decline is in line with AOM overall, it is
of special concern to us as a recognized home for scholar-practitioners.
In juxtaposition with this decline is a clear wish of members across membership types to
embrace and strengthen our hybrid identity of being both scholarly and practical in our
organizational development and change endeavors. Whether called bridging, integrating or
collaborating, clearly we should pay attention to this important theme in our strategic action plan.
We can pay renewed attention to the practical side of our identity with the knowledge that we
have improved our scholarly profile in terms of membership, program participation and member
assessment. Contrary to the 2014 report, there is no outcry about a perceived lack of scholarly
rigor. It seems that members want to move ahead with research collaborations around timely
topics, in new fields and in regional settings.
A commonly shared sentiment is that our division is a collegial and inclusive community. This
perception will certainly help to seek the aspired collaborations between, for instance, junior and
senior members or between academic and executive/practitioner members.
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The level of satisfaction with both our annual program and the division operations is at least
steady. In their responses, members give ample indications for how we might further improve
their satisfaction. Ideas around becoming more active between meetings and around further
improvement of our outreach to and involvement of members, are well received and embedded
in our new strategic directions.
Whether we can act on our intentions will depend on the continuing commitment of our
members and our leadership. But clearly, such change capacity also depends on our current
health in terms of financial resources and efficacy of our governance structure. This is why we
dedicate Section 3 of this report to a description of our current state in terms of “health and
governance”.

3. DIVISION HEALTH AND GOVERNANCE
3.1 Introduction
A review of the items on the health and governance checklist (see Appendix 1) indicated that the
division performs well on most dimensions. However, we thought that it would be helpful to
elaborate a little on the brief responses provided in the checklist to provide more information on
what actions have been taken since the last review and to highlight areas requiring further action.
The following subsections appear in the same order as the checklist and can be cross-referenced
against the items contained in the five main categories (i.e. bylaws and domain, membership,
finance, governance, and programs/activities).
3.2 Bylaws and Domain
Items #1, #2, and #3 in the Health and Governance Checklist concern the Bylaws and Domain
Statement for the division. The ODC executive committee (EC) has regularly reviewed our
bylaws to ensure that we comply with the division’s policies and procedures and adhere to the
broader AOM requirements. The ODC bylaws were reviewed and updated prior to the 2014 5year review (i.e. in 2012) and they were then reviewed after the review (i.e. in 2015). It is
anticipated that they will be formally reviewed again once the current 5-year review has been
completed. That said, we believe that the bylaws are currently fit-for-purpose and are likely to
require only modest revision.
The current domain statement was developed by the EC and approved by the membership in
2013. The changes to the domain statement made just before the last 5-year review, reflect a
slight shift of emphasis which seeks to balance a commitment to the traditions of OD
(organization development) and the contemporary interest in change management. The formation
of the domain statement has been accompanied by the development of a motto that we have
incorporated into the logo appearing on our website and various other media (i.e. letterhead,
template for slides, and artefacts handed out to members). The motto being: “A community
engaged with change and changing”. We feel that this is a more relevant, representative and
inclusive positioning of ODC as a division. This phrase, and the domain statement more
generally, have been welcomed and supported by the membership.
The bylaws and the ODC domain statement are available to members on the ODC website. It is
possible that the strategic actions resulting from this review, and as a result of ongoing
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consultation with the membership, that the domain statement may require further revision going
forwards.
3.3 Membership
Our review of Checklist items #4 and #5 shows that our membership levels are generally good
albeit that overall membership has declined slightly (as reported in Section 2). In the DIGR
feedback, in 2014, declining membership was identified as an area for concern (i.e. dropping by
18% between 2009 and 2014). The rate of membership decline for the period between 2014 and
2019 was half this figure (i.e. 9%). Although still a cause for concern, the previous trajectory has
altered somewhat.
We believe that the delivery of programs and services to the membership has improved since the
5-year report in 2014. In 2015 we established a Membership Committee with the remit of
monitoring and analyzing membership data. The committee acts as a subgroup that reports back
to the executive and incorporates student, practitioner, and academic interests (and includes three
ordinary division members as representatives). In addition to regular updates, this committee also
makes recommendations to the executive committee on actions to enhance recruitment and
retention. As a result of the efforts of this committee, the ODC division has: held webinars for
members (on how to prepare papers, symposia and PDWs); introduced divisional flyers for
distribution at annual meetings; and, instigated correspondence with lapsed divisional members
to explore why they left and how they might be re-engaged with the division.
There have been several other initiatives that have been developed since 2014 to serve members
and enhance their level of engagement. This has involved strengthening our initiatives around
onboarding, orientation and development. We have introduced a ‘doctoral consortium alumni
reception’ which involves inviting past doctoral consortium participants to socialize and network
at an event held immediately after the PhD Consortium at the annual meeting. With effect from
2019, we have also introduced a Junior Faculty Consortium which is intended to serve the needs
of new and emerging scholars.
In the feedback in 2014 from DIGR Committee raised a concern that: “Most of the division’s
efforts and services seem to be focused on the annual meeting, and most communication with
members is via email around the elections and annual meetings”. This has been addressed.
Following the formation of our communications committee, we have made greater use of social
media to remain in contact with existing members and reach out to new members (i.e. via
Linkedin, Facebook, and Twitter). We have also updated our logo and developed a new more
user-friendly interactive website, and we make extensive use of AOM Connect (having acted as
one of the pilot divisions for this initiative).
Although we believe that we have made considerable progress in delivering programs and
services to our members, there is undoubtedly more that needs to be done. In Section 5 we will
outline some of the further membership-related actions that we are planning to undertake.
3.4 Finance
In relation to the finance items on the Health and Governance Checklist (items #6, #7, and #8),
the division’s finances are healthy and there are no immediate concerns about its financial
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viability. This state is primarily due to the board’s ongoing management of its fiscal resourcing,
and a strategy to seek out alternative sources of funding through sponsorship.
Like all divisions in the Academy, the division receives its primary funding from membership
fees, set at $11 for each member at the census date, with an additional $1000 base allocation.
This total means that regardless of annual associated costs, while the division’s finances coming
from membership is guaranteed by the Academy, it is also a constant total (i.e., with little growth
and fluctuation). As noted in this report, while relatively stable, the division’s membership has
not grown for several years, which consequent has implications for Academy sourced funding
for the division (See Table 1). In 2018 and 2019, after several years of lobbying and discussion
led by the division, the Academy increased its base allocation (to $4500.00 in 2019). This
increase has offset the losses incurred from the fluctuating changes in membership year on year.

Year
2014
2015
2016
2017
2018

Annual Allocation
$26,559.00
$26,020.00
$25,833.00
$24,481.00
$24,975.00

Year on Year
Difference
--$539.00
-$187.00
-$1352.00
-$494.00

In order to fund increasing costs (primarily from the annual meeting) and new initiatives, and to
grow revenue faster, the division created a sponsorship and awards sub-committee. With this
plan, the division’s finances and expenditure are consistently sound, with the division operating
well-above its historical averages (albeit with higher annual costs too). With an appointed
Treasurer who reports to the board twice a year, and who interacts closely with the AOM finance
team, the division ensures that it is always in compliance with the Academy’s financial policies
and responsibilities. The treasurer compiles an annual budget which is approved by the board at
its winter meeting (usually March), with an update in August. Table 2 summarizes the division’s
5-year trend, highlighting the increasing value of and dependency on sponsorships for costs. The
table also indicates that despite an increase in division led awards, it has consistently increased
its annual revenue and end of year fund availability.
Operating
Fund3
Sponsorships
and Income
Total Expenses
End of Year
Funds
Available
2
3

2014
$41,844.59

2015
$46,932.20

2016
$51,516.28

2017
$60,320.60

20182
$71,844.89

$2000.00

$8965.00

$8982.00

$18050.01

$11,591.71

$22,982.39
$20,912.20

$30,213.92
$25,683.28

$30,268.86
$30,229.42

$35,501.71
$42,868.90

$31,727.87
$51,709.73

As of October 2018
Balance forward as of 1 January. Carryover from previous year and division allocation
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These data suggest that in order to move forward on strategic initiatives, the division (a) is reliant
on having a workable carry-over each year, and (b) needs to maintain and grow its sponsors and
the place of sponsorship partnerships. A review of division finances with these items better
illustrate the unadulterated nature of spending and revenue (Table 3). As with all divisions, the
Academy’s annual meeting is the division’s biggest expense. While the division focuses on
spending strategically and with a focus on field and community building, and not just on typical
annual meeting items (i.e., food and beverages), given the nature of the meeting, and that it is the
place where most division members physically connect with and experience the division, this
expense is unlikely to change in the near future. For this reason, the division will maintain its
funding strategy in order to maintain its positioning. Still, it is worth noting that the extent of the
annual meeting expenditure places pressure on the division to fund raise simply in order to have
scope to plan for and cultivate the division.

Meeting Costs
Academy based
Revenue
(membership)
Difference
Meeting expense
as % of funding

2014
$19,558.06
$26,559.00

2015
$17,999.63
$26,020.00

2016
$23,276.17
$25,833.00

2017
$21,104.62
$24,481.00

2018
$27,826.55
$24,975.00

$7000,95
73%

$8020,37
69%

$2556.83
89%

$3376.38
86%

($2851.55)
111%

When viewed with sponsorships, however, these data show the healthy management of the
division’s finances. These additional funds have been used on several initiatives including:
-

Annual Meeting Research Awards
Distinguished Educator Award
Pasmore-Woodman Award (Partnership Contribution to ODC Research)
Distinguished Scholar Award
Junior Faculty and Doctoral Student Writing scholarships

External
Revenue
(sponsorship)

2014
$2,000.00

2015
$8,965.00

2016
$8,982.00

2017
$18,050.01

2018
$11,591.71

In summary, with multi-year planning and strategic foresight, the division’s finances are in good
position, making it well placed into the future. Going forward, the division needs to (a) maintain
and increase its external sponsorship, and (b) engage with the Academy about more realistic
revenue distribution in order to continue this trajectory.
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3.5 Governance
The items on the Health and Governance Checklist (items #9 - #14) related to governance threw
up some challenges in the 2014 5-year review. We feel that these concerns have been
meaningfully addressed. We have established processes for periodic planning. An annual midyear face-to-face meeting is held in March. This event is used to devise strategy and review and
update action plans. An EC meeting is also held in the summer during the AOM meeting and, in
addition to last minute AOM meeting preparations, we also review progress on issues identified
at the mid-term meeting. Other subcommittees (e.g. Communications Committee, Membership
Committee) meet on a virtual basis 3-4 times per annum and feed into the planning process.
Discussions regarding new challenges and opportunities at the various meetings have prompted a
number of changes in terms of policy and activity (e.g. redefining officer roles, introduction of
new subcommittees, digital communication strategy, and member engagement initiatives). This
has been a significant area of improvement in the ODC division activities since 2014. At that
time, we identified a need for changes in governance arrangements. More specifically, it was
stated that we needed “new or expanded committees and changes in board practices, particularly
in the area of communication” (item #13 in 2014 review). We have introduced new committees
(e.g. communications committee and membership committee). We have also reviewed board
practices and the roles of officers. This included a review of the duties of all officers in 2017 and
the reformulation of descriptions of roles. This resulted in new responsibilities for PDW chair
elect, PDW chair, Division Chair Elect, General members-at-large, Exec/Practitioner member-atlarge, and the Communications Director.
The interaction of the EC, and more generally the relationships between officers, is built on a
climate of trust, respect and collegiality. The orientation of EC members is collaborative rather
competitive, constructive rather than destructive, and it is geared towards attempting to reach a
consensus through generative dialogue. There are no discernible interpersonal issues hindering
our work together, and this has been a consistent pattern for the division over the past five years.
Our elections are run according to the timetable and guidelines put forth by AOM. In addition to
soliciting nominations from the membership at large through the open process, the EC
encourages ODC members from a wide variety of stakeholder groups and member interests to
apply. We actively recruit non-executive members to the various subcommittees (e.g.
communications, membership, sponsorship and awards, and research) and we use this as a
process by which to create a pipeline of talent on to the Executive (notwithstanding the fact that
several of the Executive positions are elected). Creating mechanisms for involving members was
identified as an area for improvement in the 2014 submission. We feel that this has been
addressed and we have a diverse and representative EC.
3.6 Programs/Activities
We believe that in terms of the Health and Governance Checklist items (#15 – 23), we offer
relevant programs and a broad range of activities that are regularly reviewed, modified and
improved. One of the ways in which we review ODC programs is to monitor and record
attendance at PDWs and symposia. This enables us to identify trends and, in the case of PDWs,
to make judgements about popularity and relevance that can be used to inform PDW choices in
subsequent years.
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The DIGR Committee feedback in 2014 raised concerns about the level of satisfaction with the
ODC program declining between 2009 and 2014. We feel that we have made discernible
progress with the provision of programs that we have modified and developed since the 2014 5year report. In particular, we have transformed the doctoral consortium to engage more high
profile scholars on panels and introduced a process of one-to-one mentoring. We have also
introduced an annual ODC doctoral consortium alumni reception and we have developed a
Junior Faculty/Early Career Consortium that will commence in 2019. That said, we still believe
this is an area that needs further improvement.
A detailed report on our doctoral consortium operations (between 2015 and 2018) was prepared
last year and considered by the EC. It highlighted that, following the strategic objective set forth
in the 2014 ODC 5-Year review to ‘engage young change scholars’ and the concern raised by the
DIGR Committee in 2014 that ‘young members are moving to other fields’, the division has
made great strides to connect students studying issues associated with human systems and
organizational change with prominent scholars in the field since at ODC doctoral workshops
since 2015. Alongside this objective, through the Consortium PDW, the Division has recruited
doctoral students to serve in the role of Student Representative-At-Large.
A staple feature of the ODC Doctoral since the last 5-year review in 2014 has been the small
group coaching sessions, in which doctoral students have the opportunity to present and discuss
their dissertation research with prominent scholars and seek feedback to further advance towards
successful completion of the dissertation and make successful transitions into academic careers.
These sessions continue to be very highly rated, with 2015 doctoral student participants noting
that this is a “central element of the consortium”, “most valuable part” of the PDW, with faculty
members providing “great perspectives that warrant serious consideration” and doctoral students
expressing gratitude for having “the opportunity to get feedback and to improve [their] work.”
Similarly, 2016 doctoral student participants noted that the session yielded an “Open,
constructive atmosphere,” which was “Reassuring, important for personal contact,” and was the
“Best part” of the PDW. The PDW continued to be rated the most valuable session also in the
following years. In 2017 a participant provided the following feedback on the session: “This was
the best segment because it was personal development”. It is worth mentioning that one of the
reasons why this session is so highly rated by the participants is that organizers have been able to
win the support of leading academics in the field to act as mentors. As one of the participants of
2017 pointed out: “This was hugely helpful. The faculty were very engaged with each of our
topics even if they didn't know specifically about our topic”. Another reason for the popularity of
the session is that organizers have taken good care to ensure a good student-mentor match in
terms of research areas and interest. This has been acknowledged by a participant of the 2018
session: “Really useful. Appreciate your effort to find a good match between candidates and
scholars”. Another participant of the same year confirmed this: “Really good. Great pairing.
Great atmosphere”.
Given the shortfall in AOM funding for annual meetings (see section 3.4 above for details), the
resources available for scholarships and stipends are quite limited. We have on occasions
provided some travel support for officers to attend mid-year meetings. And, we have improved
our performance on scholarship funding since 2014. Most notably, we have provided ongoing
support for two annual scholarships for doctoral students to attend writing workshops. We also
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have a longstanding sponsorship of the Susan G. Cohen Research Award in Organization
Design, Effectiveness and Change (this is doctoral scholarship of $2,500).
At the time of the last 5-year review we offered seven divisional awards, namely:
The ODC Division Best Paper Award
The Rupe Chisolm Practical Theory Award
The ODC Division Best Student Paper Award
The ODC Division Best Paper Based on a Dissertation Award
The ODC Division Best Action Research Paper Award
The ODC Best Reviewer Award
The Susan G. Cohen Award
We have since expanded our awards to include The Pasmore-Woodman Award which is given to
two or more colleagues who, over a sustained period of time, have managed to maintain a
significant working relationship and have produced original and innovative ODC research. In
order to acknowledge the importance of teaching, in 2017 we have also introduced the
Distinguished Educator Award which honors an individual who has made exceptional
contributions to organization development and change education scholarship and/or education
practice.
We remain committed to serving the needs of different stakeholders within the ODC
membership (i.e. those with teaching, research and/or practitioner interests). The strategic action
around developing an OD and change hub (see Section 4 for further details) will help us to serve
and integrate different stakeholders. Beyond this, we continue to run a “high impact teaching
PDW" which continues to attract 80 + participants annually and we provide a resource on our
website of the learning materials from the session that participants are willing to share. We have
also introduced a new PDW on "double impact" (i.e. how to undertake research that impacts
upon both research and practice, and how to simultaneously produce academic papers and
practitioner-oriented outputs).
Community building is an important part of the work of the EC and we believe that we are in
better shape to do this now than we were in 2014. The introduction of the Communications
Committee has enabled us to more fully engage with community building activities (i.e. via the
use of social media, an improved website, webinars, and utilizing AOM connect). Moreover, the
extensive consultation and involvement of the ODC membership in creating a strategy and vision
(see section 5 for details) has enhanced our community building endeavors. We do however feel
that there is more to be done given that the development of an ODC hub is, at present, still a
work-in-progress.
The checklist for the last 5-year review indicated that we did not periodically review program
statistics and that we relied mostly on the memory of officers. This is something that we rectified
immediately after the last review in 2014. The review of program statistics is now undertaken
annually on a systematic basis at our mid-term meeting.
To a certain extent we collaborate with other divisions/interest groups. Most obviously, this
occurs through the sponsoring and co-sponsoring of sessions at the Annual Meeting. In addition,
we have co-sponsored writing workshops with the OMT division that have taken place outside of
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the annual meeting. For example, we sponsored a “Writing Workshop on Organizational &
Institutional Change” which was held in Scotland in 2014. We have repeated the sponsorship of
this annual event on three other occasions over the past five years. It is anticipated that we will
also sponsor future writing workshop events that are likely to be held in the coming years in
Canada and Australia. There has also been some collaboration with the MC division around joint
webinars in 2016. Although collaboration with other divisions has modestly increased since the
last 5-year report, there is clearly room for considerable improvement by creating additional
opportunities.
3.7 Closing Comments on Health and Governance
Overall, we feel that we have made progress in addressing concerns highlighted in the 2014
checklist and the feedback offered by the DIGR Committee. In particular, we believe have
improved our governance arrangements by introducing new committees (e.g. Communications
Committee and Membership Committee) and new roles (i.e. exec/practitioner representative-atlarge and student representative-at-large) and undertaking a systematic review of officer roles
and responsibilities. We also feel that the introduction of a more extensive and user-friendly
website, along with extensive use of AOM Connect and enhanced social media presence, has
helped us to better serve our membership and connect different stakeholder groups (e.g. students,
academics, practitioners, and scholar-practitioners). A meaningful increase in revenue through
external sponsorship since 2014 has also helped to further strengthen the division’s financial
position.
Although progress has been made, there is clearly scope for further improvement and there are a
number of challenges going forward. In particular, we need to further address aspects of
program development and our repertoire of activities, the level of membership engagement, and
our community building efforts. In doing so, we need to be clear about our strategic direction
and identify the actions that we are planning to take in the future. These issues are discussed in
Sections 4 and 5.

4. ODC DIVISION STRATEGIC DIRECTION
A key part of our effort over the last five years has been the development of a strategic plan. Our
predecessors on the executive committee established the foundation for this effort by refining the
ODC division mission, domain statement and bylaws. When we started our strategic planning
process, we were unaware that AOM was simultaneously developing the “moonshots”
aspirational statements to guide the overall Academy’s future. Now that we have a new strategic
direction, we are happy to see that it is aligned with the AOM moonshots, as we will illustrate in
this section of our report. In what follows, we describe our strategic planning process, the
resultant ODC strategic framework, and our members’ reception of the new strategic goals. With
the intention to create a shared and robust framework, we actively engaged our members in the
process and asked for their feedback and recommendations during our business meetings and via
the 2018 member survey.
4.1 Strategic Planning Process
We kicked off our strategic effort during the 2016 annual business meeting, where we used a
dialogue-in-group format to develop and discuss ideas regarding our research agenda, change
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practice and community. We wanted to explore what possibilities our members see for an ODC
community that is “engaged with change and changing”. Specifically, we wanted to (1) ensure
that innovative research, practice, and communion building aspects of ODC work were
considered, (2) foster a sense of urgency among participants about what we can do as a
community, and (3) learn how we might foster constructive impact by being provocative,
rigorous and vibrant in our work.
We asked questions about how to enhance our thought leadership on research in the ODC
community, and about new directions for practice that might be proactive and impactful. This
format invited a lively, engaging conversation that resulted in a long list of ideas to consider as
elements of the future ODC activities.
During the next year, we built on these ideas to generate a proposed framework for our strategic
plan. In preparation for our 2017 mid-year meeting, a sub-group of the board analyzed the
output, categorizing the actionable ideas into several clusters for further discussion: growth
initiatives, annual meeting activities, year-round activities, structural reconceptualization, and
specific topics for the development of research and practice. As a full board, we examined
specific ideas for each of these themes, seeking to define the implied, underlying strategic
intentions suggested by our members. As a result of this work, we developed three proposed
ideas for strategic goals: annual meeting engagement, ODC hub, and growth. In addition, we
proposed five areas of strategic action to address these goals: program development, member and
community development, facilitating research on organization development and change,
infrastructure and initiatives, and partnering and outreach.
During our 2017 annual business meeting, we worked with members to further refine the
emerging goals and action areas. We asked members to consider our proposed framework and to
participate in a dialogue to (1) explore and refine the proposed strategic objectives, and (2)
prioritize the most essential areas for action to achieve these objectives, and (3) identify
additional ideas that may be important for the board to consider. Generally, our initiative was
well-regarded, and we received many helpful comments.
At our 2018 mid-year meeting, we considered this feedback to create a final draft of a strategic
framework. At the 2018 business meeting, we formally presented the refined version of the
strategic framework and solicited additional insights about how it reflects the will of the division
moving forward. The framework was well received by those who were present. We are confident
that it will serve as a useful, flexible template to organize the future work of the ODC board in
continuing collaboration with our members.
4.2 ODC Strategic Framework
The new ODC strategic framework consists of our mission and commitment, our strategic goals,
and our areas of strategic action. For a full description of all of these elements we refer to
Appendix 2. We see our framework as coherent and consistent with the overall Academy
strategic intentions as depicted in the AOM moonshots.
Our first strategic goal “annual meeting engagement,” will be accomplished through action area
of “program development” with a focus on sharing the latest insights into change-related theories
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and practices. This goal aligns with the AOM moonshot to “fundamentally advance knowledge
creation and content dissemination” in the field of management and organizational science.
Our second strategic goal is to create, what we call, an ODC Hub – a vibrant community
engaged with change and changing, as a source for cutting edge research and practice. This goal
and its related action areas of research facilitation and “partnering and outreach,” aligns neatly
with the AOM moonshot to create “engagement opportunities that transcend technological and
geographic boundaries.”
Our third strategic goal of “division growth” emphasizes a revitalized, engaged community and
its related action area of “member and community and development.” This goal fits with the
AOM moonshot to provide indispensable value to a diverse membership. Clearly, in order to
work towards our three goals, we will have to maintain a sound infrastructure to innovate,
communicate and connect with our members across the globe. We therefore recognize
“infrastructure and initiatives” as a separate action area.
Now that we have a new strategic framework, we use it to organize and give direction to the
ODC division’s ongoing strategic activity. In Section 5 of this report we present our current
action plan. At each of our biannual meetings, the board uses the framework to review, prioritize,
and commit to specific action items in each area. At least annually, we will provide members
with a report on our successes and milestone accomplishments. We will also engage with them to
shape ongoing strategic activity in order to continuously renew and build our division.
4.3 Members’ Reception of our Strategic Goals
As described above, we explicitly engaged ODC members in the strategic planning efforts during
our annual business meeting sessions. However, with a relatively low annual meeting attendance
(see Section 1), we realized that many of our members did not participate in the unfolding
process. Therefore, we utilized the 2018 Survey as an opportunity to solicit feedback from our
membership. We included some questions to directly address elements and consequences of the
ODC strategic framework that was approved by those who were present at the 2018 business
meeting.
4.3.1 Becoming an ODC hub
The first question we included was meant to validate our strategic goal of making the division a
“hub” for ODC-related resources and activities. We asked our members to what extent they see
this goal as important to the division. Of the 256 members who answered this question, 84.8%
indicated to agree or strongly agree with the vision of our community as an ODC hub. This is a
clear indication that we are on the right track with this strategic intention. We now need to
translate this intention into action. Thus, we asked those who agreed, to suggest activities we
should pursue in order to create a hub. The responses that we received were utilized for the
creation of our current action plan (see Section 5).
4.3.2 Valuing scholarship and practice
The second question that we included was to gauge sentiments around our hybrid identity of
embracing both scholarship and practice. As noted in Section 2 of this report, we have used the
five years since the 2014 review to improve the quality of our scholarship and our attractiveness
to students and others who do research in the broad realm of change and changing. Perhaps as a
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consequence we have lost 30% of our executive/practitioner members with the sharpest decline
(-15%) in the year that we finalized our new strategic framework.
In this regard, one of the key elements of feedback we received in the 2018 business meeting was
a concern about the place of practice in the identity and focus of the division as we move
forward. Indeed, we have always been a home for scholar-practitioners. Therefore, we used the
survey to obtain specific perspectives from members on this important issue. In their responses
to survey questions around division strengths and weaknesses (see Section 2), members already
volunteered their insights on the importance, challenges and possibilities of embracing our dual
identity. These responses gained added richness when we explicitly asked for their views on the
ideal relationship between practice and scholarship.
Of the 309 survey participants, 122 members (39.4%) gave lively answers to this question from
which we discern the following clear patterns:
1. The majority of respondents (97/122, 79.5%) view the connection between scholarship
and practice as central to the identity of the division. This view is consistent across all
age demographics, geographic locations, and types of members.
2. Second, the ideal relationship between scholarship and practice is multi-faceted.
Scholarship should inform practice, and practice should inform scholarship. Members
view the two as inseparable, symbiotic, and they should reinforce one another. They hope
for potential synergies around the two areas of focus to real-world problems and generate
practical outcomes.
3. Third, a majority of responses indicate a belief that practice and practitioners are
increasingly undervalued in the division. Many claim that the division is losing its
practitioner identity, that there is misunderstanding between practice and scholarship, that
the two are going farther apart, and that the division leadership is dominated by a scholaroriented perspective. For some, the division feels no longer like home (e.g. “practitioners
are not made to feel welcomed,” and “practitioners feel like outsiders.”)
4. Meanwhile, a minority of responses convey a strong belief that scholarship needs
continued emphasis in the division. This view affirms the perspective that the division has
become more scholarly in recent years. These respondents feel that the division must lead
through good, high quality scholarship.
5. A few respondents provided insights as to why the perceived disconnection may exist
between scholarship and practice. They see the competencies of each domain as unique,
complex, and operating somewhat independent of the other. It is difficult for any person
to learn and perform the competencies of both at a high level of proficiency. They also
differ in their temporal realities: practice usually requires fast movement while
scholarship requires years of effort on a single project. They note that it requires
consistent effort, both from individuals and the ODC community to maintain connections
between scholarship and practice.
With this heightened clarity of members’ perspectives on practice/scholarship relations, the
obvious question is how to proceed. For starters, respondents offered helpful suggestions for how
to integrate both sides of the equation, like for example: that academics need to create the
bridge(s) for practitioners; that the division should embrace a role and commitment to pursue
rigorous practice; and that we need to call out the academic practices that perpetuate an antipractice bias. We incorporate members’ suggestions in our strategic action plan (see Section 5).
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Overall, member survey responses convey strong sentiments about the importance of the
relationship between research and practice within the ODC division. Given the changes that we
have made over the last five years, we understand the feelings that our members expressed
through their comments. However, we believe that it is pivotal and possible to create the
synergies between practice and scholarship that our members are calling for. We choose to do so
now from a more robust scholarly perspective.

5. ODC DIVISION STRATEGIC ACTION PLAN
In the previous section we described how we, as the ODC executive committee, developed a new
strategic framework through an engagement with our members. Their feedback validates our
future oriented efforts of the last five years and gives us confidence to move forward.
In this last section of the 5-year review report, we show how we take guidance of our strategic
direction for the concrete actions we intend to take in the coming years. Those actions should
help us in working towards our three strategic goals of (A) annual meeting engagement, (B)
becoming an ODC hub and (C) growth. Clearly, a variety of efforts is required that need to be
sustained over a longer period. We seek to prioritize those efforts that will best enable us to
safeguard and renew our division as a vibrant community that pursues high quality research,
teaching and practice in the realm of OD and change.
For the action plan that we present below, the current ODC board made good use of our
members’ recommendations as shared at business meetings and through the future oriented
questions that were included in our 2018 member survey. These recommendations are combined
with the insights of our membership-, communication- and research committees, discussed in
various board meetings and verified during the preparation of this 5-year review. We have
organized the resulting list of actions according to the strategic action areas outlined in our
strategic framework. This list is not exhaustive, but it gives us a set of actions that are robust,
succinct and feasible in ways that together they can propel and facilitate the intended changes.
5.1 Program Development (related to Goal A)
Our overall objective here is to deliver a program that is rigorous and presents the latest insights
into change-related theories and practices. Each year, we will develop programming with special
topics, and innovative forums or delivery formats. We currently plan the following activities:
•
•
•
•
•
•
•

Propose an AOM mini-conference on change and changing. Target date is 2021,
which is the year of our 50th anniversary (in progress)
Propose a special issue (in connection with the mini-conference) on change in a major
journal (in progress)
Develop a Junior Faculty Consortium (first annual planned for 2019)
Develop one or two practitioner PDWs (in progress)
Develop a PDW to promote “double impact research” (planned for 2019)
Expand our Edinburgh writing workshops to other regions (in progress for Sydney
and Montreal).
Piggyback on the mid-year meeting to run a workshop in the local area.
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•

Partner with other divisions to sponsor programming of topics of mutual interest to
our members.

5.2 Member and Community Development (related to Goal C)
We will focus on recruiting and nurturing the professional development of our members and
building a thriving community in which our members are engaged and energized. In this area we
want to take the following actions:
•
•
•
•
•
•
•
•
•

Organize a 50-year celebration for 2021 to celebrate our heritage, envision our future
and build community.
Recruit new members to the standing committees, and invite additional members to
help with specific initiatives, such as the 50th anniversary celebration.
Create mechanisms for members to be further involved in the community building,
development and work of the division.
Develop activities that encourage networking among division members throughout
the year, such as between our academic and executive/practitioner members.
Further internationalize the activities of the division by creating opportunities for
members to engage with one another across geographic boundaries and in regional
networks.
Routinely identify new and exciting members and reach out to them (ongoing).
Create mentoring opportunities between new and experienced members of our
division, especially between students and senior/emeritus faculty.
Provide first-time AOM attendees and/or submitters with instruction and guidance
about how to navigate the submission process, provide reviews, and participate in the
annual meeting.
Improve our responsiveness to member concerns through listserv and other media.

5.3 Facilitating Research on Organization Development and Change (related to Goal B & C)
This area of action will help us to fulfill the potential of our division to serve as a hub for cutting
edge change-related research. Foreseen activities in this area are as follows:
• Develop a community of DIR (double impact research) scholars (in progress)
• Identify and contact all presenters on the annual program of ODC related sessions in
other divisions and selectively invite them to submit to ODC for the subsequent
year’s program (in progress).
• Partner with high quality journals to publish special issues on topics related to ODC.
• Work with members to create digital events, such as webinars, on topics of interest
for ODC.
• Develop a yearly list of special, cutting-edge topics for the annual program and design
specific program content around some of these ideas. These topics can stretch ODC
theory, practice and their intersection.
• Update the ODC Action Research award to attract stellar practice-based submissions.
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5.4 Infrastructure and Initiatives (related to Goals B & C)
This action area will focus on the capacity-building activities and projects that enable us to
accomplish our goals.
•
•
•
•
•
•
•
•

Review our division bylaws as part of the 5-year review cycle (in progress).
Review and update our strategic action plan on a regular basis (in progress).
Update the repository of all documents relating to the past, present and future
functioning of the executive committee (in progress).
Maintain and grow our sponsorship partnerships and funding (in progress).
Further improve our overall communication practices and infrastructure (@AOM
connect platform, website, social media, newsletter) (ongoing).
Develop a communication plan to guide timely and meaningful communications to
our members (in progress).
Explore and update the function of the ODC Newsletter (purpose, accessibility, value,
publication).
Provide a way for members to share innovative practices, teaching tools, research
discoveries and networking information with one another.

5.4 Partnering and Outreach (related to Goals B & C)
This action area is especially important to our goal to become a hub for ODC-related resources
and activities. Planned activities in this area include efforts to build collaborative relationships
with other divisions and ODC-related organizations:
• Support and promote ODC-related input and tracks in other conferences (such as the
Lyon conference).
• Reach out to other divisions to co-sponsor our intended mini-conference on change
and changing.
• Collaborate more intentionally with other divisions that have affinity with our
domain, for instance by co-sponsoring small regional AOM conferences.
• Facilitate areas of change related inquiry that promote interdisciplinary perspectives
and collaborations.
• Explore partnerships with other ODC related organizations, particularly those with
links to practice (Tavistock, ODEA, OD Network and others) (in progress).
• Support additional events and activities outside of the AOM Annual Meeting,
including those with a specific focus on practice development.
• Invite our membership to actively use their practice skills to link with others and
build community in the Academy and beyond.
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5.6 Conclusion
This report describes the bold steps we have taken in the past five years to advance the ODC
division. Our new strategic direction conveys the scholarly contribution our division aims to
make to the Academy. However, we also recognize that we need to work toward helping all of
our members to feel welcomed and to find a place within this refined direction. We believe that
the path toward accomplishing this aim requires that we increase the rigor and quality of work on
both sides of the relationship between scholarship and practice. This belief is articulated in the
three strategic goals and the five action areas of our framework. The highly approved goal of
becoming an ODC Hub requires that we take seriously the relationship between practice and
scholarship. Ideally rigorous, applied scholarship will enable more effective, evidence-based
practice, and bold, ground-breaking practice can be used to test and extend our scholarship. As
the current division leadership, we continue to embrace this ideal, even as we have worked on
elevating the scholarly side of this relationship. We believe that this aspiration is and will
continue to be one of the distinctive, differentiating features of the division. How we may act on
this aspiration and our newly articulated strategic goals has been discussed in this last Section of
our report.
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Appendix 1: Health and Governance Checklist
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Health and Governance Checklist
The purpose of this checklist is to monitor basic division/interest group health and governance. It is intended to
stimulate conversation among the officers and prompt reflection. Copies of documents referenced in the checklist are
NOT being requested. For each item please share an example that illustrates your answer or a quick idea for
improvement, where applicable. Officers should expand on items calling for improvement in their report.

Yes

Bylaws and Domain

Yes, but needs
improvement

No

1. The division/interest group’s bylaws are up to date and periodically reviewed and
revised, if necessary.
Example/quick idea:
Our bylaws were reviewed and updated in 2012 (i.e. prior to the previous 5-year report in 2014). They were then reviewed in
2015 (i.e. after the 2014 report) and they will be reviewed again this year (i.e. after the 2019 5-year review has been
completed).

2. The division/interest group’s domain statement is current and activities reflect its
full scope.
Example/quick idea:
A new domain statement was overwhelming approved by the membership at the end of 2013 and this statement has been
regularly reviewed by the ODC executive committee at mid-term meetings and it is still considered to be relevant and current.
The activities of the ODC division are also aligned to the domain statement.

3. The division/interest group conforms to all official Academy policies as detailed in
the Division and Interest Group Chair’s Guidebook.
Example/quick idea:
Yes, they are adhered to.

Yes

Membership

Yes, but needs
improvement

4. Membership statistics are periodically reviewed to understand trends (growth,
decline) and who the division/interest group is serving (students, academics,
practitioners, emeritus, international, etc.)
Example/quick idea:
Membership statistics are continually reviewed. We established a membership committee following the 2014 5-year review.
This committee examines numbers on an ongoing basis and reports back to the executive. The committee also recommends
actions to address negative trends or take advantage of positive trends.
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No

Yes

Membership (continued)

Yes, but needs
improvement

No

5. The division/interest group delivers programs/services for all member
constituencies.
Example/quick idea:
In the 2014 5-year report this was highlighted as an area for improvement. Since then, we have taken a number of actions to
address this issue, including: establishing a membership committee and a communications committee; initiated letters to
lapsed members; extended induction and orientation activities for new members; become more active on social media; made
extensive use AOM Connect (including being an early adopter); and, engaged members in a strategic review at business
meetings.

Yes

Finance

Yes, but needs
improvement

No

6. At least one person has responsibility for reviewing and understanding the
division/interest group’s financial reports.
Example/quick idea:
The Treasurer has this responsibility. This individual reports to the Executive Committee mid-year and at the AoM. This
officer also provides a financial update to members at our AGM. As part of this role, the Treasurer is also a member of the
Sponsorships and Awards sub-committee.

7. The division/interest group follows the Academy’s financial policies, and routinely
operates in the black.
Example/quick idea:
The division has always operated in the black and is fiscally responsible in how it manages its finances, in keeping with the
Academy’s principles. As part of this operation, the division has extensively expanded its financial sponsorships and has
successfully engaged with the Academy’s executive board to increase the member allocation distributed to all divisions, as
part of a recognition of the need for ongoing fiscal responsibility.

8. If feasible, the division encourages outside sponsorship to extend its resources.
Example/quick idea:
This was identified as an area which needed improvement in the 2014 5-year. Over the past five years this issue has been
addressed. Sponsorship has become an integral part of the division’s ongoing financial management and strategy. To this end,
the division has significantly grown sponsorship over recent years.

Yes

Governance

Yes, but needs
improvement

9. Periodic planning takes place to consider how the division/interest group might
meet new challenges and opportunities.
Example/quick idea:
A mid-year face-to-face meeting is held in March every year. An EC meeting is also held in the summer during the AOM
meeting. And, other subcommittees (e.g. communications committee, membership committee) meet on a virtual basis 3-4
times per annum. Discussion of new challenges and opportunities at these various meetings have prompted a number of
changes.
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No

Yes

Governance (continued)

Yes, but needs
improvement

10. There is a climate of mutual trust and respect among the officers.
Example/quick idea:
There is a very strong level of respect, trust, and regard among officers. We enjoy each other's company and look forward to
seeing each other at meetings. Discussion is often robust - but, it is also constructive and based on seeking to reach consensus.

11. The respective roles of officers and key volunteers are understood and some level
of orientation/guidance takes place.
Example/quick idea:
We have planned handovers (including key papers/materials relevant to the position). These usually take place at the Annual
Meeting. Key papers are also stored on a shared drive. In 2017 the EC reviewed the duties of all officers and formulated new
descriptions of roles and responsibilities.

12. The division/interest group actively attempts to involve members in volunteer and
leadership positions, including international members and other underrepresented
populations.
Example/quick idea:
We have actively recruited non-executive members to the various sub committees (Communications, Membership,
Sponsorship and Awards, and Research) and used this as a process to create a pipeline of talent on to the Executive
(notwithstanding the fact that several of the Executive positions are elected).

13. The current governance and committee structure serves the division/interest group
well.
Example/quick idea:
The 2014 5-year report highlighted that the ODC division needed to reconsider its current structure so that we can more
effectively address member concerns and interests. It also identified a need for new or expanded committees. Both of these
issues have been addressed.

14. The division/interest group has a fair and open process for nominations and
elections.
Example/quick idea:
We follow the AOM's procedures for obtaining nominations and conducting elections.
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No

Yes

Programs/Activities

Yes, but needs
improvement

15. The officers periodically consider adopting new programs and modifying or
discontinuing others. They know the strengths and weaknesses of their programs.
Example/quick idea:
The EC looks at ways to change and strengthen the offerings at the Annual Meeting on a continuous basis. We have
substantially modified the doctoral consortium; introduced a doctoral consortium alumni reception; and, developed a Junior
Faculty/Early Career Consortium that will commence in 2019. That said, this is an area that still needs further improvement.

16. Scholarships, travel stipends, or other funding programs are transparent and open
to all who are eligible.
Example/quick idea:
The resources we have available for scholarship and stipends are quite limited. Those that we do have are allocated on a fair
and transparent basis. We have on occasions, where necessary, provided some travel support for officers to attend mid-year
meetings. Since 2014, we have also provided two annual scholarships for doctoral students to attend writing workshops. We
also sponsor a doctoral scholarship (i.e. the Susan G. Cohen Research Award).

17. The division/interest group has well publicized recognition programs (for service,
scholarly contributions, etc) and the criteria for awards are transparent.
Example/quick idea:
In addition to divisional awards for papers presented at the Annual Meeting, we have expanded distinguished awards to
include scholar-practitioner and teaching contributions as well as scholarly contributions. The criteria for awards are specified
and they are published on the ODC website.

18. The division/interest provides opportunities and services to members with different
interests, including teaching, research and practice-based interests.
Example/quick idea:
We continue to run an extremely popular PDW on "high impact teaching". We have also introduced a new PDW on "double
impact" (i.e. impacting on research and practice). In addition, we have experimented with holding scholar/practitioner
breakfast sessions hosted by the ODC chair and representative-at-large. Unfortunately, these did prove to be popular and we
are continuing to explore other ways of engaging different groups of stakeholders.

19. Services to members extend beyond those provided at the annual meeting.
Example/quick idea:
This is something that we have been working on in the past couple of years. Most notably, this has focused on becoming a
hub for OD and change-related activities. Indeed, our strategic plan, which has been formulated through extensive
consultation with members, focuses on this goal. In this regard, it is fair to say that more needs to be done. But, improvements
in this area are already underway.
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No

Yes

Programs/Activities (continued)

Yes, but needs
improvement

20. The division/interest group carries out regular communication with members
(minimally including a newsletter and up-to-date website).
Example/quick idea:
We have a newsletter, we send out regular communications, and we have an up-to-date website. In addition, and as a
mentioned above in the membership section of the checklist, the introduction of our Communications Committee has lead to
greater use of social media to communicate with members. We make considerable use of AOM Connect as a means of
communicating with members and encouraging member-to-member interaction.
The chair of the research committee has run research webinars and the chair of the membership committee has run a series of
21. The division/interest
group actively works to build community (communities of
scholar-practitioner
webinars

practice, listservs, collaboration activities, social and special events) etc.
Example/quick idea:

We believe the improved processes of communication overseen by the Communications Committee have enhanced our
community building efforts. Actively involving the ODC membership in creating a strategy and vision has also helped. We
do however feel that there is still more to be done given that the development of an ODC hub is, at present, a
work-in-progress.

22. The division/interest group actively strives to improve the annual meeting program
by periodically reviewing program statistics to monitor meeting trends.
Example/quick idea:
Yes, we periodically review program statistics. This is done on a systematic basis at our mid-term meeting.

23. Collaboration exists with other division/interest groups in the Academy.
Example/quick idea:
There has been some modest activity in this area. We have co-sponsored some workshops with the OMT division and
organized some webinars with the MC division. However, there remains considerable scope for improvement.
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Appendix 2
ODC Division Strategic Framework
Our Mission and Commitment
As stated in our bylaws, our mission is to represent scholars and practitioners who create and disseminate
knowledge or extend the practice of constructive change management and organization development.
We are committed to high quality academic research that makes a difference to both theory and practice.
We are also committed to organization and individual success, the fulfillment of humanity’s spirit and
potential, and the creation of enduring global communities. Our research, teaching, and practice affirm the
importance of integrating human-social, financial, and environmental outcomes; valuing justice, dignity,
and trust; and generating ethical, positive, and meaningful contributions.
Strategic Goals
We have established three overall goals to operationalize our mission and commitment. The strategic
goals represent the overall, long-term aspirations of the Division.
A. Annual Meeting Engagement: The ODC Division produces a spectacular program that
connects with our members, engages scholars and practitioners, and invites new members to join.
B. ODC Hub: The ODC Division is a vibrant community engaged with change and changing, as a
source for research on organizational development and change.
Example indicators of success might include—
• Special forums outside of the annual meeting
• Collaborative partnerships with other AoM Divisions and ODC-related organizations
• A robust network among members within the Division
• Resources for ODC practitioners
C. Growth: The ODC Division attracts and retains members through a revitalized, engaged
community.
Example indicators of success might include—
• Growth and sustained membership
• Improved member development
• A thriving, interactive community within the Division
Strategic Action Areas
The fives action areas below serve as a specific template for developing and executing ongoing activities
and initiatives to realize our strategic goals. The specific activities will vary year-by-year according to the
emergent needs and development of the Division.
1. Program Development (Goal A)
Our overall objective here is to deliver a program that is rigorous and presents the latest insights into
change-related theories and practices. Each year, we will develop programming with special topics,
and innovative forums or delivery formats.
2. Member and Community Development (Goal C)
This area of action will focus on recruiting and nurturing the professional development of our
members and building a thriving community in which our members are engaged and energized. We
will support new and early career members, while honoring the legacy of our ODC heritage. We will
actively recruit members who engage in any form of scholarship that relates to organization change
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and development. We will strive to develop a deep understanding of our members to more effectively
target and develop content that will engage their interests and active participation in the division.
3. Facilitating Research on Organization Development and Change (Goals B & C)
This area of action will help us to fulfill the potential of our division to serve as a hub for cutting edge
change-related research. We will actively search for scholars who are producing outstanding,
scholarship, and we will invite them to join with us to explore the implications for change and
changing.
4. Infrastructure and Initiatives (Goals B & C)
This action area will focus on the capacity-building projects that enable us to accomplish our goals.
Specific areas of focus might include communications and digital infrastructure, special studies on
important questions, organizational routines and processes, organizational structure, and other
periodic initiatives.
5. Partnering and Outreach (Goals B & C)
This action area is especially important to our goal to become a hub for ODC-related resources and
activities. Actions in this domain will include efforts to build collaborative relationships with other
divisions or ODC-related organizations, thereby establishing opportunities for networking and
influence that will enable our members to shape the development of ODC practice through our
scholarship.
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