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Organizational Development Reflection
The discussion board in this course served as a learning circle, and I got to relate Organizational Development (OD) models to actual organizational issues. Specifically, the Week 4 posts by classmates helped me understand that it is possible to combine diagnosis frameworks to eliminate bias and improve evidence and intervention decisions. Simultaneously, going through peer thinking helped me to consider my personal progress since my introductory post until the course concluded.
Firstly, the strategy by Jacqi Pena helped me to polish my knowledge on diagnostic sequencing. She explains, “First did a SWOT analysis” (Pena, 2026, April 12, Discussion Board: “Week 4 Discussion Board”), positioning SWOT as an entry point for organizing early impressions. Importantly, Pena then integrates change dynamics by noting, “I used this in combination with Lewin’s Force-Field analysis” (Pena, 2026, April 12, Discussion Board: “Week 4 Discussion Board”). Such a combination made me realize that high-level patterns (SWOT) are more actionable when converted into driving and restraining forces that can be leveraged using planned change. In line with the modern literature, the visual and relational methods of the Lewinian thinkers can render the conversation about change concrete to stakeholders (Endrejat & Burnes, 2024). As a result, I was empowered by her post to outline the necessity of having more than one tool in a credible diagnosis.
In the same way, the post by Thomas Barton enriched my outlook on systems via the Burke-Litwin Model. He emphasizes that the framework “distinguishes between ‘transformational’ factors, such as mission, strategy, and leadership, and ‘transactional’ factors, like structure and systems” (Barton, 2026, April 1, Discussion Board: “Week 4 Discussion Board”). The difference helped me overcome my past tendency of viewing problems as either culture or process, as opposed to interacting system variables. Furthermore, Barton illustrates that interview evidence can indicate a misalignment by explaining that the strength of the organization in technical expertise was being compromised by a weakness in the organization's communication protocols (Barton, 2026, April 1, Discussion Board: “Week 4 Discussion Board. This made me start viewing communication problems as less a part of a personal failure and more due to reporting relationships, decision rights, and information flow.
In addition to enriching my knowledge of course content, these peer posts also affected my engagement in classroom discussions. Since the classmates elaborated on what they discovered, as well as how they thought about it, I was more determined to provide evidence-driven remarks, including inquiring which data sources would verify the interview assertion. This is based on the research findings that collaborative learning in virtual higher education can support the construction of knowledge where learners add to the contributions of other learners (Herrera-Pavo, 2021). I, in turn, provided better connections between diagnosis and intervention categories, as opposed to reiterating definitions.
The views posted can be directly applied in terms of real-life applications. Combining SWOT with Force-Field Analysis facilitates change planning by determining which forces are to be reinforced or diminished, whereas the Burke-Litwin assists in thinking upstream concerning the cascading of strategy, leadership, and culture to systems. Thus, when it comes to my future professional area, I would combine insights from interviews with documents, workflow measures, or stakeholder comments, and only suggest a solution after triangulating the results, only to be met with resistance as a system reaction to which can be addressed with gradual implementation and reinforcement.
Lastly, self-assessment shows that I have made evident progress since my introduction post. My first concern was about premature diagnosis and offering general intervention. Through the course, I gained a better understanding of how to translate the qualitative themes into verifiable problem statements, to choose frameworks that match the nature of the change, and to describe how interventions solve the root causes but not the symptoms. In the future, I would use OD concepts by defining issues at the workplace as alignment issues- clarifying purpose, assessing constraints, engaging stakeholders, and reviewing long-term outcomes. In sum, my OD practice has been brought to a more analytical, ethical, and action-oriented mindset by the contributions of my classmates and through my sustained reflection.
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