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Introduction
Every organization, at a given point, changes how it operates. The change that comes intending to improve an organization’s image is often called rebranding. However, the organizational development model is frequently discussed as planned processes of changing organizational culture with scientific implied procedures. It hence equips organizational staff with essential information for the impending change. This paper analyses organization development model concepts as illustrated in a video by Dr. Wade McNair. Adherence to organizational aims, missions and visions remain unmoved even as the organization goes through change.
Organizational Development/Organizational Culture
Organizational development incorporates science, culture and change. According to McNair (2016), organizational development relates to all prearranged procedures that effect changes to an organization’s culture. From the definition, organizational culture in itself refers to change that is based on scientific implications. Culture centers its focus on the mannerisms that determine how a company is governed. Culture is how things are done in a company. It is the employee relations in executing their understanding of organizational values that makes the customers to liken the company. The video illustrates culture models touching on micro, meso and macro elements.
Micro-cultural orientation determines how any change would impact the alignment of individuals with organizational structures. Because change is greatly impacted on the employees, the management is made to operate in ways that prepare its members to receive the change, walk the employees through the change and ultimately implement it with them on board (McNair (2016). Meso factor of culture as shown McNair (2016), weaves a correlation between an organization and the individuals during the organizational development. Similarly, the macro-cultural aspect engages the roles and undertakings of the organization during the modeling of organizational development. As told by Varney (2017), whether it is partnering with other companies or merging subsidiaries, organizations are supposed to maintain a culture that will embrace the needs of all stakeholders even after the change.
Dr. McNair’s Take on Science and My Opinion
Dr. McNair tells us that to implement an organizational development model, scientific procedures must be included. The scientific procedures or details take three forms i.e. data collection, analysis of the collected data and application of the analyzed data in organizational decision-making. The application of the analyzed data elaborates where the findings are supposed to be implemented (Stouten, Rousseau & De Cremer, 2018). Collecting data, in this case, is conspired by intervention measures that research must prove to be probable so as to undergo systematic literature review and prove relevant to what it purports to effect in the organization.
I fully agree with Dr. McNair. My reasons are backed by the findings of Marshak & Bushe (2018). They elaborate that formulating organizational change requires informed planning. As the Doctor puts it, facts-finding must essentially be traced so that sound implementation proceeds from informed decision making. The scientific approaches to change intervention have also been predominantly relied upon in the past and the records have been exemplary. Therefore, I agree with the Doctor.
My Thoughts and Opinion on OD Consulting Model
My thought on the organizational development model, OD, views the concept as a better and inclusive procedure for evidence-backed change initiatives in organizations. By interrelating the organization’s structural systems, duties and responsibilities of staff and the technology, organizational development modifies the image that a company displays to the internal stakeholders and customers. McNair (2016) links organization development to all social affiliations that could reiterate a cohesive internal relationship in a company.
Equally, before an organization introduces change, it should provide a conducive atmosphere where every member of the organization knows what to expect of the change, understands the underlying effects and the organization must be ready to provide support mechanisms that will propel the adoption of the change.  The change itself should be inspiring and be able to forge beneficial impacts to the general organization as verified by Lewis, Passmore & Cantore (2016).
Key Concepts Discussed in the Video
The video illustrates of what constitutes the organizational development model, OD. It discusses organizational culture, change and science as the defining conceptions for achieving a comprehensive OD model. The video discusses that whereas culture creates the perfect ideals of the organization, change should not always be likened to conflicting elements. Also, as noted by Stouten, Rousseau & De Cremer (2018), change ought to impact relevant outcomes that outperform previous practices in the organization. Instead of shying away and worrying about the implications of change, the video posits that the organizational missions, visions and aims should remain unchanged.  Yet, the goals and objectives should bring everyone more closer during change implementation and after.
Conclusion
Impacting change requires the collaboration of all stakeholders. Unlike spontaneous profit generation, change is gradual but eventually very impactful. This is the reason why it is necessary to move with caution before implementing a change process. Organizational technology should often play pivotal roles in equipping the company with needed information that comes with the change. The organizational development model, on the other hand, can results in misaligned outcomes if the employees are not properly made aware of the planned events. Science, on its own level, supports organizational development with the correct information and procedural roadmap to change implementation. Together, change and science realign organizational culture.
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