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Essential Skills and Knowledge
Organizational development interventions are all about helping organizations change something that cannot happen without involving people that work in those organizations. In another dimension, OD is a systematic learning and development of strategies that are intended to change the basics of beliefs, attitudes, relevance of values, and structure of the current organization to better absorb changes. To formulate changes within an organization, Seijts & Gandz (2018) asserts that an Organization Development Practitioner must have enough skills that would not only help in decision-making, but also in the process of change implementation.  The following is an outline of some of the skills and knowledge a leader must have in order to bring about organizational change. 
(a) Ability to Evaluate and Communicate Organizational Change
In most cases, change is faced with lots of challenges. People who believe that certain changes would affect their welfare, tend to be unwilling to adapt to altered circumstances. To overcome resistance, a change leader needs to have communication skills he/she would use to explain why upcoming changes are relevant to business progress as well as how they would improve their wellbeing. 
(b) Functional Knowledge of the Business
A change leader cannot communicate the changes without having some basic functional knowledge of the business. In fact, it would so difficult to force change down the throats of resistant people who believe they know what’s best for the business. To overcome such a challenge, a change leader must get everyone involved to “participate” in the change process although participation is not a good way for management to think about the problem as it might lead to even more troubles. 
According to Webb (2017), having functional knowledge of a business is the key to understanding the true nature of change resistance. For example, an understanding of the business culture can help a change leader know what to alter or what approaches to use to ensure that he/she gets everyone on board. In most cases, employees do not resist technical changes, rather social changes or else the relationships that accompanies particular technical changes. Having some functional knowledge of the business is, therefore, crucial because it would help in creating an environment where collaboration is encouraged. Through participation, a change leader would receive feedback about the changes and where necessary should involve the whole management so they can together look for ways to articulate elements brought forward by those resisting the changes. As such, resistance to change would be dealt with in a strategic manner. 
(c) Evaluation Skills 
According to Lawrence (2017), resistance to change usually happen because of certain “blind spots” and attitudes which individuals might have as a result of their preoccupation with the technical aspects of the new ideas. By listening and reviewing feedbacks coming from such individuals would be much helpful in dealing with emerging resistance. In fact, Lawrence (2017) argues that by evaluating what exactly people are resisting is important, which is the reasona why a change leader must have evaluation skills. 
Personal Development Plan
Area of Development: Ability to Facilitate Change
From a management point of view, having real understanding of the specific arrangements or aspects that would prevent change from happening is important. As a change leader, I would like to develop enough skills in change management and more precisely on handling social arrangements that make employees feel threatened by certain changes. When employees work close to one another, they intuitively make minor changes in processes or procedures at work and even adopt some changes they seldom notice. With this understanding, my goal is to learn how to initiate change without making it appear threatening. I would like to create an organizational environment where change happens naturally. 
Area of Development: Acquire Knowledge on Group Dynamics
As a change leader, I would like to develop more skills that would help build cohesive teams. As such, I would be able to initiate whatever changes are required by implementing a bottom-up approach. With this I mean, involving all team members who would help develop interventions that fits more or aligns with organizational goals. In contrast to the executives, employees understand more what needs to be changed. They are the ones who deal with customers, make and market products and, therefore, their feedback would be much helpful in organizational change. Knowing how to work collaboratively with them is priceless. 
Area of Development: Develop Skills on the Management of Organizational Behaviors
I would like to develop enough skills on handling emerging issues, conflicts, as well as any other issue that may arise during change implementation. Sometimes, when a problem occurs, a change leader may find it difficult to come up with a win-win solution especially when there are varying personal interests among the stakeholders. The ability to design or choose relevant interventions relies upon one’s ability to move the organization from its current state to its desired future state. The ability requires a combination of leadership skills and knowledge in problem-solving and decision-making. With the right leadership and problem-solving skills, I would be able to help create a win-win solution to whatever situations organizations might be facing. 
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