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Organizational Capacity for Change (OCC)
The Organizational Capacity for change refers to the capability of an organization to effectively prepare for or respond to an environment that is volatile or unpredictable. OCC has comprised of several dimensions which include three main ingredients; human resources and skills, organizational culture and values and organizational formal procedures and systems. Organizational Capacity for Change has eight different dimensions where four dimensions look at the human capital and four focus on the social infrastructure. 
Describe the Eight dimensions of organizational capacity for change (OCC). Discuss the significance of each dimension to the organization and whether you believe it is essential to OCC
Dimension 1: Trustworthy leaders- trustworthiness is essential in human relationships as well as in leadership and ability to drive for organizational change.  A leader is trustworthy is not only perceived to be competent in organizational leadership but also as having as a priority, the best interests of the organization.  Every productive change within the organization happens because of the trust between every staff member. The leaders who have a record of trustworthiness are likely to be successful in the experimentation of new order of things. Trustworthy leaders are essential to OCC because they bring trust and cooperation, promote employee engagement, increases creativity, promote organizational innovation, and help reduce the challenges associated with organizational change.
Dimension 2: Trusting followers- this dimension includes the trust level held by employees of an organization. If the employees are optimistic and trusting, the organization is well positioned to try new ways of operation. Otherwise, if the employees are cynical and not trusting, the organization is not well positioned to initiate or engage with any initiatives of organizational change.  This dimension is essential to OCC because if an organization has employees who have significant trust in their leaders, then the level of organizational trust is high. There is a close relationship between organizational learning and organizational trust, as well as organizational innovation and change. 
Dimension 3: Capable champions- this dimension looks at the role of champions within organizations that are capable of change. Notably, when a change is introduced to an organization, it takes much energy to get accustomed to because most people prefer doing things the same way in which they are used. The capable champions are individuals who are drawn from the senior executive ranks or the middle management who are responsible for driving change initiatives within the organization. These champions tend to have misfit nature, particularly bureaucratic structures, which is necessary for driving the change initiatives successfully.  This dimension is essential to OCC because if there are no capable champions in an organization, then the change initiatives may likely fail or stall. 
Dimension 4: involved middle management- this dimension explores the role that the middle management plays to make the organizational change capable. Middle managers have a unique position within an organization; thus, they have an important role in promoting change capability in the organization. Due to their unique position in the organization, middle managers are the best-suited change champions as they can actively or passively block change initiatives. 
Dimension 5: systems thinking- explores the system thinking within the organization. An organizational capacity change depends on the proper infrastructure of the organization. An organizational infrastructure that encourages system thinking is an important aspect of OCC. This is because when system thinking is well cultivated, organizational learning is also accelerated.  
Dimension 6: communication systems- this dimension is also a social infrastructure dimension which complements the dimension of system thinking. Communication systems dimension entails face-to-face meetings, e-mails, telephone calls, and corporate announcements, including memos. These are focused on playing the role of conveying change initiatives information or means by which a proposed organizational change is implemented. This dimension is critical because if it is well designed, then there is effective two-way information delivery about the change initiative, which is essential to building organizational capacity for change.
Dimension 7: Accountable culture- this dimension examines the importance of an organization holding its employees accountable for results.
[bookmark: _GoBack]Dimension 8: innovative culture- this dimension explores the importance of creating an innovative organization by cultivating an innovative culture. This dimension is essential for organizational change capacity, and the organizational culture should emphasize the importance of innovation and change.
These last two dimensions explore the organizational culture and change and need to be balanced. This is because the two dimensions of organizational capacity change help ensure that the organization efficiently utilizes scarce resources while creatively focusing on the organization’s future. 
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