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Strengths of organizational development

Organizational development commits to continuously improving the business and offering to the organizations that do it where it creates the continuous cycle of improvement because the strategies are planned, implemented, evaluated, improved, and monitored therefore embracing change internally and externally renewing what existed before. The organizational development enables the employees to share the organization's goals and values, increasing communication feedback and interactions, making the organization thrive in its operations (Wipfler & Vorbach, 2015). Organizational development leads to employee growth since the employee’s skills evolve to meet market requirements, increasing employee productivity. Boosting the employees by motivating organizational development increases the employees' productivity and creativity, making the organization much competitive. When the employees' creative ability is achieved, the productivity will improve as well as the quality of services offered, therefore enhancing profits earned by the organization.
Weaknesses of organizational development 
The process involved in organizational development is time-consuming, such as when taking the survey about the administrative processes' efficiency. The feedback from consumers takes more time, which may have a short-term impact on the organization's productivity (Srirekha & Rao, 2017). There will be a rise in administrative challenges when various elements and structures of the organization are required to change based on reevaluating the desires and responding to them. That will make continuous changes in the persons and structure bring about a significant challenge in the administration.
Another weakness of organizational development is the inability to embrace diversity. The lack of diversity has been a major topic in the business world. Currently, approximately 87 % of the directors in nonprofit organizations are whites indicating a minimal or little representation of the people of color. Achieving diversity in these organizations is easier said than done. For instance, organizations serving the underserved and minority neighborhoods should give priority to diversity by attracting and retaining diverse talents, however, this has not been the case and it is projected to continue in the future.
Achieving diversity within these organizations has observably been a challenge because of the limited resources to attract a highly diversified potential employee base both internally and externally. Also considering the challenging financial situations, which are expected to get worse due to the ever-changing laws and regulations, most organizations would be unable to attract and embrace diversity among their employees. In addition to the lack of willingness to engage in these organizations, there have been huge disparities in the attainment of higher education between the whites and the people of color. This implies that the challenge of diversity will occur even worse in the future. In addition, to attract diversity and inclusion, some nonprofit organizations usually make large investments to this effect, however, considering the evolution in this sector; it is believed that most nonprofit organizations and foundations would lack the financial resources to offer attractive incentives. With little donor funding, admittedly, most of these organizations would be struggling to attract and retain a diverse talent pool.
Four trends for future organization 
Speed

The market and business environments in the current situations are dynamically changing. They are entering into a problem where they face different challenges than they used to do in the past years. It includes the combinations of speed and transparency of the market plus the well-informed clients. There has been a high demand for innovations and an increase in the flexibility for the changes. Without such designs and flexibility, the business in the future will not be able to compete favorably.
Communication technology
Communication is changing new forms. There are increasing technological advancements where some of the business environment's communications are changing, such as the emails and masses moving online. Communications are changing in the way customers communicate with the sellers. Therefore, the future will require a change in how they will hand contact to compete well.
A social technology that is outdated
Many of the business firms and organizations used to concentrate on the old ways they manage their employees, therefore, having the wrong models and wrong organizational cultures that arent geared towards achieving the best results (Kiron et al., 2016). The old versions of social interactions are not functioning anymore. The new trends are shifting to self-determination and values that are much higher than carriers and money.
Changes in the dynamics of the workforce
There is a shift in the ethics and generational demographics values and expectations of social roles requirements on the new workforce in the future. Therefore, they require to adopt modern means so that the crew feels responsible for their duties instead of where the senior and employers or the supervisors could not own the mistake they could make. Still, the future holds that they will need to take responsibility for their error to have smooth running.
Challenges that the organization face 
Complexity of change
Organizations face the challenge of making changes in the organization because of the leaders who are reining at the top and lack the skills that will be able to get the influence and sustain the powerful stride in making the organization's prosperity (Lopes Cardoso & Sharpe, 2017). A multigenerational workforce where the employees in the workplace are from different generations where some have a more comprehensive knowledge of the current technologies while others are of the old technology; therefore, it becomes difficult to harmonize the changes among the two or three generations are occupying the organizations.

The digital cycles are changing much and consistently, which makes the challenge and more expenses as the organization's digitalization frequently happens, costing the organizations a lot of capital. The innovations that have disrupted the previous means of competition in the market, making the changes that need to be well understood require skilled leadership and vast knowledge.
Changes in workforce dynamics

             The workforce changes in the workforce dynamics where the internets are required in the workplaces placing these machines will require the workforce trained. The initial cost and operation cost to get catered for these is becoming a challenge. Employees find the need to have time at the workplace as they view it as the best for high productivity and satisfaction.

Poor leadership

               The other challenge is poor leadership. For instance, due to the retirement of the current managers, organizations are presented with the lack of succession planning and availability of potential managers to take up the leading positions in the future. In addition, the sector seems to put little effort into training new leaders to take up these positions consequently to a declining leadership talent. Leaders who are visionary and dedicated are rare to get and this is one of the problems that many organizations battle with. It is unfortunate that without proper training, many individuals would find themselves in leadership positions without the relevant knowledge and skills to effectively handle the future needs of the organization as discussed. Due to lack of proper leadership, running the organizations becomes a big challenge.

Changing nature of work

The nature of the work is continuously changing since an increase in technology changes, shaping how people work. Many people, especially the senior citizens at work, are not well equipped with new technology.
Recommendations 

The organizations should have a multigenerational workforce equipped with the skills through training and mentorship programs. The employees in full will be working at least at the same pace in terms of technology. The leaders should be provided with mentorship skills on building a rapport and have the convincing ability so that the new changes that come into the organization are well received and for the better part of the organization. They ensure that changes are done gradually in the organization to get received without resisting where the workforce gets included in understanding the new changes needed and the workforce dynamics so that transitions and challenges, especially those coming from technological change and organizational culture, will get embraced.
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