

The CIPD finds several different definitions of Organisation Development, but within these, maps some common themes:

· OD applies to changes in the strategy, structure, and/or processes of an entire system. 

· OD is based on the application and transfer of behavioural science knowledge and practice (such as leadership, group dynamics and work design), and is distinguished by its ability to transfer such knowledge and skill so that the system is capable of carrying out more planned change in the future. 

· OD is concerned with managing planned change, in a flexible manner that can be revised as new information is gathered. 

· OD involves both the creation and the subsequent reinforcement of change by institutionalising change. 

· OD is orientated to improving organisational effectiveness
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The aim of Organisation Development (OD) is to make organisations more effective at achieving their goals. The processes of OD apply equally to the development of partnerships as to the development of an individual organisation, but with added complexities and tensions around issues such as accountability, incentives, money, embedded cultures and (potentially conflicting) national and political agendas. 
Either because of these tensions or because of an assumption of the existing competence of individuals who come from mature host organisations, the organisation development of partnerships can be overlooked.
Organisation Development techniques can, however, be powerful tools in overcoming barriers to partnership working.
With the guidance and facilitation of a qualified OD practitioner, select the most appropriate tools for your particular needs. The JIT self assessment tool will give you guidance on where your efforts could most usefully be directed. The Employer’s Organisation ‘Smarter Partnerships’ website has a wealth of information about developing partnership and partnership skills as well as a more detailed questionnaire about the development of needs of your partnership.
Some of the tools of OD are very familiar – management and executive development, change management techniques, team building, strategic planning, performance management and performance improvement are all OD terms. 
Understanding some of the common OD tools and processes may be helpful. The following picks out some particular terms and techniques which, because of their focus on whole systems and group interactions may have resonance for the development of partnerships:
Action learning is a reflective process in which a group of people come together as a team or as part of a "community of practice" to help each other to learn from their experience or to embed abstract classroom learning into a live organisational context. It was introduced by Revans in the 1950’s as a problem-solving tool to be used across different organisations. Action learning sets can be facilitated or self managing.
Appreciative Inquiry is the search for the best in people and their organisations. The traditional approach to change is to look for the problem. The primary focus is on what is wrong or broken. Appreciative Inquiry suggests that we look for what works in an organisation. The result is a description of where the organisation wants to be, based on the high moments of where they have been and to heighten positive potential.
Collaborative method is a method for spreading and adapting existing knowledge to multiple sites to achieve a common aim. It consists of a series of learning workshops interspersed with action periods during which measures common to the participating sites are used to track progress. The workshops are based on practical ideas for improving systems, together with teaching on the techniques of implementation. Plan Do Study Act (PDSA) is a model used within collaborative method for testing ideas. It is also associated with continuous improvement and has applications as a framework for performance management. See the separate JIT PDSA fact sheet.
Group dynamics is the study of groups, and also a general term for group processes. Because they interact and influence each other, groups develop a number of dynamic processes that separate them from a random collection of individuals. The field of group dynamics is primarily concerned with small group behaviour. 
Knowledge Management is about transferring knowledge into action, by creating opportunities where people can create, learn, share and use implicit and explicit knowledge for the benefit of their organisation. 
Organisational learning studies models and theories about the way an organisation learns and adapts. This is where we get the terms ‘adaptive organisation’ and ‘learning organisation’

Process Improvement is the comprehensive examination of a process and action taken to improve quality, to reduce variation, to remove non-value adding activities and to improve user satisfaction. Lean (engineering), Six Sigma, Total Quality Management and Theory of Constraints are some of the better know process improvement methodologies.
A T-group is a group which sets out to study itself and its process as it happens.  The "T" stands for "training", and the groups are involved in training where individuals are taught to observe the nature of their interactions with others and of the group process. This, it is felt, enables participants better to understand their own way of functioning in a group and the impact they have on others.
The NHS in Scotland have developed the Organisational Development Toolkit for use by anyone within the NHS in Scotland with responsibility for organisational, management or personal development. The resource includes a wide range of topics, good practice examples, and extensive toolkits for trainers and other HR staff and can be accessed using an Athens log-in password, which can be obtained by any NHS employee through the NHS e-library.
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