
Dynamic OD
Developing an OD Talent Ecosystem 
Using the MOST Assessment 

SD

TE

DI

RR

SE

TR



Dynamic OD treats the whole organization as an OD ecosystem. 
It builds change readiness, resilience, and adaptive strategy by 
developing OD capacity across roles—not just formal OD 
positions. 

Dynamic OD uses a validated tool called the MOST 2.0 to map 
employees’ OD strengths and interests. It then compares these 
to the organization’s strategic goals to identify the exact OD 
capacity needed for support.

Employees with strong or emerging OD skills are engaged 
through specific stretch assignments, training, mentoring, and 
unit-to-unit exchanges in service to local and universal 
strategies. This approach aligns talent with purpose-driven 
growth, strengthens strategic outcomes, and supports retention.

In a Nutshell



Agenda

• OD & Complex Systems

• MOST 2.0: OD Strengths & Interests

• Dynamic OD 

• Ontario Health Case



Organization Development 
(OD) is a dynamic field of practice that employs caring 

and collaborative change interventions to generate 
observable and sustainable improvements to the well-
being, performance, and prosperity of human systems.



Complex Systems 
Complex Systems are interconnected networks of people, 
processes, and structures where outcomes are shaped by 

dynamic relationships, not just individual parts. These 
systems adapt over time, often in unpredictable ways, 

making cause-and-effect hard to trace and control



In Complex Systems, OD: 

• Honors complexity, relationships, 
and context

• Considers the whole, not just 
isolated issues

• Supports collaboration, learning, 
and feedback which are essential 
for meaningful change

• Makes small changes that have 
big effects!

The Reality
 
OD continues to be applied in a 
piecemeal fashion, often tasked 
with training and development, 
and relies on assumed strategic 
value with little if any 
demonstration of ROI.

Especially in Healthcare!



Dynamic Challenge

• Balance local and system-wide goals
• Adapt to diverse contexts and cultures
• Strengthen strategic connections across units
• Improve responsiveness to internal and 

external stakeholders



Dynamic Solution
 
✓Connects OD&C strategies across units to unlock 

shared strengths
✓ Meets unit-level needs while building consistent 

system-wide practices
✓ Shares common OD tools and language to boost 

system-wide learning and innovation
✓ Offers stretch roles that engage OD professionals 

and attract top talent



Assessing OD
Competencies & Callings



The MOST 2.0 is a free, psychometrically 
validated assessment designed to help 
OD practitioners identify their strongest 
and most energizing competencies— so 
they can align their education, 
professional development, consulting, 
and career goals with real-world needs.

OpenSourceOD champions the 
democratization of OD knowledge, 
skills, and abilities for anyone who 
wishes to steward positive change.

opensourceod.com/most



Creating the MOST 2.0

✓ 40 Definitions of OD
✓ 20 OD Competency Studies
✓ 500 Job Descriptions
✓ 140 Grad School Curricula
✓ 2,160 Assessment Takers



OD Competencies

To be considered OD Practice you 
must practice a combination of at 
least one Social, one Technical, 
and one Influence competency.



Meaningful Growth

Culture

Learning

Psychology

Consulting

Strategy

Psychological Safety (67.4%/*69.7%)

Culture-Mission Alignment (57%/*62%)

Surfacing Anxieties/Attachments (54%/*58%)

Org Theory & Functions (64%/*68%)

Use of Self (63%/*61.2%) 

Client Management (56%/*58.2%)

Learning Organizations (73.1%/*59.5%)

Inquiry & Innovation (62%/*64.5%)

Leadership Dev. & Coaching (54%/*58%)

Team Development (56%/*56%)

Org Behavior (54%/*56.2%)

Group Dynamics (46.2%/*49%)

Continuous Improvement (65.4%/*65%)

Strategic Planning (55%/*59.1%)

Strategic Execution (46.2%/*46.2%)

Ranked StrengthRanked Interest



• Impact: Would you rather facilitate 
organizational or societal change?

• Identity: What type of role do you feel most 
meaningfully aligned with – Pure or Hybrid OD?

• Mastery: Are you more interested in 
developing a broad or specialized set of OD 
talents?

• Approach: Which do you find more appealing, 
a classic or innovative approach to change?



OD Calling Impact Identity Approach Mastery

Achievement Ace Organizational Pure Classic Broad

Agile Accelerator Organizational Hybrid Classic Broad

Altruistic Enhancer Societal Hybrid Innovative Specialized

Benevolent Barista Societal Pure Classic Broad

Big Picture Fixer Societal Hybrid Classic Broad

Change Surgeon Organizational Pure Classic Specialized

Citizen Transformer Societal Pure Classic Specialized

Compassioneer Societal Pure Innovative Specialized

Consciousness Raiser Societal Hybrid Innovative Broad

Creative Amplifier Organizational Hybrid Innovative Broad

Groundbreaker Organizational Pure Innovative Specialized

Humanity Hawk Societal Hybrid Classic Specialized

Innovation Maven Organizational Hybrid Innovative Specialized

Renaissance Consultant Organizational Pure Innovative Broad

Societal Gamechanger Societal Pure Innovative Broad

Stealth Improver Organizational Hybrid Classic Specialized



Mapping OD
Competencies & Callings



Strategic Drivers Analysis

The consultant analyzes the 
organization’s latest strategic plan 
and interviews key stakeholders to 
determine which OD competencies 
will have the greatest influence on 
strategic success.



















Based on this evidence, leaders receive a 
customized profile including suggestions for 
transforming the design, development, and 

deployment of OD and OD adjacent talent both 
within units and across the system.





















Mapping OD 
Competencies & Callings 

with Roles



Dr. William Brendel
OpenSourceOD.com
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