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Abstract

Strategic plans are considered as the backbon&atégic management, which is one of the most itamor
processes in strategy management. The importansteadégic planning lies in four important itemse tsurvey,
the alignment of goals with budgets, strategy fdation, and strategic planning (Wagner, R.J, 2006).

This paper aims to explain the organizational dgwelent strategy and its role in improving admimiste
levels and achieving desired goals.

Initially, the subject of organizational developrhé@ngeneral was tackled, then the paper discusstiategies
of this organizational development, its effects] &ow to reach the highest level of organizatioapagement,
and development. Finally, the processes that éffdgtcontribute to the organizational developmiarsk were
discussed.
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1. Introduction

Organizations are an integral part of open sysiartise environment in which they exist, as theyiareonstant
interaction with them. Since the environment in aththey operate is becoming more complex and tarfiul
because of constant changes, these organizations become unstable. Hence the importance of the
organizational development strategy that motivateganizations to adapt to the main internal ancrex
variables related to customers, market, producti@cithical opportunities for survival and growth.

In light of the organizations' desire to achieveitthobjectives efficiently and effectively, and toeet the
changing challenges, especially in a profitablee sitihe organizational development strategy is ohéhe
modern methodologies that enable organizations detrthe challenges, maintain their survival, ankdiea®
their strategic objectives, which are mainly in #ehievement of competition and profitability, ahé events
Change adapted to the needs of the internal amdnattenvironment (Al-Ghalbi, Taher and Saleh & AduhAli,

2010).

In order to activate the effectiveness of orgamiretl development strategy and its impact on gfiate
objectives, organizational learning is involvedtls field as it represents a set of processes|¢aat to the
improvement of organizational activities by provigi them with the best knowledge and understanding
(Jashapara, A., 2011) and make a relative chanigehavior and practice among employees (Griffinpkhead,
1995).

Organizational learning also ensures that thess&guired and developed by the staff will continoeording to
the evolution of the organization and the environine

Current management trends in organizational devedop refer to the use of the term organizational
development as a set of means of intervention aiateldringing about change, skills, activities, saind
methods used to help the organization be moreigificThe concept of organizational developmetinised to
the systematic application of behavioral sciencevkadge in the area of growth planning, promotimeus on
strategies, functional structures, and organizatigmocesses to improve the effectiveness of tigarozation
(Ghorbanhosseini, M., 2013).

The strategic objectives are linked to the keennéssmpanies to develop their resources and chijiebat the
internal level, or access to those sources anchpaltexternally. Profitable companies are consyaptirsuing
strategic goals for growth, such as developing pevducts, building promotional relationships, axganding
their markets, due to their influential role in tteategy of these companies (Chen,K., 2014).

A large number of organizations still rely heavilg traditional management systems and programsptaae
them in the face of serious choices and persist@atility that may eventually lead to their faiuto achieve a
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large part of their strategic objectives. Sinceilness organizations are a purposeful entity instirese that their
existence is dependent on the achievement of épgoidls, in addition to the presence of the parebmvolved
in achieving personal goals through achieving thiecives of the organization. So many businesarizgtions
in many countries of the world have rushed to usmmizational development to make the changes degde
overcome the challenges to meet their strategieativps (Chen,K., 2014).

What enables business organizations to achievelébized change and achieve their strategic obp=iiy to
adopt modern and effective management strateg@sasiorganizational development and that the ditaton
of different organizations to the organizationalve&lepment programs will enhance their effectivenarg
enable them to achieve their goals in the lightaftinuous changes (Al-Douri, Zakaria and Salehté&n&d Ali,
2009).

2. Organizational Development

Organizational development is defined as a systenterned with the application and transfer of ddfien
knowledge to develop the work according to whatpianned and in a practical manner leading to the
identification of the appropriate organizationalusture and the interactive work methods that doute to
increase the efficiency of the organization andieach the strategic goals set (Thomas G., Gummings
&Cristopher G.Werley, 2013).

It is also known as a set of planned actions atatventions to improve the performance of the oigtion and
its employees. In addition, the organizational dmwment reflects the desired change to the orgtaizan a
planned manner. It also includes the applicatiothefoehavioral theory in the organization (Balz&dR, 2011).

The rapid change required needs the OD team to warlbuilding great capacities and potentials in the
organization to be able to anticipate the reshitd tan be obtained and thus prepare not only aptad this
change but to take advantage of the new opportsnitiat can arise and can Provided by the charegauBe,
the new and unexpected challenges mean life ohdeathe organization regardless of level, whethege or
small. Confronting challenges and exploiting oppoities for change and adding innovation to theanization

is one of the most important tasks of organizafiatevelopment because it reflects planned effortsed at
increasing the effectiveness of the organizatioth developing the potential of all Through a senéplanned
behavioral science interventions carried out Irlatmration with the Members of the Organization RIMA
OD, 2009).

In conclusion of the above that the change whitdcef human societies in all aspects, the lifdhesé societies,
leads to a change in the way of life of these smseand their way of life, also necessarily afidtte life of the
organizations, that necessitates the interventiothe organizational development which must be areg
through the top of the administrative pyramid iderto increase the effectiveness of the orgawizat adapt
these organizations with this change and grow tegetvith the existence changes happen in the work
environment.

The evolution of OD as a gateway since the lastutgrhas crystallized as a planned wide-rangingcgse
managed from the top administrative hierarchy gmaizations with the aim of increasing effectiventsough
the use of knowledge of behavioral sciences andugir continuous and long-term efforts to improve
organizational aspects and rejuvenate processasgthicollective management of the organizationtsie® and
guided by the theory and technology of applied bighal science, and relying on the methodology mbleed
research (French, W.L. & Bell, C.H. ,1998).

In the 1990s it was possible to identify specifiganizational development issues such as persenalapment,
organizational learning, institutional analysisdamany of issues that emerged as a result of tefte@and
development in social sciences related to impodaatyzes of culture and organizational policies.

It is important to note the three main dimensiotsciv are the most important reasons for the emergehthe
organizational development and its importance: (iae G. Cummings, 2009)

e Globalization.
e Technological revolution.
* Administrative creativity.

The most important challenges facing organizatimasy, which require constant readiness to dedl thiem,
include: globalization, sustainability, and tectompl.
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These challenges need effective organizationalldpxeent efforts, Globalization has led to majorftshin the
commercial and environmental markets resultinghiea ¢mergence of global markets and the emergence of
organizations to facilitate free trade between toem and continents as well as the constant chamge
governments and leaders, in which these organimtiperate without Doubt has given rise to new dppdies

and challenges (Thomas G. Cummings, 2009).

Organizational development aims to help organimgtion solving their problems by providing accurate
information about the activities and actions of thiganizations and the means, that can be adoptedange
these activities, including the adoption of modadministrative methods to pass the work in new wayd
methods to face competition and achieve excellandepermanence in work (Alia Jawad ,2013).

UNRWA, In its organizational development plan aetbrm initiatives in 2009, noted that the objecsiva# the

OD process are to combine all initiatives desigitednhance the organization's ability to serveamasts more
effectively and efficiently. Because of its holisipproach, organizational development is a coatiayprocess
of thinking, Learning, and work (UNRWA OD, 2009).

Organizational development also helps stakeholdersmake appropriate decisions that increase the
organization's competitive efficiency on the onadaand help employees work more effectively wilkleother,
thus improving the quality of the work environmdat all employees, because it does not involveningi and
development of individuals. But also on the waywhich the Organization operates in terms of the afse
appropriate administrative systems and organizatistnuctures that streamline information at tightitime and

in the appropriate circumstances (Armstrong, 2008).

3. Organizational Development Srategy

The organizational development strategy representset of activities, decisions and events that help
organizations to reform their public performanceairtimely manner and whenever necessary and thmerefo
effective in achieving the objectives of organiaatil development. It is a comprehensive plan basethe
needs and objectives of the organization and igded to help achieve the organization's goalsrisueng that
the steps to be implemented are accurate (Cumniing&,Worley, C., 2001).

OD strategy includes the following steps: (Cummjiigs& Worley, C., 2001)
« ldentify the problems which can be treated by OD

- Define the objectives of the organizational develept, the mechanisms of work, and the methods that
will be followed to bring about change

* ldentify and limit available resources
« Test the appropriate approach to work and develamsgo achieve goals

The organizational development strategy is alserd&s to the success of interventions through mirgdional
development, especially if the period during whibk organizational development takes a long peofotime
(Gregory A,Aranos ,2015).

Since organizational development often takes a timng, this involves introducing the concept ofagtgy to
organizational development, which helps the org#tion to deal with unseen and unplanned change.
Organizations in the 21st century found themsebssrating at very rapid technological, politicadasocial
variables; they have to introduce strategic thigkito promote the adopted organizational development
methodology. To address unexpected changes, thst@®gy adopted by the University of London Sdsgimk
University takes into account a range of pointsjuding encouraging employees and attracting neif with

the skills and expertise to ensure the successeobniversity's organizational development initiad (Martin,
2014).

It is necessary to involve administrators at allele of management in the formulation of the orgatibnal
development strategy and that cooperation betwdemngstrative levels in the formulation and implertetion
of the organizational development strategy item#,improve the performance of the organizationaaghole
(Randee,2011).

The organizational development strategy assist®tf@nization in the success of the reform initiggi and the
achievement of its objectives by pre-defining threg-term challenges facing the organization and greparing
to deal with these challenges by mobilizing theessary resources (Necmettin, 2015).

Most of Organizational OD processes need a long timmplementation, which means that new changes h
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not been taken into account, and adjustments tootiganization plan are necessary. In order for the
administration to respond to the organizationakdtgyment plan, it is necessary to monitor and etelthe plan
from time to time to assess the impact of this geaan the plan and to identify the necessary resoamd
modifications that must be made to the organizatigievelopment plan. Rather than becoming an olestac
achieving the organizational development of thelgdar which it was set. Hence the importance o th
organizational development strategy in that it éembhe organizational development staff to comtitaufollow

the steps of the organizational development plaajuate and intervene where it is necessary torene
success of the organizational development planrtiéttin, 2015).

4. Organizational strategy process

A functional structure made up of holons is calledlarchy. The holons, in coordination with the loca
environment, function as autonomous wholes in sopdination to their parts, while as dependent ant
subordination to their higher level controllers. 8hsetting up the WOZIP, holonic attributes suchwtenomy
and cooperation must have been integrated int@lévyant components. The computational scheme OZ\W

is novel as it makes use of several manufacturiagameters: utilisation, disturbance, and idlend@$ese
variables were at first separately forecasted bgmaef exponential smoothing, and then conjoirdlyrulated
with two constant parameters, namely the numbemacthines and their maximum utilisation. As validiate
through mock-up data analysis, the practicabilftyM®DZIP is encouraging and promising.

The processes on which the OD strategy is basedearategorized into five processes: diagnosisigdes
deployment, evaluation, and enhancement (Merfi052 Armstrong, 2008).

4.1 Diagnoses

Diagnosis is one of the most important steps te liké success of the organizational development pka
subsequent steps depend on the results of theadisgifThomas, 2009) defined diagnosis as the leyd of
the mechanisms through which the organization warkihe three basic levels: the organization asig the
function of each circle, and the function of eauttividual and the strengths and weaknesses ofleaeh

The diagnosis process aims to know how the orgtoizavorks and to identify the problems it faced an
identify these problems and challenges, includimg positives, and to find suitable solutions thadlde the
organization to reduce and overcome these problemst least to reduce their negative impact on the
performance of the organization as a whole. Thesptocess of diagnosis requires full coordinatietween the
members of the organization and the consultantskingron the implementation of the organizational
development process at all stages, from the stdgdata collection and analysis through the stagks o
implementation and implementation and the procésvaluation of the process of organizational depeient
and its impact on improving the performance ofdhganization (Carrie, 2013).

4.2 Designing

The design comes in the OD strategy immediatelgraétiagnosis. The design process is a process of
restructuring the organization in a way that achseits objectives through the organization's sjsatand
organizational structure. The design is definedaaset of intervention programs that may include the
organizational structure or behaviors of individual techniques used and procedures adopted aadresults

and outputs achieved through the process of diggn@sie to interactive relationship between bote t
diagnostic outputs, which may indicate weaknesth@ structure of the organizational structure, rimfation
systems or human resources, represent inputs tdesign process. This indicates an important ceietuthat

the correct diagnostic process leads to an ap@teptiesign process (Sargent, McConnel, 2008).

4.3 Deployment

Information is an important and essential factorimproving the quality of the services provided the
organization as it deals with all elements thatl leaimproving the effectiveness of the organizatianalysis of
the factors of strength and weakness, the exchangeise of information to enhance the managemélity dab
optimize the use of its resources (Khan, 2012).

Hence, it is important to publish information angyde it in a timely, accurate, easy and contirmumanner to
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all employees who are considered the most imponpant of the success of the process of organizaltion
development. As the process of organizational dgreent necessarily means the introduction of nethaooks

of work must be communicated to the employees anhthéw the ways and mechanisms through it, and ttius
deployment is an integral part of the process ghoizational development in the pursuit of the gaal the
organization's strategy (Chuck, 2012).

4.4 Evaluation

A process aims to review and evaluate the perfocamah OD in the context of achieving the desirefeotives
and determining whether necessary adjustmentsesaend (Carrie, 2013).

The evaluation process requires different departsnand at all levels to identify in advance theuiesd
interventions in the framework of organizationavelepment, and the level expected of the resultthese
actions, identify deviations and shortcomings idesrto intervene in a timely manner through appeder
adjustments that enable the OD process to coteecburse towards achieving the goals (Carrie, 2013

4.5 Reinforcement
Provide something specific to someone in ordeepeat desired behavior (Alperto & Troutman, 2009).

The performance of each employee in the organizaidmportant and contributes in one way or anotbe
achieve the objectives of the organization, albeitifferent rates from person to person accordingis job
position and the functional tasks required of him.
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