Building Agile and Inclusive Organizations
ORGANIZATIONAL AGILITY
Change is always a big buzz word when times are turbulent. In “peace time”, many organizations,
managers, and staff shift their focus to returning to normal. But what is normal? The conditions that
made the old normal possible almost never reappear. As exhausting as it may be to think about, the
truth is the only constant is change.
On the subject of undeniable facts, the statistics on the success of change initiatives are downright
frightening. Another undeniable fact is that the organizations that persist are the ones who figure out
how to build change into their DNA and are able to gain not one enduring advantage but many
momentary advantages.
In Built to Change (a bible of sorts for ChangeFlow Consulting), Lawler and Worley (2006) assert that
there is a model that both describes and predicts organizations that will be around for the long haul.
(They also assert the importance of considering social and ecological factors when we think of
sustainability and effectiveness of organizations—a topic for another time). Without going too deeply
into the model, here are some questions to help assess your organization’s agility. Or substitute
“team” for “organization” for a different level of assessment.

Identity

•What is your organization’s overall orientation to change: Love it,
Avoid it, Only if we have to?
•Would customers describe the organization as dynamic?

Strategy

•Does your organization’s strategy live in a five-year plan, or is it an
active verb?
•Is leadership spelled with a capital “L” and owned by a select few,
or is leadership shared throughout different levels of the
organizations?

Structure /
Processes

•Is the organization structure relatively flat, or is direct contact with
customers limited to a chosen few?
•Are staff empowered to make the decisions they need to, or do
most things need to be run up the chain of command?

People

•Are staff hired in part because they have a positive orientation to
change?
•Does the organization focus on nailing down job descriptions or
acquiring the right skill sets, or potential?

Rewards

•Are staff encouraged to spend time on and rewarded for learning
and experimenting, continuously improving?
•Are staff rewarded for seniority or outcomes?

Culture

•Is organizational learning a real priority?
•Are failures as well as successes shared for the purpose of improving
performance and capturing efficiencies?
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DIVERSITY AND INCLUSION
The attention that organizations place on diversity management waxes and wanes. It doesn’t help
that the meaning of the terms we use to refer to human differences keeps evolving. Where we’ve
landed for now is that diversity refers to the physical presence of people with a range of differences
within the organization while inclusion occurs when learning from and adapting differences
becomes part of the organizational culture. Organizations that do take on D&I struggle with where to
put accountability for it, or how to prioritize it alongside other business challenges.
ChangeFlow believes that organization development (OD) and D&I are intertwined. Both areas strive
for the same effectiveness outcomes for individuals and organizations: productivity, performance,
and sustainability. OD practitioners are uniquely qualified to help foster inclusion because we’re
process experts who specialize in human dynamics; we already know how to facilitate difficult
conversations; we’re trained to diagnose and correct alignment between strategy, organization
design, and culture; and we’re often brought in to speak Truth to Power.
A full-on inclusion initiative may not be appropriate for every organization. At the same time
organizations can be blind to the costs associated with neglecting D&I, e.g. absenteeism, drops in
productivity, low engagement, turnover. For some organizations, taking on smaller chunks like cultural
competency or gender awareness campaigns may suffice. Or there may be a focus on specific
programs like flexible working or alternative career ladders. Other organizations might not even utter
the words “diversity” or “inclusion”, but choose instead to focus on a common business routine, e.g.
collaboration, internal communications.
Here are some questions to help you think through where your organization sits on the spectrum, and
where it needs to be.

Context

•Is the pressure to focus on D&I coming from inside or outside of the
organization?
•Have there been patterns of insensitivity, or even outright
discrimination?

Strategic
Response

•What is your organization’s orientation to D&I in relation to its strategy:
•There’s only one way to do business
•We focus on representation for legal reasons
•Our staff reflects our customers so we can dominate those markets
•Our organizational culture adapts differences for the purpose of
learning and effectiveness

Practices

•How does your organization go about educating itself about D&I?
•We don’t
•We have an annual mandatory training
•We celebrate holidays with food and costumes
•D&I is part of our daily discussion

Management

•Does your manager acknowledge D&I as a factor in your
performance evaluation?
•Does your manager discuss D&I topics with the team?
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