
When little girls gather, brown or beige 
palms, ivory or olive fingers scoop up a 
handful of jacks and catch a quarter-size 
rubber ball. Cheers easily erupt among our 
little sisterhood while playing a competi-
tive-friendly sport. Girls then grow up into 
a society of biased media images, dispar-
aging voices, and prejudiced institutions 
that paint a different meaning, defining 
the worthiness of the shades of hands 
once embraced in friendship. We, Yvette 
Angelique Hyater-Adams, a heterosexual 
African American woman, and Deborah 
Howard, a White Jewish heterosexual 
woman, come from this experience. Our 
story is one of unlearning old societal 
narratives and embarking upon a journey 
of trust as colleagues, that bloomed into a 
deep friendship and love. 

In this article, we share our inner 
thoughts and discoveries about our 
cross-race relationship as professionals 
and friends. Our connection grew out 
of the significance we place on authen-
ticity, lifelong personal growth, and 
self-determination. Key to building our 
relationship was owning and working with 
personal awareness and choice. We used 
ourselves to explore the role of race and 
other differences at the individual, group, 
and systemic levels, and uncovered three 
critical factors in the ways we use ourselves 
that led to our strong work and personal 
relationship:

1.	 We explore race: It is integral to our 
work and relationship;

2.	 We are courageous and trust each 
other; and

3.	 We support each other.
And, we discovered that it is the heart, soul, 
and spirit that nourish our relationship. 

In our desire to work together, we 
discovered our mutual disenchantment 
with traditional “diversity work.” Tradi-
tional diversity work tends to focus either 
on a didactic examination of systemic 
racism and oppression or on superficially 
increasing awareness of and sensitivity to 
differences, using limiting binary views 
of race and social identity. We balked at 
those either/or approaches, wanting to find 
ways to surface and unravel intertwined 
social identities in ways that create both 
individual and systemic awareness. Both 
of us use narrative and metaphors in our 
personal growth, leadership development, 
and executive coaching work. We chose, 
therefore, to explore creative and heartfelt 
ways of engaging people in cross-race 
dialogue that would lead to personal and 
societal change, using expressive arts. We 
wanted to design a holistic, comprehensive 
learning program that would:
»» Lead to a deep intellectual and emo-

tional understanding of self, others, 
and systems; 

»» Take people out of their heads and into 
their hearts, souls, and spirits; and
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»» Incorporate issues of power and privi-
lege, dominance and subordination, 
and an analysis of the individual, group, 
and systemic levels. 

This led to the idea of developing a 
multi-disciplinary, multi-level commu-
nity leadership development program in 
which individuals could acknowledge and 
heal from the psychic traumas of racism 
and other isms and engage in group level 
dialogues across differences that would 
enable them to co-develop strategies for 
creating and sustaining healthy teams, 
organizations, and communities. Below 
are our stories:

Yvette’s Story

My main interest is using narrative 
and expressive writing, while Deb uses 
metaphor and story. I created a model 
and approach called transformative narra-
tives that uses written and verbal stories 
to create a foundation to unearth the 
multiple perspectives and intersectionality 
of group identities such as race, gender, 
etc. With a history as a long time artist, 
musician, and writer, I found it difficult 
to publicly embrace my social identity 
of “artist” in my corporate life. But Deb 
welcomed this part of me. What drew me 
close to her was her excitement and how 
she “got” the way art and creativity activate 
the right side of brain, allowing access to 
emotions, the unconscious, and the whole 
person. She readily joined me in integrat-
ing the arts (narrative writing, textile arts, 
etc.) as a vehicle for exploring differences 
and developing and sustaining authentic 
relationships across race, gender, class, 
sexual orientation, and other social identi-
ties. We created a learning platform where 
poetry and creative writing, mixed-media, 
and textile arts would become manifesta-
tions of individual and group identity; 
powerful, transformative storytelling would 
follow the art-making. Deb’s steadfast join-
ing and support of my work indicated she 
saw all of me, and that meant everything 
to me.

Connecting at the individual level with 
Deb lay a warm ground for building trust. 
A meaningful experience for me was when 

Deb and I wrote e-letters to each other. 
These letters were mixed with what we 
were learning as applied behavioral science 
practitioners, and grew even more com-
plex with more personal topics and group 
level conversations about race. I then had 
to work on my ghosts—the realities of my 
cumulative experiences of negative impact 
from “colorblind” practicing White women. 
Deb and I were race conscious, curious, 
and eager to explore our histories, behav-
iors, and actions. There were no “untouch-
able” topics. This helped me see White 
women as more complex, and I peeled 
away the lines that framed boxes where 
I sometimes placed them. How I enter in 
relationship with and authentically sup-
port White women today has profoundly 
changed as a result of my relationship 
with Deb.

Deb’s Story

For my relationship with Yvette to be based 
on authenticity and openness, race had to 
be an on-the-table topic. If it were a taboo 
topic for us, our relationship would likely 
have remained superficial. I have to see 
and acknowledge my whiteness, and the 
unearned privilege, internalized racism, 
and White racial lens that accompany it. 
As a White woman, what I bring to our 
friendship is not having some expertise in 
being a White ally. I claim no such exper-
tise. I bring a heartfelt desire to personally 
and professionally support Yvette, and an 
understanding that I will never reach the 
end of my learning journey. My relation-
ship with Yvette is not about being her 
White ally – it’s about being a fellow trav-
eler on a spiritual journey.

When we talk about race, I feel seen 
and heard. If I say something that doesn’t 
resonate with her, she asks questions to 
understand my perspective, rather than 
try to convince me that I’m wrong. Once, 
when we were talking about racial identity, 
I shared that I’m not comfortable with the 
idea that because I am White, I should 
“own White people.” As a writer, words 
carry enormous significance for me and 
the word “own” didn’t sit right with me. 
Yvette didn’t insist that I accept specific 
terminology or jump to conclusions about 

what I meant. Curious about how that 
phrase impacted me, she asked me to tell 
her why I felt that way. I explained that 
while I don’t feel I own White people, I do 
“own my whiteness.” I claim it as my racial 
identity, own the unearned privileges and 
internalized racism that come with it, and 
acknowledge the lived reality of the social 
construct of race. I choose not to buy into 
the social construct of race by claiming a 
group of individuals as “my people” simply 
because we share the same skin color. 
My people are those whom I consider my 
closest friends with whom I identify a kin-
dred spirit and heart-to-heart connection. 

Conclusion 

Our work in personal and social change, 
and our support of each other, is about nur-
turing our own and each other’s personal 
and spiritual growth, something author, 
feminist, and social activist bell hooks 
speaks to in her book, All About Love. We 
are about being open to dialogue and hold-
ing each other in loving-kindness and good 
faith—and that is all about love.

Yvette Angelique Hyater-Adams, 
MA-TLA, is a writer, teaching-
artist, and narrative practitioner 
in applied behavioral science. She 
runs Narratives for Change and is 
a highly sought-after leadership 
coach and facilitator for writing 
workshops, women’s and girl’s 
development programs, and social 
action writing. She can be reached 
at: YHYATER@gmail.com.

Deborah Howard, Esq., M.S.O.D., 
P.C.C., President of Guiding Change 
Consulting, Inc., is a leading orga-
nizational consultant, professional 
certified coach, and author who 
previously worked as a public inter-
est lawyer. She helps leaders and 
their teams transform themselves 
and the world by tapping into their 
wisdom and creative potential. She 
can be reached at: debhoward@
guidingchange.com.
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A New e-Book Resource for Practitioners 

Organization Development in Practice

Editors
William J. Rothwell, Jacqueline M. Stavros, 

Roland L. Sullivan, and John Vogelsang

Available from the Organization Development Network
OD Network 

Organization Development in Practice brings together experienced OD professionals who share their methods 
for developing more effective and resilient organizations, enabling organizational and social change, and being 
responsive to continuous change. 

Some of the chapters include:

The Ebb and Flow of OD Methods
Billie T. Alban and Barbara Benedict Bunker describe 
the first and second wave of OD methods and their 
perspective on what is happening in the 21st century. 
When OD methods first emerged in the 1960s, they were 
considered innovative and exciting. OD practitioners 
have shifted their methods with time and adapted to 
current situations. However, Alban and Bunker question 
which of the current methods are new and which are just 
a repackaging of already existing practices. As the pace 
of change has accelerated, they also wonder whether 
the turbulent external environment has driven many to 
think they need new methods when what they may need 
is more creative adaptation of existing methods.

How the Mind-Brain Revolution Supports  
the Evolution of OD Practice 
Teri Eagan, Julie Chesley, and Suzanne Lahl believe 
that the early promise of OD was inspired by a 
desire to influence human systems towards greater 
levels of justice, participation, and excellence. They 
propose that a critical and integrative neurobiological 
perspective holds the potential to advance OD in two 
ways: what we do—the nature and quality of our ability 
to assess and intervene in service of more effective 
organizations and a better world; and who we are—our 
competencies, resilience, and agility as practitioners. 

Culture of Opportunity: Building Resilient 
Organizations in a Time of Great Transition 
Mark Monchek, Lynnea Brinkerhoff, and Michael 
Pergola explore how to foster resiliency, the ability 
to respond effectively to change or challenges. They 
examine the inherent potential of resilient organiza
tions to reinvent themselves by understanding their 
social networks, using design thinking, and utilizing 

the fundamentals of action research in a process 
called the Culture of Opportunity that leverages 
the talent, relationships, knowledge, capital, and 
communications that are largely fragmented and 
disconnected in most organizations. They outline the 
process of instilling a Culture of Opportunity within 
three distinct organizations that hit crisis points in 
response to changing environments and difficult 
circumstances.

At the Crossroads of Organization Development  
and Knowledge Management 
Denise Easton describes what emerges at the 
intersection of OD and Enterprise Knowledge 
Management, where a collaborative partnership 
accelerates the understanding, development, and 
transformation of dynamic, techno-centric systems 
of knowledge, information, learning, and networks 
found in 21st century organizations. When OD is part 
of developing knowledge management processes, 
systems, and structures the organization not only 
survives but thrives.

Accelerating Change: New Ways of Thinking  
about Engaging the Whole System
Paul D. Tolchinsky offers new ways of developing, 
nurturing, and leveraging intrapreneurialship in 
organizations. Most organizations underutilize 
the capabilities and the entrepreneurial spirit of 
employees. Tolchinsky describes how to unleash the 
entrepreneurial energy that exists in most companies. 
In addition, he offers five suggestions organizations 
can implement, drawing on several examples from 
corporations such as Zappos, FedEx, HCL Technologies, 
and companies developing internal Kick Starters and 
crowd sourcing platforms.
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Journal Information

The OD Practitioner (ODP ) is pub-
lished by the Organization Develop-
ment Network. The purpose of the 
ODP is to foster critical reflection 
on OD theory and practice and to 
share applied research, innovative 
approaches, evidence based practices, 
and new developments in the OD field. 
We welcome articles by authors who 
are OD practitioners, clients of OD 
processes, Human Resource staff who 
have partnered with OD practitioners 
or are practicing OD, and academics 
who teach OD theory and practice. As 
part of our commitment to ensure all 
OD Network programs and activities 
expand the culture of inclusion, we 
encourage submissions from authors 
who represent diversity of race, gender, 
sexual orientation, religious/spiritual 
practice, economic class, education, 
nationality, experience, opinion, and 
viewpoint. 

The Review Process

The ODP is a peer reviewed journal. 
Authors can choose between two 
review processes and should notify the 
Editor which they prefer when they 
submit an article: 

Process 1 (open peer review): Submit 
articles with a cover page with the 
article’s title, all authors’ identify-
ing and contact information, and a 
50– 80 word biography for each of 
the authors; also include any acknowl-
edgements. Two members of the ODP 
Review Board will review the article. 
They will recommend accepting 
the article for publication, pursuing 
publication after suggested changes, 

or rejecting the article. If they decide 
the article is publishable with changes, 
one of the Review Board members will 
email or call the primary author to dis-
cuss the suggested changes. Once the 
author has made the changes to the 
satisfaction of the two Review Board 
members, the ODP Editor will work 
with the author to prepare the article 
for publication. 

Process 2 (double blind peer review): 
This option is offered to meet the 
standards for academic institutions. 
Submit articles with a cover page with 
the article’s title, all authors’ identify-
ing and contact information, and brief 
biographies for each of the authors; 
also include any acknowledgements. 
Provide an abbreviated title running 
head for the article. Do not include 
any identifying information other than 
on the title page. Two members of 
the review board will independently 
receive the article without the author’s 
information and without knowing the 
identity of the other reviewer. Each 
reviewer will recommend accepting 
the article for publication, rejecting the 
article with explanation, or sending 
the article back to the author for revi-
sion and resubmittal. Recommenda-
tions for revision and resubmittal will 
include detailed feedback on what is 
required to make the article publish-
able. Each ODP Board member will 
send their recommendation to the 
ODP Editor. If the Editor asks the 
author to revise and resubmit, the Edi-
tor will send the article to both review-
ers after the author has made the 
suggested changes. The two members 
of the Review Board will work with 
the author on any further changes, 
then send it to the ODP Editor for 

preparation for publication. The ODP 
Editor makes the final decision about 
which articles will be published. 

Criteria for Accepting an Article

Content 
»» Bridges academic rigor and 

relevance to practice 
»» Is accessible to practitioners 
»» Presents applied research, innova-

tive practice, or new developments 
in the OD field

»» Includes cases, illustrations, and 
practical applications

»» References sources for ideas, theo-
ries, and practices

»» Reflects OD values: respect 
and inclusion, collaboration, 
authenticity, self-awareness, and 
empowerment.

Stylistic
»» Clearly states the purpose and 

content of the article
»» Presents ideas logically and with 

clear transitions
»» Includes section headings to help 

guide the reader
»» Is gender-inclusive
»» Avoids jargon and overly formal 

expressions
»» Avoids self-promotion

If the article is accepted for publica-
tion, the author will receive a PDF 
proof of the article for final approval 
before publication. At this stage the 
author may make only minor changes 
to the text. After publication, the Edi-
tor will send the author a PDF of the 
article and of the complete issue of 
ODP in which the article appears.

(continued next page)
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Guidelines for Authors (contd.)

Preparing the Article  
for Submission

Article Length
Articles are usually 4,000 –  
5,000 words. 

Citations and References
The ODP follows the guidelines of 
the American Psychological Associa-
tion Publication Manual (6th edition). 
This style uses parenthetical reference 
citations within the text and full refer-
ences at the end of the article. Please 
include the DOI (digital object identi-
fier; http://www.apastyle.org/learn/
faqs/what-is-doi.aspx), if available, with 
references for articles in a periodical. 

Graphics
Graphics that enhance an article are 
encouraged. The ODP reserves the 
right to resize graphics when neces-
sary. The graphics should be in a 
program that allows editing. We prefer 
graphics to match the ODP’s three-, 
two-, or one-column, half-page or full-
page formats. If authors have ques-
tions or concerns about graphics or 
computer art, please contact the Editor.

Other Publications
The ODP publishes original articles, 
not reprints from other publications 
or journals. Authors may publish 
materials first published in the ODP 
in another publication as long as 
the publication gives credit to the 
OD Practitioner as the original place 
of publication.

Policy on Self-Promotion
Although publication in the ODP is 
a way of letting the OD community 
know about an author’s work, and is 
therefore good publicity, the purpose 
of the ODP is to exchange ideas and 
information. Consequently, it is the 
policy of the OD Network to not accept 
articles that are primarily for the 
purpose of marketing or advertising 
an author’s practice.

Submission Deadlines
Authors should email articles to the 
editor, John Vogelsang, at jvogelsang@
earthlink.net. The deadlines for submit-
ting articles are as follow: October 1 
for the winter issue; January 1 for the 
spring issue; April 1 for the summer 
issue; and July 1 for the fall issue. 

The Organization Development Network Presents... 

The Global OD Practice Framework™  

Vetted by more than 1000 OD leaders 
across the world, the Global OD Practice 
Framework™ identifies and details the 
specific competencies required for superior 
performance as an OD practitioner. 

Want to know more?  

Attend a Sneak Preview webinar!  

- Email us at ODNetwork@odnetwork.org to express your interest  

Attend the Big Reveal!  

-October 7-10, 2016 at the 2016 OD Network conference in Atlanta, GA.  
  More conference  info at www.odnetwork.org 

- Email us at GlobalFramework@odnetwork.org to express your interest

57OD Practitioner Guidelines for Authors

Copyright © 2016 by the Organization Development Network, Inc. All rights reserved.

http://www.apastyle.org/learn/faqs/what-is-doi.aspx
http://www.apastyle.org/learn/faqs/what-is-doi.aspx
mailto:jvogelsang@earthlink.net
mailto:jvogelsang@earthlink.net
http://www.odnetwork.org
mailto:GlobalFramework%40odnetwork.org?subject=


Products and Services

Publications

»» OD Practitioner, the flagship publica-
tion of the OD Network, is a peer-
reviewed quarterly journal.

»» Practicing OD provides practice-
related concepts, processes, and 
tools in short articles by and for 
busy practitioners.

Both publications and their submission 
guidelines are available online at http://
www.odnetwork.org. 

Member Benefits

Low annual dues provide members with 
a host of benefits:

»» Free subscriptions to our 
publications.

»» Free access to online job ads in the 
OD Network Job Exchange.

»» Discounts on conference registra-
tion, OD Network products (includ-
ing back issues of this journal), Job 
Exchange postings, professional 
liability insurance, books from John 
Wiley & Sons, and more.

»» OD Network Member Roster, an 
essential networking tool, in print 
and in a searchable online database.

»» Online Toolkits on action research, 
consulting skills, and HR for OD—
foundational theory and useful tools 
to enhance your practice.

Professional Development

OD Network professional develop- 
ment events offer cutting-edge theory  
and practice. Learn more at  
http://www.odnetwork.org.

»» OD Network Conferences, held 
annually, provide unsurpassed pro-
fessional development and network-
ing opportunities.

»» Regular webinars include events 
in the Theory and Practice Series, 
Conference Series, and OD Network 
Live Briefs.

Online Resources

In addition to the online resources for 
members only, the OD Network website 
offers valuable tools that are open to the 
public:

»» Education directory of OD-related 
degree and certificate programs. 

»» Catalog of OD professional develop-
ment and networking events. 

»» Bookstore of titles recommended by 
OD Network members.

»» Links to some of the best OD 
resources available. 

»» E-mail discussion lists that allow 
OD practitioners worldwide to share 
ideas. 

»» Lists, with contact information, 
of regional and international OD 
networks.

»» Case studies illustrating the value of 
OD to potential client organizations.
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Human Resource Management is changing. Moving beyond basic
transactional functions, your role as an HR professional has now
evolved to working with executives and managers to set priorities and
guide change for your organization. Drawing upon the research and
practice of seasoned Organization Development professionals,
Handbook for Strategic HR collects articles found in the esteemed
journal OD Practitioner to give you a full overview of the core
knowledge and skills you need to play a trusted advisory role in your
organization. 

A compendium of the best thinking on the subject, Handbook for
Strategic HR supplies you with methods to help you: see the big
picture, think systemically, and strategically identify where best to
foster change in your organization; team up with consultants and
senior level staff in leading change projects; put employee
engagement to practical use in the important work your
organization is doing; operate effectively in cross-cultural and
virtual working situations; and much more. 

Featuring 78 articles containing creative approaches, practical
tips, and proven methods that will help you add value to your
company, Handbook for Strategic HR is the gold standard
resource on the important topic of organizational development.

Things are changing in the
world of human resources.

Acompendium of the best thinking on the subject, Handbook for Strategic HR includes 78 articles
from the renowned OD Practitioner. It introduces readers to core organization development strategies
and skills, giving them creative approaches, practical tips, and proven methods to help them: 

• See the big picture, think systemically, and strategically identify where best to foster change in their
organization 

• Team up with consultants and senior-level staff in leading a change project 

• Put employee engagement to practical use and involve “minds, hearts, and hands” in the important
work of the organization 

• Operate effectively in cross-cultural and virtual working situations 

Comprehensive and practical, this forward-thinking book enables readers to become key partners in
leading their organizations forward. 

About the Editors:

OD PRACTITIONER is the quarterly
journal of the Organization
Development Network, an
international association whose
members are committed to practicing
organization development as an
applied behavioral science. 

The Handbook for Strategic HR is
edited by: John Vogelsang, Maya
Townsend, Matt Minahan, David
Jamieson, Judy Vogel, Annie Viets,
Cathy Royal, and Lynne Valek

ISBN: 978-0-8144-3249-5
Hardcover, $60.00 US
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