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Introduction
Organizational behavior is parallel to its success or failure. Employees’ behavior in an organization should be backed by frequent checks and balances stipulated by the work culture. It is upon the management to lay down procedures that will provide the right and expected organizational behaviors. This paper responds to aspects of organizational behavior as carried out in the XRS Laser Group Case Study team as part of week two, question one. The XRS Laser Group team leader, John Everet, has perpetually impacted dismal results owing to misaligned team leadership skills. The response consequently takes a divergent approach to rectify issues and concerns brought in by previous team leadership. The response is also conducted by new leadership as opposed to the previous one. Organizations fail when the leadership fails. In addition, the paper also analyzes the impacts of using internal and external practitioners and team approaches to mitigating challenges that befall organizations. This latter part forms part of the week two question two.
Week Two Question One
Response to the XRS Laser Group Case Study Questions
The study questions are framed in two parts. Part one deals with the issues and concerns that would be taken on the roles to be enacted by Ryan, the new XRS Laser Group team manager. The second part covers part of the decision in relation to the unethical behaviors of John Everet, the current XRS Laser Group team manager. The decision is based on whether I would confront him or not.
Part One: Issues and Concerns I Would Have When I Take the Job
If I were to take the job, the terms and conditions I would bring in place, including adhering to the company’s codes of conduct. As discussed by Baldwin, Bommer & Rubin (2012), the codes of conduct charter would provide me with the grounds for taking stern actions against team leaders like John. Equally, I would ensure that each team member is evaluated on the basis of their performance. The purpose of using performance evaluation will serve as a method of recognizing and appreciating those team members that outperform the others. Simultaneously, the codes of conduct and the performance evaluation will reiterate the reasons why it is necessary for each member to implement his or her duties adequately and diligently.
I would ask questions such as “what is the interval within which the company offers training to its members on accountability and professionalism at work?” Also, I would ask department leader, Kate Pringle, that Larry uses to keep in touch with Laser Group whether the company has a pre-existing work culture and if so, what are its corresponding propositions? Furthermore, I would ask whether the company uses some form of performance appraisal system to motivate the trying employees. The letters (OD Letters. Case: The XRS Laser Group) make it is practical to state that even if the appraisals are there, they are lackadaisical enough to prompt poor performance. Revision on the issue would be among my new conditions on the job. These questions and much more are to guide me in understanding the team I would be working with. Occasionally, organizational culture and laid down communication elements encourage the members of the organization to behave in a given manner such as John’s (Černe et al., 2018). It is only professional of me to ask these kinds of questions in gauging the inclination of the company’s employees.
My decision on the right person for the job is based on my qualifications as attested in the email exchange with Larry.  In my email to Larry, I have stated that I understand the nature of the work that comes with a variety of teams. The work is sort of hectic and sums up the reasons why Larry was not in the office when I called on him. I have the background knowledge both as an OD Practitioner and a field or project management leader. I am also equipped with immense background experience relating to how particular teams behave and what should be done about such behaviors. I am competently ready for the job.
Part Two: Approaches to Dealing with Unethical Behaviors
I would not directly confront John in the first few weeks or in a couple of months when I take the job. John Everet is an embodiment of unethical behavior in XRS Laser Group. He acts in an insubordinate manner during normal team operations and evidently during the team’s annual retreat. He is evidently not a credible team leader. Backed by the said standards of team results, the team he has led for two years, he is unwaveringly not a people’s person (OD Letters. Case: The XRS Laser Group). I would initiate new guidelines that are grounded on ethical standards and professionalism, use of codes of conduct and performance appraisals and evaluation to change his behaviors. With these new guiding procedures, John will have no choice but to tame his unbecoming conduct. If, in case he fails to live up to the laid guidelines, I would enact disciplinary procedures upon him.
In addition, directly confronting John upon taking my new roles as the team manager will only compel a bad approach with the rest of the team members. It is, therefore, competent of me to act strategically and efficiently with such ethical concerns. As told by Hawkins (2018), leadership relies on the appreciation of both emotional and logical approaches to issues in management. As emotional intelligence allows competent managers to tap into their staff’s affiliations, so does logical approach to decisions. For this reason, I will buy time to investigate and act accordingly when issues of ethical misalignments take front gear at my organization.
Week Two Question Two
Pros and Cons of External and Internal Practitioners
External practitioners can easily be trusted by company employees. Since they usually bring a non-partisan approach to issues and decisions that affect the company, employees tend to trust them more than internal specialists (Tabassi et al., 2017).  Also, external practitioners are credible as they help to confirm already available decisions about company experiences. In summary they provide tried and tested insights to a consulting organization. However, external practitioners do not provide best implementing decisions because once they give their professional expertise they are off the implementation process. They don’t see the project to its implementation phases. In addition, the legal charges that come with consulting external practitioners can be expensive to maintain when the problems in the organization persist.
Internal practitioners are efficient because they see the implementation of their decisions. As they advise the team leadership, they remain to see the actualization of their decisions (Coker, 2017).  Similarly, internal practitioners readily know and have a deeper understanding of the challenges faced by the company. For this reason, they can strategically handle each challenge accordingly. Conversely to these pros, internal practitioners are often viewed as other additionally organizational workers therefore impeding trust flow. The employers are fond of them and they can also take sides in their decisions. It is, therefore, not impactful to use internal practitioners.
Viability of Team Approach
Team approach is a viable option because it provides effective communication in an organization. Dissemination of crucial information pertaining to organizational strategies, goal setting and training can easily be broken down through team approach (Tabassi et al., 2017).  The team approach is correspondingly important because it enables unbiased problem solving and decision-making. With teams, it is possible to discuss various challenges, brainstorm various solution alternatives that are contributed by different members. In the long run, the team and the organization achieve internal coherence and efficiency.
Recommendation for My Organization
The recommendation that I would make for my organization is the use of performance appraisal to help notice the team members that consistently bring in impeccable results. It has been the norm in my organization for the team leader to take all credit owing to his minimal contribution and position as compared to the other members. The change I recommend is for the management to provide appraisal procedures that appreciate every individual’s work and not just the team leader as has been.
Conclusion
Organizational teams need to work in unity to achieve set goals. They also need to have laid down procedures that guide in dealing with critical issues that affect the normal operations of the organization. Procedures such as using codes of ethics, performance appraisals and evaluations and competency at one’s work are debatably the leading resolution measures pertaining to the proper roadmap in an organization. Team leaders should also be backed by elaborate background experiences that help them encounter problems associated with running teams. The experiences spanning in years of effect, emotional intelligence and logical approach to legal and ethical issues are the best ways forward to rectify the behavioral misalignments at the XRS Laser Group. Furthermore, organizations should know when and why it is necessary to use internal and external practitioners to effect needed changes in the organization.  As much as both the practitioners bring in impeccable results, there pros and cons vary substantially depending on the challenges and type of organizations they aim to solve and offer remedy. In a nutshell, using team approach generally helps to reduce the constrictions that practitioners aim to iron out in organizations. The teams should, therefore, be encouraged and strive for unity and coherence at all times.
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