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Introduction
Change is an inevitable aspect of human life. In for-profit or non-profit businesses, change eventually comes. The only advantage a company can have is to attach itself to environmental changes as they determine what customers would need and what grows the business.  In the Organizational Development and Change case study attached, failing to accept change when it came to the socially inclined Ben and Jerry Ice Cream business caused the company internal misalignments and problems. Failure to acknowledge the change in the study has generally deteriorated the standards of employee relations, management and production operations, and market profitability. Although the company is well anchored in its external social mission and vision statements, its internal coherence and appreciation of roles and responsibilities fail to align completely. This paper analyzes the case study with the intention of finding the best way forward in addressing its challenges, issues and concerns. The paper also answers the posted case study questions through the integration of the answers from the second subheading. It is, however, very important for organizations to accept change as it is used by market competitors to efficiently leverage customer and market needs.
Facts and Key Issues in the Ben and Jerry Case Study
Ben & Jerry’s Homemade Inc. from the onset performs well in the ice cream business whose profitability soars higher in the initial years after its inception. It is run centrally using sociological visions and missions of satisfying the customers and giving back to the community. The company establishes its marketing styles which are opposed to the American corporate model. Actually, the founders, Ben and Jerry, use door to door marketing in order to keep customers well inclined to product purchases (Cunning & Worley, 2009). This is the first initial move that creates worrying concerns about the growth of the company. Even though the outlets of the company have increased with almost twenty managers, strategic role distribution and responsibility harmonization prove challenging both to the founders and the managers.
Critical issues at Ben & Jerry’s Homemade Inc. are fear of changing the company’s traditional approaches such as marketing and the organizational culture. There is also a misalignment in the outward image of the company against what happens within the company. Internally, the company workforce conceptually does not engage in ordinary conversations (Cunning & Worley, 2009). For this reason, the company constantly ran out of ice cream products, employees had long working hours, pressure developed between departmental heads and financial problems compounded the frustrations. Illustrations of Augustsson et al. (2017) demonstrate why organizations require technology-assisted systems to predict loopholes before they actually happen. These issues dawned on the company leadership which is also an issue that change intervention needs to iron out. As summed by Augustsson et al. (2017), the said change can only be achieved through the initiation and implementation of organizational development, OD approach.
Alternative Courses of Action
In order to address the critical issues and concerns of the case study, diagnosing the need to create teamwork through tenets of organizational development is a vital course of action for the growth of the company. Similarly, there is an option to downsize or simply limit the growth of the company as desired by the founders so as to maintain the original size of the business and keep its people connected, as shown by Cunning & Worley (2009). Factors that support the points of view of these two options are impactful when viewed against the general market and customer needs. As much as a company requires its cultural alignment to serve as its emblem in the market, it also needs the strategies of the organizational development approach to remain successfully profitable. These two alternatives give the response to the first question of the case study.
In determining whether a company is under- or over-organized, the diagnosis looks at the roles performed by the company managers. The diagnosis also looks at the correlation between the departments as well as feedback and points of view of stakeholders, as shown by Lau, Lee & Chung (2019). The indication that the roles and responsibilities are too overwhelming for the capabilities of the employees and managers designate that organization is under-organized (Maier, 2018). Conversely, the company is over-organized when there are many managers more than the roles they are to play in the company.
Evaluation of Alternative Courses of an Action
The implication for planning an organizational development intervention requires the views of the organizational leadership as shown in the case study. The leadership position of Ben and Jerry Homemade Inc. through the company’s stakeholders is illustrative of the directions aimed by the OD in regards to retaining organizational culture or growth of the company. In addition, the concerns and fears described by employees is a consideration that OD intervention must envisage. Without addressing such concerns, no probable solutions will be impacted. Furthermore, OD intervention through its team building aims to curtail the under-organized predisposition at Ben and Jerry Homemade Inc. Team building will help the company to address most of its employee relationship management and foster interdepartmental correlation (Maier, 2018). On a wider scope, it will result in employee appreciation through collective decision making.
Team building is affirmatively a good way to launch an organizational development effort.  It is better than other approaches such as top-down and companywide OD approaches. For instance, merging the company leadership to engage with subsidiary company managers in OD matters that sometimes culminate into years have always proven ineffective to struggling companies. This is a demerit of the top-down approach. The same case has been witnessed in initiating OD based on the companywide approach. In a struggling or conflicted company like Ben and Jerry Homemade Inc., it is impossible to find the managers such as Chico sitting together with subordinate employees brainstorming the company’s change initiatives. The employees herein reportedly lack technical experience to appreciate views from their leaders (Cunning & Worley, 2009). These are the reasons why team building is the best approach of launching OD in a distressed organization.
Recommendation of the Best Course of Action
Team building is the best organizational development approach that can reverse the conditions of the case study company. Team building ensures that within the subunits listed as the structures of the company, every employee serves the roles that correspond to his skills, as justified by Hayat et al. (2019). Team building creates ideological appreciation through participation by members. It also allows easy delineation of responsibilities deserved by wages accredited to the employees. Ben and Jerry Homemade Inc. being a culturally oriented company, the use of team discussions will allow members to learn through interpersonal knowledge skills transfer as discussed by Nikitenko et al. (2017). In addition, problem-solving and decision making becomes easier when tasks are analyzed in groups, therefore improving its efficiency.
As demonstrated by the external OD practitioner in the case study that helps in launching the organizational development plan, team building is the best course of action that restructures the managers’ responsibilities. Before launching the organizational development intervention, the company managers worked alongside the employees making implementations of processes impossible in terms of management. Hayat et al. (2019) and Nikitenko et al. (2017) agree that team building creates a positive correlation that harmoniously marks out every aspect of the company from employee management, product invention and employee overall satisfaction. These are the reasons why I recommend using team building as part of OD intervention over limiting the size of the company to retain its original culture and people connectedness.
Conclusion
Internal organizational alignment must sync with the outward appearance of the company so as to ensure business efficiency is achieved. The culture of the company that is welcoming and enticing must begin from its internal structural coherence. Employees need to work in a setting where the leadership exemplifies not only skillful management but also addresses the hopes and needs of the employees in regard to the goals and situational operations. Failure to provide these business efficacy concepts at the expense of good results from the staff creates unending conflicts and employment dissatisfaction. The organizations that strategically utilize traditional models of conducting business operations like Ben and Jerry Homemade Inc. should create room for incorporating intervention measures like Organizational Development. The merits of OD through aspects such as team building and goal determination are very rewarding to entities that utilize them. Indeed, it is very important for organizations to accept change as it is used by market competitors to efficiently leverage for customer and market needs.
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