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Organizational Development and Change
This paper will focus on organizational development and change using Ben and Jerry’s case study. While maintaining the main objective of providing structure to an otherwise under-organized system, the major questions to be responded to from the case study focuses on team building. That is, they seek answers to what makes something either under or over-organized, and whether using team building is a good way to launch organizational development, or there are alternative sources of approach. Also, the final question seeks my suggestion on a sound recommendation to change within the depicted case study.		
	Presentation of the Facts Surrounding the Case	
It is good to hear from page one to five of the case study that the main goals of the company chiefly entailed giving back to the community, the company as well as personnel before the management could consider a financial perk increase. Nonetheless, during the divine existence of small firms to a company worth fifty million dollars by 1987, the primary objective of the organization went out of sync. According to the article, whereas fun, funk and love characterized the outward image, pressure, glitches, lengthy on hours and short on ice cream was the atmosphere of the firm (Cummings & Worley, 2013). Hence, this called for the need to crack whether the firm was in need of reorganizing and analyzing its problems of over or under development to restore the firm in harmony with its folks, overall direction, ambitions and the general operations. As a result, through Organizational Development, Ben and Jerry sought to readjust the firm and took in an eternal source, agent by the appellation Henry Morgan. Although he held impressive credentials, from a company regarded as “homegrown”, Morgan was considered a stranger (Cummings & Worley, 2013). He questioned the actions of “Ben, Jerry and their Lawyer Jeff Furman”, what they sought from him as well as what their gain was by bringing him on board. Inherently, he asked himself whether he was being brought in to get administration rallied behind the pioneers or were opinions themselves open to question and change. Equally, Morgan asserted that within the board of directors, a fallout was prevalent. Were the aforementioned trio far out as one would claim or was the General Manager Fred “Chico” Lager too conservative, who extraneously concerned himself with daily functions rather than general organizational development, not to mention that no one was aware of the definite denotation of definition of OD, and their obligations is a matter of concern.
Identification of the Key Issue(s)
Chico spews up an example and Morgan observes that the firm was undeveloped. This is because the door of a freezer was wrecked, and none claimed tenure of the issue nor shouldered the duty to personally fix it (Cummings & Worley, 2013). Morgan had to begin development from up to bottom, on the basis of the first board meeting, he started his first contact. Collecting what the boarded aspired to take place with this organization readjustment.
For Ben, he desired folks to develop affection for their exertion, bear optimistic emotions, adoration, compassion, concern, personality, kindness, impartiality, as well as temperament. While Jerry desired a sense of family as well as coexistence. Jeff the attorney wanted to see the organization make a difference in the world and look at the firm as something yonder than a mere American corporate (Cummings & Worley, 2013). On the other hand, Chico desired something exceptional and exclusive, which could be studied. Morgan gathered these communication needs to be worked on, opted in for more a buy into common values while expressing respect for the distinct. 
Upon beginning the job, Morgan established that only Chico offered everyday leadership, and he advocated that in order for development to be implemented throughout the firm, it was vitally important for everyone to be involved. He developed a feeling that the fact that Chico personally guided the operations, he must have been handing off a set of duties to his fighting team of management. Also, on some occasions, he was conscious of the fact that he needed to bring together the under-developed employees. Chico supervised twenty-plus managers counting those in charge of manufacturing operations to order handling for t-shirts and alternative assorted items (Cummings & Worley, 2013). 
Alternative Courses of Action That Could Be Taken
To diagnosis and fashion a general action plan, Morgan tasked out Chico to facilitate miscellaneous surveys within the firm. The strengths of the firm encompassed customs of rectitude and straightforwardness, great dedication to the organization and its mission. Consequently, shrewd and coherent management, profound interest in growth and learning and creators and over-all manager as role models also came in (Cummings & Worley, 2013).
Within the workforce, it was discovered that managers and workforces were generally dedicated to the firm, owing to the general atmosphere that B & J transcribed, employees left their former positions. Interest was prevalent with everybody willing to learn and generally add to self-improvement for their occupations. Chico was everyone’s desire and all wanted to learn the nitty-gritties from him. However, members and systems not being congruent to advancement, absence of definite duties structures and cooperation as well as absence of shared priorities, missions, and course. In turn members were stretched to their limit and firm’s greatest strength and weakness was its founders and general manager. These were some of the concerns of the organization. According to the case study, it is showing growing concern the Organization is under organized and cannot grasp the continuous growth and challenges posed by such rapid growth.
Choosing Team Building to Launch an OD Effort
Here, it is crucial to make an ably quick comparison of what it means to be over-organized verses under organized, to address this question. Thus, over-organized means to stress formal structure, status, rules, and details excessively (van den Hout & Davis, 2019). Whereas under-organized is a principle that can be defined in regard to a lacking organization axiom. In deciding whether an organization or a team is over or under-organized, one ought to subjectively follow the succeeding aspects:
Under-Organized Team
One of the aspects is understanding jobs where if every member of the team knows what their job is which is usually made clear to them by the team leader, then it is a sign of good organizing. Second, more expenditure comes in when more than desired expenditure is incurred by the team on a project on which some other team was incurring less expenditure is also a sign of an under-organized team. The third aspect is less knowledge of powers and authorities where workers are unsure about their privileges while working and who to talk to in case of a certain happening hence becoming a symptom of under organized team (Adnan et al., 2019). Normally, delegation is not done in time because workers are unaware if they can delegate or not and if they can then to whom. The other aspect is duplication of work where if the work in parts is not communicated clearly to the team members that may lead to double/duplication of work which will only result in losses. For that reason, an organized team would avoid making such mistakes. If the work is duplicated every now and then, then there is a problem of under-organized setup. Last but not least is if the business goals are workers goals since in most cases workers work for their paycheck and to withhold the lifestyle of themselves and their family but it is only quintessential for the firm that workers are aware of the business goals and make an effort to achieving the same. 
 Over-Organized Team or Company
Lack of faith in co-workers is one of the areas of concern demonstrated by members tending to believe in only written agreements instead of man to man communication. Secondly, lack of communication with members is evident when members are not made aware of the events, which are happening in the company, and are just instructed to work and do their part. Third and the most common is communication barriers as in some companies and team's leaders tend to avoid face to face communication which creates barriers as they assume employees are good for their job. The second last aspect is less spontaneity a scenario where a worker is only made to work and considered good only for their work and on the part of the leaders and owners, no efforts are made to inflict a rather spontaneous environment (Lau et al., 2019). Last but not least aspect is less appreciation and feedback because for a team to be successful communication is a must, but in over-organized teams, this is what they lack. 
Implications for planning an OD Intervention
According to Kamolsiri et al. (2018), two sets of undertakings essentially underpin OD program implementation. These are interventions as well as action research. Beyond what is perceived at the start of an OD process, there could be even more fundamental implications or issues. Thus, it necessitates that one looks at how the process will be executed. That is, either as group, comprehensive, intergroup or interpersonal. The following should be considered in order to implement an OD (Kamolsiri et al., 2018). First is the team spirit which keeps organized teams or firms organized in order to bridge the gulf between top management and members of a team. Secondly, steps should be planned, the essence of the organization and good communication be present.
Evaluation of Alternative Courses of Action
For the depicted case, team building was not the most effective way to launch an Organizational Development intervention. In this case, there were two serious issues that needed to be addressed prior to any team building being attempted within the organization. First, there was a need to create a more unanimity between firm creators as well as directors in regard to vision, and typical firm. Besides organizational development effort’s objectives that need to be implemented together with the issue of interpersonal conflict between Ben and Chico.
Conflicts capable of polarizing these two groups stemmed from fallouts between Ben and Jerry over the firm’s vision. Two sets were complete opposites, one freewheeling, and hippy minded and the others being more business-minded and career-focused. The constant banging of personalities has affected production and the overall effectiveness of the organization which needs to be dealt with prior to and interventions being carried out. Despite managers see and envision the founders being flawed how one is to carry out one's wishes, the consultant, in this case, has acknowledged that there is a problem but is yet to conduct actual interventions to resolve the issue. It seems as if he just made a bandage by making everyone happy, without any major conflict resolution.
Recommendation of the Best Course of Action
Post going through the case study and appraising what a consultant should have done but flawed, it is not hard to recommend that there needs to be a third-party intervention that needs to be focused on. The third-party intervention should have been focused on Ben and Chico since these two are powerful and influential within the organization (Jelnov, 2019). In this case study, the consultant failed to resolve their conflict which would have initiated the next step in motivating and developing the organization, which is considered a basic skill all OD practitioners should possess, but in such case, no effort was made, and looking in from the outside one can perceive their conflict as the main root of the problem in the entire organization. For that reason, team building would be ideal only after the two primary issues are resolved, and overall the effectiveness of the entire OD consultant was ineffective because of the lack of attention in resolving the main problem.
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