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Roles and Styles of Organizational Development Consultants
Name
Institution Affiliation


Organizational development consultants (ODC) are experts from outside or inside an organization which stimulates a program aimed at changing the mode of operation of a particular organization (Brown & Harvey, 2011). The ODC intervenes in a given situation and enters into the organization’s structure with the aim of finding the problems and recommending the possible solutions. During this process, the ODC uses various approaches to achieve the outlined objectives. This paper discusses the five major styles or roles applied during this process 
1. The Stabilizer Style – In this method of organization development, the consultant is kept in a low profile with less influence in the current states of the organization. This approach is typical of large corporations where the management is not interested in development program brought forth by other staff (Ganesh, 1978). Therefore, the organization put pressure on the practitioners not to emphasize on the changes on the changes.
2. The Cheerleader Style – The cheerleader style of organization development is aimed at satisfying the desires of the members of the organization without influencing any change in the system (Ganesh, 1978). The approach targets making the members view the positive side of the organization through motivations and boosting their morale. 
3. The Analyzer Style – The Analyzer style is a rational approach where the consultant does not focus of member satisfaction but focuses effectiveness through assessing the problems in the organization (Ganesh, 1978). The practitioner will try to find clues about the issues in the organization by confrontations and recommend solutions from the fact collected. 
4. The Persuader Style – The persuader approach uses both motivation and effectiveness but not at a maximum level. Therefore this technique is a low-risk procedure that minimizes confrontation within the various organs organization (Ganesh, 1978).
5. The Pathfinder Style – The pathfinder approach optimizes both effectiveness and motivation to find the best solutions to the problems in the organization (Ganesh, 1978). This method works by teamwork to derive the answers in a firm without confrontation.
Comparing the Styles
	The stabilizer style and the cheerleader style bring no change to the organizational structure the techniques may differ in activities but have a common result where they leave the structure and the functioning of the organization without any observable change (Brown & Harvey, 2011). Therefore both will work within the constraints of the management of the organization.
	The Persuader style and the Pathfinders style engage effectiveness and member satisfaction to provide the desired solution for the organization. The main idea in both techniques is to encourage teamwork and cooperation among the members of the organization.
Contrasting the Styles
The stabilizers approach is utterly different from the others for it disregards the participation of the members of the organization in the activities aimed at promoting changes. In the other four techniques brings the organization members to context (Brown & Harvey, 2011). The analyzers approach involves a lot of confrontation with the various units of the organization. This approach tries to dig deeper to understand the cause of the problems in the organization. In this process, the practitioners may themselves rubbing shoulders when initiating a change. This scenario is not witnessed in the Persuader style and which minimizes confrontation with the organization. This two approaches blend in the structure of the organization and try to find the most suitable solution to the problems,
I find the Pathfinders style to be the most effective for it engages teamwork is a key ingredient for any firm to efficiently function. Any organization is made up of a team of individuals working in different fields to achieve the common goal of the group. The most effective developmental approach for this case is the one that engages all the members of the organization
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