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Discussion: Red Carpet Scenario
I have learned from reading a variety of psychological literature that human brain is hardwired in a way that it resists change automatically. In the event the management mentions or introduces organizational change, approximately every employee reacts in fear (Hughes, 2011). This explains why we often have difficulty transitioning from our familiar way of life to a new lifestyle, even if the change in question occurs by the smallest possible margin. Additionally, I have had firsthand encounters with change at the workplace, which has informed my understanding of what constitutes successful and unsuccessful change. Consequently, having reviewed the Red Carpet Scenario, I utilize this post to discuss my past experiences with change, explaining why given changes worked and failed to succeed, while at the same time, providing a number of recommendations to Red Carpet to implement successful change.
In response to the novel coronavirus, my organization was presented with two options: shut down the company and keep on paying workers or partly close the company and adopt virtual teams. The company’s top leadership met departmental heads and discussed the matter at hand. Individual employees were given up to a week to come up with recommendations regarding what they believe would be beneficial for the company and their personal goals. We met, selected our representatives, who, in turn, submitted the employees’ genuine suggestions to the managers. When we finally had a one-on-one discussion with the management, we reached a consensus to work virtually, with some working from the brick-and-mortar offices, but doing so in accordance with the already-established health guidelines. 
The CEO saw the release of funds from the company’s emergency kitty, ordered the purchase of computers, power banks, and even study tables for those who reported to not have one. The company selected employees from every department, outsourced additional information technology (IT) services from competent engineers, and developed an interactive platform in which we now work from. While this change was sudden, it has emerged as a success because none of us has been retrenched, the company is profitable, and customers are satisfied. From this encounter, I noted three major factors for successful change: availability of resources, participative leadership or active involvement support from leaders, and employee engagement and motivation (Karnouskos, 2015). In essence, the organization planned, sensitized us, provided vital tools of work, and acted as motivating force throughout the change implementation process.  
I ever worked as an intern bank clerk at one of the local banking institutions. During this time, the organization was experiencing high turnover rates due to incidences of bullying, misunderstandings due to cultural differences, and frequent conflicts when it comes to the completion of projects. In response, the human resource (HR) department sought to address the issues by creating a program that would ensure everyone is culturally competent. The HR manager set a timeline of one month to have the program implemented, projecting that by that time every employee would be in a position to possess the much-needed cultural competence skills. Moreover, the manager organized biweekly meetings and teambuilding activities every Fridays. He was not present in any of the activities. He chose employees from each department to lead others in attempting to learn one another’s culture and open discussions about what causes conflicts. While the program had good intentions, it ended up being a failure because just a handful employees reported to have benefitted from it. Consequently, the firm’s top leadership had to plan for a more comprehensive program.
Given my current understanding of the components of effective change management, I have been able to identify several reasons that led to the cultural competency program’s failure. First, the HR manager failed to do upfront planning. He overemphasized end results without necessarily engaging all the stakeholders in the decision-making process (Hughes, 2011). Second, there were limited to no resources and support for the team to achieve the desired change. Conflicts and issues arising from lack of cultural competence in an organization are attributed to cultural aspects of language, belief systems, values, and practices. While the meetings and teambuilding events could prove effective, the manager delegated his duties to unskilled subordinates, who had no prior training on the topic. Moreover, he did not attend the activities, which means it was business-as-usual for us, suggesting inadequate leadership support. 
Concerning Red Carpet a variety of challenges witnessed in the organization’s attempt to making tangible and successful change, I would suggest that the company assemble proactive teams. An effective team for change would include project managers, legal experts, IT experts, and active employee engagement. The organization is currently characterized by poor HR relations, which have led to conflicts, inefficiency, and poor performance. Regarding workplace conflicts, for instance, the organization to should prioritize effective communication, invest in evidence-based training and development (T&D), and inclusive decision-making (Setyanto & Ikhwan, 2019). The company should avail needed resources to increase its capacity to handle change. 
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