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Introduction
The change intervention plan that has been recommended in this case is Wal-Mart Inc. making a great shift to venture into the e-commerce platform. It is a change intervention that is to be based on carrying out supply and deliveries of products from Wal-Mart stores to the clients’ doorsteps. It is a task intervention that requires all hands on deck from the senior management to the junior employees. This change intervention posts answers to the consumer base problem that needs an intervention. Tapping into the fabric of accessing all the customers whenever and wherever they are is the answer that this shift brings to the whole organization. Equally, this change intervention describes the contributions of Wal-Mart leadership to the organization (Oreg & Berson 2019).
As change awaits implementation, the company’s leadership is tasked with coming up with effective communications, structuring support systems for the junior employees in order to collectively bring them on board is an essential mandate of the leadership. The change intervention, however, remains consistent with the organization’s vision, mission, values, and business practices. The prior guiding principles that place the customers at the center of actions will remain as so even after the change intervention. As this change is aimed at reaching wider and larger consumers, it also postulates to improve areas such as human resources, marketing and the company’s financial sector.
Steps for Change Intervention
The procedure through which the change intervention will take place emanates from describing the particular change itself to determining the impacts of such change and the group likely to be affected. It further goes to developing effective, strategic communication and training and implementing considerable support structure for the team while at the same time measuring how the change process progresses, as is discussed by Roberts & Berg (2012).
The change intervention at hand is Wal-Mart Inc. going into a new strategic market orientation of conducting its sales through drop-off procedures from their stores directly to the customers’ doorsteps through the online ordering and delivery system. It is a new move that aims at capturing the attention of globally overwhelming internet users, most of whom are the company’s original shoppers. This move is simply entitled as so to tap into the rich and divergently-customer well-described features of the products they need. It will offer unprecedented efficiency and much better feedback the company may later use to predict consumer behaviors in relation to their purchases and financial strengths. All of which are great factors to consider in ensuring the retention of valuable customers.
Because change is not a static factor, the employees also need to change while the company implements this change initiative. This is a simple reference alludes that the likely affected group will be the employees. Fears that come with organizational changes that include retrenchments, downsizing of workers and reduction in benefits may simulate psychological and practical pains among the young or junior workers. The organization hence needs to explain through very strategic communication models the impacts the change may likely bring onto the vast majority of the employees (Busse & Doganer 2018). Impacts such as increased customer satisfaction mean improved revenues for the company. Other impacts such as coming up with many other stores may prompt promotions of the staff, which, in real sense, would bring up upward mobility among the employees should be made known to the employees. These impacts are likely to help elevate the present conditions of the employees and not like otherwise. Only through effective communication from the management and departmental heads can the tensions be reduced.
Implementation of support structure will reduce and address the issues and concerns that emanate once the change process has been rolled out. The tasks may or may not change with the former more likely to take place. If that happens, it may need individual staff members, especially the financial handlers, to pay double attention to the proceedings of their business. Keeping up the inventories and receipt invoices are among the domains that may cause a lot of psychological breakdowns among the employees of that department. The company, through its departmental management, therefore, needs to come up with support structures that correlate with the needs of the given employees, as discussed by Al-Ali et al. (2017). This support structure system will provide counseling schedules for the individuals that need it to improve their areas of work and those that require professional guidelines to enable them to balance between the increased work and their personal lives.
Important Aspects of Each Step
Whereas Wal-Mart has received the most of its reputable name from original store-based facilitation, venturing into the online provision of their services will result in wider market accessibility. With an increased market turnout comes increased revenues and the creation of more employment and promotional opportunities. However, this step is crucial in itself as it provides the roadmap for all other directions that would follow in the implantation of the change program. In a nutshell, a clear definition of the organizational change initiative provides frameworks of how the company has been practicing its sale before the intervention and relates plausibly to the desired objectives anticipated to come with the change. The leaders’ roles are called for by this framework (Oreg & Berson 2019).
Outlining the likely to be affected group through strategic communication helps ease precedent tensions that may affect the achievement of desired goals and objectives from the change initiative. Therefore it befits to demand from the company’s heads to effectively provide needed impacts that likely to take place with the change. Organizing change intervention seminars aimed at training and equipping employees with tools needed to take on the change is an important aspect to consider in this step-in order to affect the normal working of member departments. The seminars, the training and communications with the employees will reduce frictions and conflicts that would arise, thus enabling a unison embrace of the change initiative by all as posited by Busse & Doganer (2018).
Implementation of support structures is among the best ways of initiating change itself.  When the organization’s employees see that the management is also taking on the change, they are equally likely to accept it (Al-Ali et al., 2017). Coming up with wellness programs in the form of counseling programs and financial incentives are ways that historically motivate the employees and improve their perceptions about situations. Wellness form of the support structure is for unexpected eventualities that come with occupational hazards, accidents and psychological breakdowns whenever they occur. It is important as this is a change that aims to go global. It is a change unlike other changes. The results have only been pro-forma verified without applicability. This means unexpected eventualities may arise and when they do, the support structures will bear the most impacts.
Conclusion
A lifelong organizational change initiative like the one initiated by Wal-Mart may come with varied results. It is objectively appropriate to understand the steps that need to be followed before rolling out the change. Taking into consideration the reasons for a change initiative, most likely to be affected groups and mandates of the company’s leadership are crucial factors that need elaborate attention. They are to provide necessary roadmaps for the change and to walk everyone stepwise into accepting the said organizational change initiative.
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