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Organizational Change Intervention Proposal
Introduction
Companies that cannot adapt and are slow to grab growth opportunities are most likely to be thrown out of competitions by active contestants. It is the reason why preparing for organizational change initiatives should be one of the organization’s top priorities whenever need be. The objective of every change management initiative is to successfully implement strategies and methods for effecting changes that could see an increase in the organizational revenue, customer satisfaction and long-term market amalgamation. In this, I bring forth a plan or proposal aimed at helping Wal-Mart staff to accept and adapt to change the initiative. The plan is to provide the roadmap and crucial details that will ensure incredible implementation and roll-out of the change initiative.
The Change Intervention being Proposed
The change initiative proposed for Wal-Mart Corporation is one that not only moves it to conducting trades online but also diverting the products from simpleton vegetables to other many additional products. These products would range from electronics, fashion, accessories among other collection of products.  The nature of deliveries of these products will be quite satisfying compared to the present way of doing things. It will involve picking up the products from the Wal-Mart stores straight to the customers’ house.  This move will be opposed to the initial it had been being done. The initial deliveries entailed picking up the groceries from the company stores then delivering them to the nearest pick-up points. The move inconvenienced the customers. This move is made to provide more positive feedback in relation to attaining total market optima.
Like any other e-commerce giant, the proposed change initiative at Wal-Mart will come with the establishment of various regional outlet points. It means the corporation will be involved in the creation and establishment of various additional stores. Whereas the stores will serve the customers in the mundane manner of shopping, they will make deliveries of customers’ products much easier than before. Evidence of physical stores at a given place improves the customer’s trust about his or her household supplier. It is a new move that targets to seizure the financial attention of universally vast internet users,
The Roadmap to the Implementation of the Change Intervention at Wal-Mart
Defining the change initiative to take place within the organization helps to clearly and precisely forge ways or techniques and consideration of all that is needed to effect the change initiative implementation. It equally sets new organizational objectives and goals. The proposal for Wal-Mart change initiative is to venture into the e-commerce trading platform. It is a move aimed at engulfing a wider range of consumer needs and satisfaction, as Langenwalter (2019) discusses in his publication.  This initiative is anchored on Wal-Mart’s mission to better service its customer base. It entails a shift into online purchases and deliveries straight to the customers’ door-steps. In so doing, it will recapture the all-time fluctuating consumer behaviors effected through their decline in original shopping habits.
 This initiative is consequentially supposed to present this company to the global scale as characterized by its key rivals; Amazon, e-Bay and so on. It is a new move that aims to capture the attention of globally ever-increasing internet users. Fiscally, the move will reorganize its final strategies aimed at doubling the company’s returns.  Al-Ali et al. (2017) demonstrate that it will also offer unprecedented efficiency and better feedback Wal-Mart could later use to predict the consumer practices such as their purchases and financial strengths.
In describing the various groups that would be affected by the change initiative, I help eradicate a future challenge upon the implementation of the initiative. In this case, the most outstanding group that could be affected solely revolves around the employees. Their positions are usually misadjusting to grave initiatives such as going or taking the business to the online platform.  Studies indicate that they are the most vulnerable group to mega changes in the organization.  Fears associated with retrenchments, downsizing of workers and reduction in benefits are likely to visit the employees’ hearts, leaving them psychological and practical at pains and conflicted.
The impacts of an organization’s failure to communicate the changes in-depth to the junior staff may invoke consequential impacts that could hinder the implementation of the new proposed change initiative. The management, therefore, needs to effectively and strategically communicate the impacts the change may likely bring onto the vast majority of the employees (Busse & Doganer 2018). The management may instead inculcate significant positive impacts inclined by the said change initiative. Shifting to carrying out trades and supplies to e-commerce platforms will leave adequate rooms for promotional rewards, new branch opening which the employees would lead. These are the elements of the change that could result into positive effects when communicated to the most likely to affected groups.
Implementation of a support structure system following the new initiative is pivotal to its success (Langenwalter 2019).  Like the proverbial Asian statement, “new changes bring new challenges,” the organization change initiative is not devoid of the new challenges. This is a new domain that has not been fully utilized in the past and it has an inexperienced set of impacts to an organization, especially to the employees. To swiftly deal with such challenges that could affect the employee operations such as maintaining a balance between the demanding work results and his or her personal life, the management may come up with a wellness initiative center. The centers should at least be in all the mega outlets, Wal-Mart stores and offices.  They are to be tasked with well qualified professional backing in the field of public administration and humanities-related field. They are to offer counseling services to the staff; they are to act as corresponding non-executive stakeholders during decision-making and conflict resolution litigators as discussed by Al-Ali et al. (2017).
Actionable Items for Implementing the Change Initiative Proposed
In illustrating the better strategic communication procedures to staff about the change initiative, the management could schedule up frequent interdepartmental meetings aimed at repeating to the employees’ time and over the reasons for the change in business strategy. This move is to help change the attitudes predisposed to resisting the change among the employees like Langenwalter (2019) illustrates. Like the psychological implication of changing perception. The team leaders should be well versed with all the necessary information as to why the junior staff should not resist the changes. Effective communications should be encouraged to make acceptance easier and understandable to everyone.
The management should come up with seasonal training programs for the staff. This technique, as have been tried and proven to work in multinational corporations, could impact concrete results aimed at achieving the new objectives set by the change initiative Langenwalter (2019). Frequent training of employees helps to keep them abreast of all that involves their roles within the organization. It will provide them with a sense of pride in one’s job and develop their skills, thus positively impacting their individual goals and those that surround the entire organization.
While implementing the support structure programs for the staff, considerations of outdoor activities should be made part of that. Carrying out outdoor activities such as semi-annual and quarterly retreats for all employees to reflect on the directions taken by the company so far is relative to achieving the needed success. Whereas wellness centers may provide indoor solutions, sometimes they have taken recycling tendencies among the staff. In providing hardline solutions that could erupt during the implementation of the change initiative, the management could also involve the use of an external advisor or organizational change initiative practitioner. These experts have vast experience to impact the most needed results in the organization.
Effective Presentation of the Change Intervention Plan to Stakeholders
In using the visual aids such PowerPoint slides containing pictures of a team’s meeting during an outdoor activity, charts outlining the whole plan from the change initiative to implementation stages and graphs demonstrating how the results will look like will engage the attention of stakeholders to what is presented (Dolan, 2017). These aspects of presentation, when used instead of words, can double the chances of meeting required objectives; informing the stakeholders of the whole plan of the proposal.
The presentation to the stakeholders ought to be kept as short and enticing as possible. Going by the ancient adage stating that no one ever complained of a presentation being kept too short, it will spark discussions among the members present. It will gauge their concerns about seeking clarification on what they have not understood. This is agreed upon by Dolan (2017) as it will in a nutshell, hypothesize debates on key areas that need attention within the plan.
Dolan (2017) has advanced the application of using the rule of three for effective presentation. This is a modest technique stating that people tend to only remember three things in a whole presentation. I shall, therefore, work out three messages of the most importance that I would like the stakeholders to take home or ponder over.  The presentation will be structured in a manner that entails a maximum of three points on a slide. These three points are generative of the most that need to be addressed. For instance, when discussing implementation stages, the slide should have three items written paradigmatically as a definition of the change initiative, the affected group and lastly, the support structures.
Good and Bad Changes Likely to Result from the Change Intervention Plan
Among the anticipated good changes that the intervention plan may bring include the long-term objective achievement. This relates to the profit margins increasing exponentially within given periods of time. When the objectives such as customer satisfaction, global recognition of the Wal-Mart Corporation as a towering e-commerce brand, then the much-needed profitability will be greatly returned to the company
Equally, from the reputations that have preceded Wal-Mart Corporation, it is in order to state that the reputations are due to accreditation of the leadership of the company as is discussed by Liu (2019). Wal-Mart is headed by a great team of leaders with far-stretching experience in the field of business. The departments such as finance, e-commerce, human resources, corporate affairs and legal offices have exhibited significant results bringing the company to what it is now. This proposed change intervention plan will act as a catalyst to further better the leadership of the company. The opening of new outlets in countries to be operated on will ensure promotional rewards to the deserving staff members who will walk in the footsteps of the position’s predecessor.
However, like it is stated no positive change comes without a flaw. This intervention plan may bring up fear and conflicts among key stakeholders due to a lack of agility and slow approval process of the plan by top management in the organization. It, therefore, goes back to the call for effective strategic communication that should be done through frequent meetings aimed at ensuring everybody is on board with the change initiative intervention. Changes within organizations can develop emotions of uncertainty and thus fear.  When these fears go on unaddressed, they may then result in full-blown organizational conflicts. This may prompt employees to take their frustrations out on each other. Here, it is the leaders’ responsibility to overcome the difficulties and resolve conflicts effectively.
Poor leadership and lack of alignment to new set objectives and missions that come with the change initiative could result into disarray within the company (Liu 2019). Organizations that are not sprightly struggle to implement changes. Slow approval processes can cause delays in change implementation. In the case where the change initiative has been rolled out, continuing to carry on with lackadaisical practices of poor leadership may ultimately block the intended growth of the organization. Leadership has a large bearing on employee assignation. If the leaders are not convinced about the benefits of change, it will be hard to operate it once it is implemented.
Resistance to organizational changes is mandatory among corporations globally. However, taking into consideration of all the above-discussed proposals as discussed by Mayhew (2019) how to effectively implement the change initiative will scale down such resistance.  Though the resistance may originate from the company’s top leadership, this proposal broadly outlines three strategic ways of ensuring zero or minimal resistance.
Conclusion
Companies that seek to grow into considerable scales but are reluctant to adopt growth opportunities are most likely to be thrown out of competitions. It hence exists to be a wild dream far from achieving. But the organizations that strive to acclimatize diverse market orientation usually formulate a roadmap to reaching such robust endeavors. Plans which provide the scope of the necessary changes need to be harmonized through concretized actions by the organization in order to practically engage with most of what comes with the change initiative intervention. The presentation of this roadmap should clearly and precisely capture the key areas and be understood by the organization’s key stakeholders. It is equally important for the organization to discuss and remain aware of the changes the change initiative proposal would bring upon implementation. These issues have formed the core of this change intervention proposal.
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