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Part 2

Sources and Strategies to Resistance to Change at Wal-Mart
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Sources of Resistance
The two main sources of resistance at Wal-Mart are:
1. Non-strengthening reward frameworks
2. Concerns about capability/skill level
One of the sources of resistance within Wal-Mart is the lack of a non-strengthening reward framework. A lack of a non-strengthening reward framework would suggest that employees within Wal-Mart feel that the organization is not rewarding their efforts at work. This implies that employees are not rewarded fairly, equitably, and consistently in correlation to the value of their efforts to the success of the organization. Therefore, employees are bound to resist change because they don’t feel that they won’t be rewarded by the changes championed for within the organization. 
Another source of resistance would be concerns about capability and skill level. This suggests that employees will be concerned about the level of expertise present among them to accomplish certain tasks. Technology is rapidly changing the way organizations conduct business. And Wal-Mart is one of the companies that are keeping up with the latest technology in order to realize efficiency. And the concern among the employees would be that they don’t possess the skills necessary to perform certain tasks that the changes propose. And therefore, they will resist those changes on the basis of lack of skills and expertise to accomplish the required tasks. 
Strategies for Managing Resistance to Change
One of the fundamental strategies to manage change at Wal-Mart would be to embrace effective communication (Palmer, 2004). Skills in change management are essential ingredient for the success of managers in an organization. Today, in every working environment change is essential and leaders in the organization need to be competent enough to handle it. At Wal-Mart, managers should learn to impact change by creating awareness and a sense of urgency by communicating information on the need for change on a consistent and timely basis. They should also engage the culture through implementing programs such as merger or integration, and level change leadership councils. The company should aim at implementing specific actions such as training, job counseling, among others, in order to create avenues for employee input and involvement. In this way, the organization will be able to communicate change effectively. And thus there won’t be any resistance to changes meant to realize success within the organization.  
Another strategy to manage change at Wal-Mart is to implement a reward system within the organization (Self, 2009). A reward system involves designing and implementing reward policies and practices which are most likely to support the organization’s objectives, delivering a motivated and effective workforce. The reward strategy should cover areas like cash compensation, benefits like medical cover, personal growth opportunities, and a positive work environment. Motivated staff when rewarded will go an extra mile to contribute towards the success of the organization. Ultimately, a successful work environment will attract new skills, retain existing talents and thus accept the changes meant to realize the success of the organization. Therefore, Wal-Mart should champion for a reward system that is fair and satisfy the need of the employees. In this way, it will be hard for employees to resist any changes that are brought forward for the overall success of the company. 
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