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Abstract 

This study examines the challenges faced by Target Corporation in digital transformation, cultural integration, and 

workforce diversity and inclusion. By integrating Lewin's Three-Step Model and Prosci's ADKAR model, this 

research provides a comprehensive analysis and proposes viable solutions. The executive summary introduces the 

case and its significance, while the findings section outlines the challenges, specific problems, and potential 

solutions. Theoretical frameworks are applied to enhance understanding of their practical relevance. Discussions 

cover effective model implementation, HRM alignment with diversity goals, and a robust change management plan. 

The study concludes with recommendations and an action plan, blending theory with practicality to offer a roadmap 

for addressing organizational behaviour complexities. 
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Introduction 

Target Corporation, a leading retailer, faces significant challenges in the domains of digital transformation, cultural 

integration, and workforce diversity and inclusion. As consumer preferences evolve towards digital experiences, 

Target must undergo a comprehensive digital transformation to remain competitive. Additionally, the strategic 

acquisitions by the company have introduced diverse organizational cultures, resulting in communication gaps, 

cultural clashes, and resistance to change. Effectively managing a diverse workforce and fostering an inclusive 

environment are crucial for the company's sustainable growth and success. 

This study explores these challenges and proposes solutions by integrating two prominent theoretical frameworks: 

Lewin's Three-Step Model and Prosci's ADKAR model. Lewin's model offers a structured approach to managing 

organizational change, while the ADKAR model focuses on individual change readiness and adoption. By applying 

these frameworks, the research aims to provide a comprehensive analysis of the issues and suggest viable strategies 

for overcoming them. 

The paper systematically outlines the challenges faced by Target Corporation in digital transformation, cultural 

integration, and diversity initiatives. It evaluates the specific problems and potential solutions, assessed in terms of 

their advantages and disadvantages. The theoretical frameworks are adeptly applied to the context, enhancing the 

understanding of their practical relevance. Discussions encompass effective model implementation, HRM alignment 
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with diversity goals, and a robust change management plan. The study culminates in recommendations and an action 

plan, blending theory with practicality to offer a comprehensive roadmap for addressing organizational behaviour 

complexities. 

Through this research, the paper aims to contribute to Target's efforts in navigating these challenges, ensuring a 

smooth transition in its digital transformation, fostering an inclusive culture, and ultimately achieving sustained 

organizational success. 

 

Literature Review 

Change Management and Digital Transformation 

Change management is a critical component of organizational strategy, particularly in the context of digital 

transformation. Lewin's Three-Step Model and Prosci's ADKAR model are foundational frameworks widely 

recognized in this field. Lewin's model involves three stages: Unfreezing, Changing, and Refreezing. This model 

emphasizes the importance of preparing an organization for change, implementing the change, and ensuring that the 

new practices become standard operating procedure (Lewin, 1947). This model has been adapted to modern contexts 

to address the complexities of organizational change in the digital age (Cummings & Worley, 2015). 

The ADKAR model, developed by Hiatt (2006), focuses on the individual level of change, addressing Awareness, 

Desire, Knowledge, Ability, and Reinforcement. This model is particularly effective in managing the human side of 

change, ensuring that employees are not only aware of and capable of adopting new practices but also motivated to 

sustain them. 

Digital transformation requires a comprehensive strategy encompassing technological integration and employee 

adaptation. Ali et al. (2021) emphasize the role of the ADKAR model in technology acceptance, particularly in 

culturally diverse environments. Their research underscores the moderating effect of culture on the adoption of 

innovative technologies, suggesting that tailored change management strategies are essential for successful digital 

transformation. 

Cultural Integration 

Cultural integration following strategic acquisitions presents unique challenges related to communication, 

collaboration, and resistance to change. Ely and Thomas (2001) provide a comprehensive review of how cultural 

diversity impacts work group processes and outcomes, highlighting both the potential benefits and challenges. They 

argue that organizations must foster an inclusive culture that values diverse perspectives to enhance creativity and 

problem-solving. 

Kazmi and Naarananoja (2013) discuss various change management models that can be applied to cultural 

integration, emphasizing the importance of selecting a model that aligns with the specific needs and dynamics of the 

organization. Dana et al. (2016) also emphasize the importance of cultural integration in change management, 

suggesting that organizations must adopt a systematic approach to integrating diverse cultures, using change 

management models that facilitate smooth transitions and minimize resistance. 
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Diversity and Inclusion 

Managing workforce diversity and fostering an inclusive environment are ongoing challenges for organizations. 

Shore et al. (2011) propose a model for inclusion and diversity in workgroups, indicating that inclusive practices not 

only improve team dynamics but also enhance overall organizational performance. This aligns with Edmondson's 

(1999) concept of psychological safety, which posits that creating an environment where employees feel safe to 

express their ideas and concerns is crucial for fostering innovation and collaboration. 

Ragins and Cotton (1999) highlight the role of mentoring in promoting organizational commitment and citizenship 

behaviors among diverse employees. Their research suggests that mentorship programs can be effective tools for 

enhancing employee engagement and retention, particularly in diverse work environments. 

Practical Implications 

The integration of theoretical frameworks such as Lewin's Three-Step Model and Prosci's ADKAR model into 

practical action plans is essential for addressing the challenges of digital transformation, cultural integration, and 

diversity and inclusion. Bose (2020) provides a case study that illustrates the practical application of change 

management theories in a real-world context, demonstrating how these models can guide organizations through 

complex transitions. 

Lehmann (2017) discusses the importance of bridging strategies and actions in change management, emphasizing 

that theoretical models must be adapted to the specific context of the organization. This approach is crucial for 

organizations like Target Corporation, which must navigate diverse cultural landscapes and rapidly evolving 

technological environments. 

 

Conclusion 

The literature underscores the importance of a comprehensive and adaptable approach to change management. By 

integrating theoretical frameworks with practical strategies, organizations can effectively manage digital 

transformation, cultural integration, and diversity and inclusion initiatives, ultimately achieving sustained success 

and growth. 

 

Background of the study 

Target Corporation, headquartered in Minneapolis, Minnesota, is a renowned American retail corporation founded 

in 1902. With a mission to "help all families discover the joy of everyday life," Target has become a significant player 

in the retail sector, offering a wide array of products and services catering to diverse customer needs. As of September 

2021, Target operates over 1,900 stores across the United States, making it one of the largest and most recognizable 

retail chains in the country. 
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Strategic Focus and Initiatives 

Target Corporation has consistently demonstrated a commitment to innovation, customer experience, and social 

responsibility. The company's digital transformation initiative addresses shifting consumer preferences toward online 

shopping and digital experiences. 

Digital Transformation and Technological Integration 

Target has embarked on a comprehensive digital transformation journey, integrating technology across various 

aspects of its business, from supply chain management to customer interactions. This transformation aims to enhance 

customer convenience, optimize operations, and maintain competitiveness in an increasingly digitized retail 

environment. 

Cultural Integration and Diversity Initiatives 

Target's growth strategy has involved strategic acquisitions, leading to the integration of diverse organizational 

cultures. This integration has presented challenges related to communication gaps, cultural clashes, and resistance to 

change. However, Target has proactively fostered a harmonious work environment where employees from different 

cultures feel valued and engaged. The company's commitment to diversity and inclusion is reflected in its support 

for movements such as Black Lives Matter and its dedication to building an inclusive workplace. 

Target Corporation's history, commitment to innovation, and customer-centric approach have positioned it as a leader 

in the retail industry. As the company navigates the challenges of digital transformation, cultural integration, and 

diversity initiatives, it seeks to leverage its strengths and values to ensure a sustainable and inclusive future. 

Target and Its Challenges 

Examining Target Corporation's operational landscape reveals several overarching challenges, each carrying specific 

problems that warrant strategic resolution. In digital transformation, the challenge lies in ensuring a seamless 

transition to a digital environment while overcoming employee resistance. This resistance underscores the need for 

comprehensive training and upskilling initiatives to provide employees with essential digital competencies. Proposed 

solutions include targeted training programs and dedicated change management teams. While the former empowers 

employees, the latter ensures consistent support throughout the transformation. However, both approaches present 

potential drawbacks, such as significant investment in training programs and resource allocation for change 

management teams. 

Cultural integration is another critical challenge, stemming from Target's strategic acquisitions that introduce diverse 

organizational cultures. This challenge manifests in communication gaps, cultural clashes, and resistance to change. 

Cultural awareness and diversity training initiatives foster cross-cultural understanding and collaboration, while 

forming cross-functional teams promotes shared understanding and innovation. However, potential communication 

barriers necessitate careful management. 

Simultaneously, workforce diversity and inclusion demand focused attention. While recognizing diversity's potential, 

managing it to create an inclusive environment is intricate. Diversity and inclusion training programs foster an 

equitable work environment, and establishing diversity and inclusion task forces reinforces these goals by driving 
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initiatives and fostering a sense of belonging. Continuous evaluation and adaptation are crucial for long-term 

effectiveness. 

Navigating these challenges necessitates applying theoretical frameworks. Lewin's Three-Step Model aids in 

unfreezing existing mindsets and fostering awareness of digital transformation's necessity. Simultaneously, the 

ADKAR model guides cultural integration efforts, emphasizing awareness and understanding. Applying these 

frameworks aligns organizational practices with human behavior dynamics, streamlining change processes. 

To operationalize these solutions, a comprehensive change management plan is imperative. The plan embraces 

assessment, engagement, training, diversity initiatives, leadership support, metrics, and continuous evaluation. 

Implementation requires a phased approach, from raising awareness to equipping employees with requisite skills, 

fostering cultural understanding, and building inclusive practices. Adapting to the evolving digital landscape and 

fostering cultural integration and inclusion requires dedicated efforts driven by a cohesive strategy. 

In essence, effective management of people and organizational behavior requires multifaceted solutions that consider 

human reactions to change, cultural integration, and inclusion. By anchoring actions in relevant theoretical 

frameworks and adopting a systematic approach, Target Corporation can navigate these challenges, emerge stronger, 

and sustain its status as a forward-thinking, inclusive retail powerhouse. 

 

Digital Transformation 

Target Corporation's digital transformation presents a compelling case of organizational change in response to the 

evolving retail landscape. The rapid shift towards a more digital environment introduces both opportunities and 

challenges. The major challenge revolves around employee resistance and discomfort stemming from unfamiliarity 

with digital tools and processes. If not addressed effectively, this resistance can hinder transformation success and 

result in suboptimal adoption rates. Employees might feel overwhelmed by the influx of new technologies, leading 

to lowered morale, reduced productivity, and potential conflict. Additionally, the fear of job displacement by 

automation can exacerbate resistance, creating a barrier to embracing the digital future. 

To tackle this challenge, implementing strategies that facilitate a smooth transition for employees is crucial. A 

comprehensive training and upskilling program emerges as a strategic solution. This approach recognizes that 

employees need tools and knowledge to succeed in the digital environment. By providing comprehensive training, 

Target can empower its workforce to navigate digital platforms with confidence. The advantages are manifold; 

employees become more versatile, job roles become more future-proof, and the organization becomes more agile. 

However, implementation demands significant investment in time, resources, and personnel. Ensuring the relevance 

of training content in a rapidly evolving digital landscape is essential. A balance between theoretical learning and 

practical application is pivotal to create a workforce that can not only cope with digital change but thrive in it. 

Problem 

The major problem is the resistance and discomfort employees experience due to the sudden transition towards a 

digital environment. This resistance stems from factors such as unfamiliarity with digital tools, fear of job 

displacement, and the perceived complexity of adapting to new ways of working. 

http://www.ijsrem.com/


          International Journal of Scientific Research in Engineering and Management (IJSREM) 

                        Volume: 08 Issue: 07 | July - 2024                         SJIF Rating: 8.448                                     ISSN: 2582-3930                                                                                                                                               

 

© 2024, IJSREM      | www.ijsrem.com                          DOI: 10.55041/IJSREM36276        |        Page 6 

Solution 1: Comprehensive Training and Upskilling 

A comprehensive training program tailored to equip employees with essential digital skills and knowledge offers a 

promising solution to the challenges arising from Target Corporation's digital transformation. By investing in 

structured learning experiences, Target can empower employees to navigate the digital landscape with confidence. 

These programs can encompass a mix of online modules, workshops, and hands-on assignments. The advantages of 

this solution are multi-fold. It addresses employees' concerns by demystifying digital tools and processes, enhances 

their capabilities, and enables them to embrace new responsibilities and roles. Furthermore, such training fosters a 

sense of competence and reduces resistance by making the transition smoother. However, implementation demands 

substantial time, financial commitment, and ongoing assessment to ensure the relevance of training content as 

technology evolves. 

Advantages: 

Comprehensive training programs can address resistance and discomfort by empowering employees with the 

necessary digital skills and knowledge. These programs enhance employees' confidence, competence, and overall 

attitude towards change. Employees feel more equipped to handle digital tools and processes, leading to a smoother 

transition and increased productivity. 

Disadvantages: 

Implementing comprehensive training programs requires substantial investment of time, resources, and effort. It may 

lead to disruptions in daily operations during the training period. Dedicated trainers and resources are necessary to 

ensure effective knowledge transfer. Additionally, while training may improve employees' digital skills, it might not 

completely eliminate all instances of resistance or discomfort. 

Solution 2: Establish a Change Management Team 

Establishing a dedicated change management team offers a strategic approach to mitigating the challenges posed by 

digital transformation. This team acts as a conduit between leadership and employees, facilitating open 

communication, addressing concerns, and guiding individuals through the changes. The advantages include ensuring 

a consistent narrative about the transformation, minimizing confusion and uncertainty, and providing tailored support 

to help employees navigate the transformation journey. However, maintaining such a team requires resource 

allocation, and the success of this approach relies on effective communication and engagement strategies. 

Additionally, some resistance might persist despite the team's efforts, necessitating a multifaceted approach to 

address all dimensions of change. 

Advantages: 

Implementing a dedicated change management team can significantly mitigate resistance and discomfort among 

employees. This team serves as a bridge between employees and the digital transformation process. Effective 

communication, guidance, and support from this team facilitate employees' understanding of the transformation's 

benefits and alleviate their concerns. 

Disadvantages: 

Creating and maintaining a change management team requires resource allocation in terms of personnel and budget. 

Continuous monitoring of employee sentiment and progress is essential to ensure the effectiveness of this approach. 
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There is also a risk that employees might still resist change despite the presence of a dedicated team, especially if the 

team's efforts are not communicated effectively. 

Cultural Integration 

Target's strategic acquisitions have propelled its growth, but they have also introduced a complex challenge: the 

integration of diverse organizational cultures. Cultural clashes, communication gaps, and resistance to change can 

emerge as substantial hurdles. Employees from different acquisitions might feel alienated or uncertain, leading to a 

fragmented workforce. This challenge becomes more pronounced in a global context where cultural differences can 

be substantial. Addressing this challenge requires fostering a cohesive organizational culture where employees from 

diverse backgrounds feel valued and united. 

Problem 

The major problem lies in the communication gaps, clashes, and resistance to change arising from the integration of 

diverse cultures. Misunderstandings and differences in work styles can lead to conflicts, affecting collaboration and 

overall productivity. 

Solution 1: Cultural Awareness and Diversity Training 

Cultural awareness and diversity training present a solution that fosters a more inclusive and cohesive work 

environment. By educating employees about different cultures, this solution encourages cross-cultural understanding 

and appreciation. This approach reduces the likelihood of cultural clashes and enriches collaboration through the 

sharing of diverse perspectives. However, the implementation of such programs requires careful planning and a long-

term commitment. Initial resistance may arise due to skepticism or a perception that the training is superfluous. 

Continuous reinforcement and practical application of cultural insights are essential to fully realize the advantages 

of this approach. 

Advantages: 

Cultural awareness and diversity training programs can create a more inclusive and collaborative work environment. 

These programs foster cross-cultural understanding and help employees embrace diversity. By appreciating different 

perspectives and experiences, employees are likely to communicate more effectively, leading to better collaboration. 

Disadvantages: 

Implementing these programs involves an investment of time and resources. Resistance might arise initially, as 

employees might perceive such training as unnecessary or unrelated to their job roles. Ongoing reinforcement of the 

principles and values of cultural awareness is crucial to ensure that the positive effects are sustained in the long term. 

Solution 2: Cross-Functional Collaboration 

The establishment of cross-functional teams comprising employees from diverse backgrounds presents an innovative 

solution to cultural integration challenges. This solution leverages diversity by creating a platform for employees to 

collaborate and solve problems together. By working side by side, employees gain insights into different work styles, 

communication patterns, and cultural nuances, resulting in a more harmonious and effective collaboration. The 

benefits extend beyond the immediate project, fostering a culture of respect and openness. However, this approach 

http://www.ijsrem.com/


          International Journal of Scientific Research in Engineering and Management (IJSREM) 

                        Volume: 08 Issue: 07 | July - 2024                         SJIF Rating: 8.448                                     ISSN: 2582-3930                                                                                                                                               

 

© 2024, IJSREM      | www.ijsrem.com                          DOI: 10.55041/IJSREM36276        |        Page 8 

necessitates clear communication protocols and active conflict resolution strategies. Teams must have access to 

resources that support cross-cultural collaboration, such as language translation tools or culturally sensitive 

communication guidelines. 

Advantages: 

Establishing cross-functional teams comprising employees from diverse backgrounds can promote collaboration and 

shared understanding. This approach encourages knowledge-sharing and leverages diverse perspectives for 

innovative problem-solving. By working together on projects, employees gain exposure to different work styles and 

communication methods, reducing cultural clashes. 

Disadvantages: 

Effective cross-functional collaboration demands clear communication and coordination. Language barriers, 

conflicting work styles, and time zone differences could hinder seamless teamwork. Regular check-ins and effective 

communication channels are imperative to address any potential challenges. 

Diversity and Inclusion 

Target Corporation's acknowledgment of the importance of diversity and inclusion highlights its commitment to 

creating an equitable work environment. However, effectively managing a diverse workforce and fostering an 

inclusive culture pose ongoing challenges. A diverse workforce brings a variety of perspectives, but it also demands 

the establishment of an environment where every employee feels valued, respected, and empowered. 

Problem 

The central issue lies in managing diversity and creating an inclusive environment. Without effective management, 

diversity can lead to isolation and feelings of exclusion among employees, hindering their engagement and 

productivity. 

Solution 1: Diversity and Inclusion Training 

Implementing diversity and inclusion training is a potent solution to managing a diverse workforce. By providing 

education on the value of diversity and fostering inclusive behaviors, this solution addresses biases and stereotypes. 

Training sessions offer a space for self-reflection and learning, allowing employees to recognize unconscious biases 

and correct them. This approach empowers employees to contribute to an inclusive work environment and enhances 

overall teamwork and productivity. However, training's success depends on continuous evaluation and adaptation. 

Some employees might perceive it as a mere procedural requirement unless the training content is dynamic, relevant, 

and engaging. Consistent reinforcement and ongoing assessment are pivotal to sustaining the positive impact of this 

solution. 

Advantages: 

Diversity and inclusion training equips employees with the knowledge and tools to understand and appreciate 

diversity. Such training promotes an inclusive and equitable work environment, enhances employee engagement, 

reduces biases, and fosters a sense of belonging. 

http://www.ijsrem.com/


          International Journal of Scientific Research in Engineering and Management (IJSREM) 

                        Volume: 08 Issue: 07 | July - 2024                         SJIF Rating: 8.448                                     ISSN: 2582-3930                                                                                                                                               

 

© 2024, IJSREM      | www.ijsrem.com                          DOI: 10.55041/IJSREM36276        |        Page 9 

Disadvantages: 

The implementation of diversity and inclusion training requires consistent evaluation and adaptation. Some 

employees may perceive it as a compliance exercise rather than an authentic effort to create an inclusive culture. 

Continuous evaluation and customization of training programs are necessary to maintain their effectiveness. 

Solution 2: Diversity and Inclusion Task Forces 

Establishing diversity and inclusion task forces demonstrates a proactive commitment to fostering an inclusive 

workplace culture. These task forces drive diversity initiatives, monitor progress, and advocate for equitable 

practices. By amplifying the voices of underrepresented groups, these task forces contribute to an environment where 

every employee feels valued and heard. Additionally, employee resource groups offer a sense of community, further 

enhancing engagement and retention. However, creating these task forces requires careful consideration of their 

composition to ensure authentic representation. There is also a need to strike a balance between empowerment and 

tokenism. Regular communication between these task forces and leadership is pivotal to ensure the initiatives align 

with the organization's overarching goals. 

Advantages: 

Diversity and inclusion task forces signal a commitment to diversity efforts. These task forces can provide the 

dedicated resources needed to drive initiatives and ensure accountability. Employee resource groups further 

contribute to an inclusive culture by fostering connections and providing support. 

Disadvantages: 

The creation and maintenance of diversity and inclusion task forces require resource allocation. Ensuring diverse 

representation within these committees may present challenges, and there is a risk of creating additional bureaucracy. 

Careful selection and genuine engagement are crucial to avoid tokenism. 

Theoretical Frameworks 

In our comprehensive analysis of Target Corporation's challenges, we have integrated two prominent theoretical 

frameworks: Lewin's Three-Step Model and Prosci's ADKAR model. These frameworks provide a robust foundation 

for addressing the complex issues at hand. 

Lewin's Three-Step Model 

Lewin's Three-Step Model, developed by psychologist Kurt Lewin in the 1940s, offers a structured approach to 

understanding how individuals and organizations transition from existing states to desired outcomes. It encompasses 

three stages: Unfreezing, Changing, and Refreezing. 

Unfreezing: 

The first step involves breaking down the existing equilibrium and creating a readiness for change. Individuals and 

organizations recognize the need for transformation by becoming aware of current inefficiencies, challenges, or 

opportunities. This stage requires a significant level of motivation and awareness, cultivated through communication, 

education, and creating a sense of urgency. For Target Corporation's digital transformation and cultural integration 

challenges, this stage involves communicating the necessity of change, showcasing the benefits, and addressing 

concerns among employees who might be resistant to the changes. 
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Changing: 

Once the unfreezing stage has prepared individuals for change, the transition to new behaviours, processes, or systems 

occurs. This phase involves implementing new strategies, structures, or technologies to address the issues identified 

during the unfreezing stage. In the context of Target's challenges, this entails providing the necessary training for 

employees to adapt to the digital environment and work collaboratively in culturally integrated teams. Managing this 

stage effectively is crucial, as resistance might be most pronounced during this phase. 

Refreezing: 

In this final stage, the new behaviours, processes, or systems become the new 'norm.' The changes are solidified, and 

individuals and organizations internalize them as part of their regular operations. Refreezing aims to stabilize the 

organization in its transformed state and prevent regression to the previous state. This can be achieved by aligning 

incentives, reinforcing positive behaviours, and providing ongoing support. For Target, this means integrating digital 

practices into daily operations and fostering a culture where cross-cultural collaboration is the norm. 

ADKAR Model 

The ADKAR model, developed by Prosci, is a goal-oriented change management framework that focuses on the 

individual's journey through change. It provides a structured approach to understanding how people experience and 

adapt to change. The acronym ADKAR represents five key elements: Awareness, Desire, Knowledge, Ability, and 

Reinforcement. 

Awareness: 

The first step involves creating awareness among individuals about the need for change. This awareness helps them 

understand why the change is necessary and the implications. For Target Corporation's challenges, awareness can be 

generated by clearly communicating the rationale behind digital transformation and cultural integration, sharing data 

and insights about the competitive landscape, customer expectations, and the benefits of embracing change. 

Desire: 

Once awareness is established, individuals need to develop a desire to participate in and support the change. This 

requires creating an emotional connection and addressing any resistance or reluctance. For Target, building desire 

involves showcasing success stories of employees who have successfully adapted to the digital environment or 

thrived in a culturally integrated team. Addressing concerns, doubts, or fears employees might have and 

demonstrating how the change aligns with their personal and professional goals is essential. 

Knowledge: 

Awareness and desire pave the way for knowledge acquisition. Individuals need to understand how to navigate the 

change. This stage involves providing the necessary information, education, and training. For Target's digital 

transformation and cultural integration, this means offering comprehensive training programs. Employees should 

have a clear understanding of the new digital tools, processes, and collaborative strategies. Training should be tailored 

to individual roles and needs to ensure effective knowledge transfer. 

Ability: 

Acquiring knowledge is not enough; individuals need the ability to implement the change effectively. This stage 

involves building the necessary skills and capabilities to execute the change successfully. For Target, this means 

providing ongoing support as employees adapt to the digital environment and work in culturally diverse teams. 
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Coaching, mentorship, and on-the-job guidance can help employees apply their newly acquired skills in real-world 

scenarios. 

Reinforcement: 

The final element of the ADKAR model focuses on reinforcement to ensure that the change becomes a lasting part 

of the organization's culture. This involves recognizing and celebrating successes, reinforcing positive behaviours, 

and addressing any remaining barriers. For Target, acknowledging and rewarding employees who successfully 

embrace the digital transformation and contribute to a culturally inclusive environment can reinforce the desired 

behaviours and attitudes. 

Application of Theoretical Frameworks 

This section explores the practical application of both Lewin's Three-Step Model and the ADKAR model within the 

context of Target Corporation's challenges, offering insights into how these theoretical frameworks can effectively 

address the identified issues. 

Application of Lewin’s Three-Step Model 

Digital Transformation: 

Unfreezing: Launch town hall meetings and communication campaigns to make employees aware of the necessity 

of digital transformation and how it aligns with Target's goals. 

Changing: Implement comprehensive training programs to upskill employees in digital tools and processes, 

preparing them for the digital shift. 

Refreezing: Reinforce the training through continuous learning and regular assessments, solidifying the newly 

acquired digital skills as the new norm. 

Cultural Integration: 

Unfreezing: Conduct cultural awareness workshops to highlight the importance of understanding and respecting 

diverse cultures within the organization. 

Changing: Encourage cross-functional collaboration, where employees from different cultures work together on 

projects, fostering understanding and cohesion. 

Refreezing: Celebrate the successes of cross-cultural teams, incorporating these achievements into the organization's 

culture and promoting unity. 

Workforce Diversity and Inclusion: 

Unfreezing: Launch campaigns and training sessions to raise awareness about the significance of diversity and 

inclusion in organizational success. 
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Changing: Implement diversity and inclusion training programs for employees and leaders, emphasizing the value 

of diverse perspectives. 

Refreezing: Integrate diversity and inclusion practices into HR processes and establish regular evaluations to ensure 

they remain integral to the organization's identity. 

 

Application of ADKAR Model 

Digital Transformation: 

Awareness: Make employees aware of the digital transformation's goals and the benefits it offers to them and the 

organization. 

Desire: Create a desire among employees to learn new digital skills by highlighting their importance for personal 

and professional growth. 

Knowledge: Provide comprehensive training programs to equip employees with the necessary digital knowledge and 

skills. 

Ability: Offer hands-on practice and support to enable employees to confidently apply their new digital skills in their 

roles. 

Reinforcement: Continuously reinforce the use of digital tools and acknowledge employees who successfully 

implement them, ensuring sustained adoption. 

 

Cultural Integration: 

Awareness: Raise awareness about the value of diverse cultures and their contributions to the organization's success. 

Desire: Instil a desire among employees to actively participate in cross-cultural collaborations, emphasizing the 

enriching experience it offers. 

Knowledge: Provide cultural awareness training to equip employees with the knowledge needed to navigate diverse 

cultural contexts. 

Ability: Create opportunities for employees to engage in cross-cultural projects and apply their learning in practical 

scenarios. 

Reinforcement: Recognize and celebrate successful cross-cultural collaborations, reinforcing the importance of 

cultural integration. 
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Workforce Diversity and Inclusion: 

Awareness: Communicate the significance of diversity and inclusion in building an equitable and innovative work 

environment. 

Desire: Foster a desire among employees to champion diversity and inclusion initiatives, emphasizing their role in 

shaping the organization's culture. 

Knowledge: Deliver diversity and inclusion training to enhance employees' understanding of the concepts and their 

application in the workplace. 

Ability: Provide platforms for employees to actively contribute to diversity initiatives and create a culture of 

inclusivity. 

Reinforcement: Recognize and reward employees who actively engage in diversity and inclusion efforts, reinforcing 

these behaviors as organizational norms. 

Practical Applications and Action Plans 

To practically apply the proposed solutions and theoretical frameworks, Target Corporation must embark on a 

carefully structured action plan that addresses the unique challenges posed by digital transformation, cultural 

integration, and diversity initiatives. 

Digital Transformation: Comprehensive Training and Upskilling Programs 

Target's digital transformation necessitates a robust training program that equips employees with the digital skills 

required for success in an increasingly tech-driven environment. The first step is to conduct a thorough skills 

assessment across departments and job roles to identify specific digital competencies needed. Subsequently, a 

comprehensive training curriculum should be developed, integrating both technical skills (such as data analysis and 

digital marketing) and soft skills (like adaptability and critical thinking). 

The training delivery methods should be diversified, including e-learning modules, workshops, and hands-on 

assignments. Partnerships with external training providers or the creation of in-house resources can ensure effective 

training delivery. Clear timelines for training implementation should be established, with key milestones marked for 

progress evaluation. Communicating the importance and benefits of these training programs is crucial to garner 

employee buy-in. Continuous support and resources must be provided to reinforce learning, ensuring that newly 

acquired skills are consistently applied. Regular reviews and updates to the curriculum will ensure its relevance to 

the evolving digital landscape. 

Cultural Integration: Cross-Cultural Collaboration and Awareness 

To tackle cultural integration challenges, Target should encourage cross-cultural collaboration and promote 

awareness among employees from diverse backgrounds. The organization can initiate cross-functional teams 

comprising members from different cultures to work on projects. This approach fosters collaboration and breaks 

down cultural barriers. Clear guidelines for communication, feedback, and conflict resolution within these teams are 

essential to ensure smooth collaboration. 
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Cultural awareness workshops can play a pivotal role in enhancing cross-cultural understanding. These workshops 

should create a safe space for employees to share experiences, values, and perspectives. Additionally, a mentorship 

program can be established where employees from different cultural backgrounds are paired, facilitating knowledge 

exchange and relationship building. 

To practically implement these initiatives, Target should appoint change champions within the organization who can 

advocate for cross-cultural collaboration and lead awareness campaigns. Regular check-ins and feedback 

mechanisms can help fine-tune the initiatives based on employee input and concerns. 

Workforce Diversity and Inclusion: Diversity and Inclusion Task Forces 

Embedding diversity and inclusion into the fabric of the organization requires the establishment of diversity and 

inclusion task forces. These task forces should consist of a diverse group of employees representing different 

backgrounds and hierarchical levels. The task forces would actively drive diversity initiatives, monitor progress, and 

ensure accountability. 

Each task force should have clear objectives aligned with the organization's diversity and inclusion goals. For 

example, one task force could focus on recruitment and hiring practices, while another could be dedicated to 

promoting inclusivity in daily operations. Regular meetings and communication channels among task force members 

would facilitate knowledge sharing and collaboration. 

A key component of this plan is the creation of Employee Resource Groups (ERGs). ERGs provide employees with 

shared identities or interests a platform to come together. ERGs can organize events, workshops, and activities that 

celebrate diversity and educate the larger employee base. ERGs play a vital role in shaping an inclusive culture within 

the organization. 

To implement these initiatives, Target should allocate resources and provide training to task force members. 

Additionally, executive sponsorship is crucial to demonstrate top-down commitment to diversity and inclusion. 

Regular progress reports and metrics should be established to measure the impact of these initiatives and make data-

driven improvements. 
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Conclusion 

In today's dynamic business landscape, the ability to effectively manage people and organizational behaviour is 

paramount for sustained success. This case study delved into the challenges faced by Target Corporation in digital 

transformation, cultural integration, and workforce diversity and inclusion. By applying established theoretical 

frameworks and proposing innovative solutions, Target can navigate these challenges and emerge as a stronger, more 

adaptive, and inclusive organization. 

Digital transformation, a necessary response to evolving consumer preferences, demands a strategic approach that 

combines change management principles with comprehensive training initiatives. The proposed solutions, rooted in 

Lewin's Three-Step Model and the ADKAR model, emphasize the importance of creating awareness, driving 

engagement, and providing continuous support. The strategic implementation of training programs, backed by well-

defined curricula and diverse learning methods, ensures employees are well-equipped to embrace digital tools and 

contribute effectively to the organization's objectives. 

Cultural integration, particularly pertinent to Target's growth through acquisitions, necessitates the creation of an 

inclusive organizational culture. The application of diversity training and cross-functional collaboration, guided by 

theoretical frameworks, leads to better understanding and harmonious coexistence. The proposed Employee Resource 

Groups further promote cultural diversity, creating a nurturing environment where individual differences are valued 

and celebrated. By fostering a sense of belonging and shared purpose, Target can leverage its multicultural workforce 

for innovative problem-solving and strategic decision-making. 

Workforce diversity and inclusion, a cornerstone of Target's philosophy, requires an integrated approach to talent 

management. By embedding diversity and inclusion principles into HRM practices, Target can eliminate biases from 

hiring processes and provide equal opportunities for career advancement. The recommended diversity training and 

mentorship programs serve to break down barriers, enhance employee engagement, and empower underrepresented 

groups. Implementing diversity and inclusion task forces showcases the organization's commitment, driving 

transformative change and accountability from the top down. 

The proposed action plans offer a roadmap for implementation, emphasizing the importance of effective 

communication, continuous evaluation, and adaptability. By creating a safe space for employees to voice concerns, 

engaging change champions, and establishing regular feedback loops, Target can fine-tune its strategies and ensure 

alignment with employee needs. 

In conclusion, this case study underscores the significance of proactive management of people and organizational 

behaviour to overcome challenges and capitalize on opportunities. By embracing digital transformation, fostering 

cultural integration, and prioritizing diversity and inclusion, Target Corporation has the potential to not only mitigate 

challenges but also emerge as a trailblazer in the competitive retail landscape. By weaving theory into practice, Target 

can achieve short-term goals and lay the foundation for a sustainable, inclusive, and adaptable future. 
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