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The Biggest Problem Faced By the Organization I Worked For
One of the biggest problems faced by the former organization I worked for is executing technological change initiative. The rapid development in technology has changed the way the organization carries its function (Albertin & Moura, 2004). Research has also established that embracing technology enhances efficiency and performance of a company (Albertin & Moura, 2004). Therefore, my former company was not running optimally due to lack of technological changes. The management, however, was making the initial transition to embracing technology but the changes faced significant resistance from the employees. The management faced difficulties due to lack of proper communication with the employees and failing to make preliminary change initiatives such as offering the employees with the relevant training. Change initiatives are faced with resistance among employees and usually fail ("Queensland Government: Change Management Best Practices Guide Five (5 ) key factors common to success in managing organizational change.", n.d.). However, making the ground level by effective communication and discussing with the employees on the importance of change is crucial for successful changes ("Leadership Strategies for Making Change Stick", 2008). Therefore, my former organization failed in embracing technology in marketing function and other e-business functions and thus, failed in enhancing its performance. 
Mitigation
The problem of embracing new technologies would have been mitigated by hiring an OD consultant. A consultant would have been in a position to establish what makes changes initiatives fail and applying the appropriate plan to make the change successful Haneberg (2005). The OD consultant would have established that the change initiative fails due to lack of preparedness during the data gathering and diagnosis phase. At this phase, factors such as lack of effective communication, lack of training and inappropriate management culture would have been recognized and the change would have succeeded with low or no resistance level. The OD consultant would have obtained important information from employees and the management through interviews and establish the mistakes done during the process Haneberg (2005). The feedback process would have also contributed to having a better understanding of the steps to take to embrace technology McLean (2006). Therefore, the former employer would have established the flaws made in the organization when executing changes and making corrective measures with an objective of attaining the desired goals. 
The Challenging Step
One of the challenges that the OD consultant would have experienced is data gathering. The former organization managers applied an authoritarian leadership style and thus, employees had little or no influence in the process of making organizational decisions. The employees were not fully engaged in matters concerning the organization and thus, the managers made poor decisions sometimes that failed in the process of execution. Therefore, employees would have been reluctant to share their views for fear of being interdicted by the management ("Leadership Strategies for Making Change Stick", 2008). The organization’s culture of dictatorship limited sharing of information and employees followed the instructions of the managers and supervisors to the letter without adding any input. This culture, therefore, limited creativity among the employees and thus, they lacked the motivation to work and they failed to take responsibility on matters concerning the company ("Leadership Strategies for Making Change Stick", 2008). Therefore OD consultant would have experienced challenges in obtaining necessary data to make an informed decision. The true representation of data is crucial for the OD consultant in the development of theories on how to enable an organization to attain its desired goals and objectives Haneberg (2005). Besides, fact-finding is an essential step in action research since the untruthful representation of facts can result in failure of the organizational development.
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