Changing the Culture at Home Depot: A Case Study 
Part 1	
	There are a few significant obstacles and risks Nardelli will face as he attempts to change Home Depot`s culture. Obstacles include meeting a resistance to change (as the current corporate culture is very strong and established) and the companies pathology (there are strong internal values and beliefs that cause a loss in profitability, these values and beliefs are impacting profitability because they are not allowing the business to take advantage of economies of scale, and the autonomy given to store managers is reducing the overall flexibility of the company). Nardelli faces two risks. In his attempts to reduce the autonomy that the store managers currently possess to create more unified internal operations, he could inadvertently stunt innovation and decrease their ability to react quickly to changing market conditions. 
	Handling these risks and obstacles will be a challenge for Nardelli. While dealing with the obstacles Nardelli should note that the strong established current culture will be difficult to change, from this he should infer that any changes and efforts he decides to use to alter the culture will need to be prepared for a long term effort, with the gradual gentle change incorporating patience and understanding. Considering next the cultures current pathology, any communications on new changes should be made directly to the workers using clear and respectful, but firm appeals (workers need to understand that they are valued, but the new culture will have a different emphasis on management responsibilities). Finally, with the changes Nardelli implements he will need to be weary of their effects on company innovation and flexibility to market conditions. 
	Nardelli should change the culture of Home Depot by designing a re-socialization process for current and future employees of the company that includes the new values, beliefs and practices that he wishes to instill in his workforce. Using the seven step process provided in the text as a model (the socialization process will differ for new recruits then long time employees), he can select appropriate steps to shape his organization, with special focus towards emphasizing the importance of taking advantage of the companies growing scale, collaboration between functional, regional and store operations for better decisions, and training of the workforce to the long term employees that are dedicated the old Home Depot culture. Nardelli need’s the reinforce firmly to the workforce that the culture must change for Home Depot’s continued success, and a re-socialization process will be the most respectful and informative method of doing this. 
	Moral/ethical issues involved include the moral dilemma that Nardelli could create for employees by altering the company culture from being focused on customer culture to profitability. Employees could feel that the company is no longer in-keeping with their values and decide to leave. There is little Nardelli can do to address this threat, other then be sure to provide open communication to any employees with concerns, and to be prepared to lose employees.
Part 2
	Nardelli's initiatives were focused on improving profitability at the cost of Home Depot's culture, his methods of improving profitability did nothing to preserve the culture, instead it eroded the culture by focusing exclusively on the businesses profitability rather than customer service through satisfied and knowledgeable employees. The erosion of the culture due to his methods significantly decreased employee morale and satisfaction, and employees became discouraged and felt little dedication to their company. Tim Crow's initiatives provide a complete contrast.
	Crow's initiatives are specific to restoring the strong customer service culture Home Depot used to possess, he is focused on creating a sense of ownership among employees, making sure employees are knowledgeable about product offerings, and boosting morale through reward programs. These priorities will positive effects on employees and the culture. Engendering employees with a sense of ownership to their company and providing them with motivational rewards will once again encourage employees to enjoy working for Home Depot, and happy, satisfied employees are invaluable to creating a once again strong culture, and smooth running company. Ensuring that employee's are well trained and able to efficiently and knowledgeably help customers will encourage re-development of the strong customer service culture.
	Blake and Crow should focus on restoring Home Depot's strong culture of customer service, but they should take care while restoring this structure to discourage the restoration of operational norms and cultural norms that were detrimental to the business before Nardelli took charge. They should proceed by implementing a socialization program for current and new employees that emphasizes the importance of customer service, engender them with the values and beliefs based on the priorities aforementioned by Crow, and that the company cares about their employees. Crow's implementation of a Success Sharing program was an excellent idea, and should stay in place to be a source of motivation and morale to employees to reward them for adopting good customer service practices. 
	Crow and Blake shouldn’t face any moral or ethical issues in implementing their socialization program, as it’s geared towards social responsibility and empowering employees with knowledge and morale. 

	

