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1. Planning and Executing Change Effectively.pdf
Kurt Lewin's three-stage model of planned change is a carefully orchestrated plan of action that is followed by the administrators who have intentions to bring a required change in an organization. Change in an organization is inevitable, especially with the dynamics of the world, no organization would wish to be left out when the competitors are taking a certain positive trajectory. Change when it happens comes with job losses, which sometimes becomes unfair to employees, this is the reason why Kurt Lewin in his three-stage model of effective change management is trying to address. Lewin says that three stages should be followed to execute change effectively; namely unfreeze, change and finally refreeze. This journal will try to critically evaluate the concept of “unfreezing” and inclusion in bringing change effectively in an organization.
“Unfreezing” is a concept that postulates that for effective change management first, the change-maker should ensure that the organization members are ready and receptive to change. Kurt Lewin here wanted to elaborate that for effective change to happen, all members of the organization are to be involved. These members if well involved and are prepared for the change, will be committed to the change and they will trust this change as a strategic initiative. People will be committed to change if they feel that they are part of the change, therefore the leaders ought to communicate the change to the people and the change vision so that as the change happens people were involved in making it. There will be the feeling of what is happening in an organization. When employees and other stakeholders are involved in the process of change-making, the work of the management becomes simple as everybody embraces change and is committed to seeing the change bring positive performance to the organization. 
Kurt Lewin discusses further that the leader and the management of an organization should instill a sense of urgency for the employees to see the reason why the change must happen sooner than they expect it. Another way of easily driving home change is convincing people who have a certain influence in various departments of the organization. These people if they agree that there is a need for change will become helpful allies who will ensure that other members of the organization agree to the change need. Once other members of the organization are convinced that there is a need for change, the next step is to provide support both emotionally and instrumentally. Emotionally in the sense that the management expresses confidence in the ability of the employees to perform under the new change and that their concerns are addressed. Instrumentally by providing training so that they understand the new system well. Motivation can as well be used to provide support to the employees. When everybody participates in the change-making process, management of the change becomes simpler. 

2. Boundless Management-Managing Change for Organizations.pdf
Change management requires strong leadership. A good leader will provide direction for others to follow. A strong leader is a change maker, he/she is alive to the changing times of political landscape, economy, technological advancement, and new method of managing businesses. A good leader will fit into all these dynamics to bring the change that is needed. Kurt Lewin's three-stage model of planned change is applicable even today in effective change management in wide spectra of economic, political, and social sectors in developing and developed countries.
Effective change management, starts with planning for the change, preparing and involving stakeholders for it to be efficiently executed. Currently, when political leaders want to change the political landscape, they do so by involving the political opinion shapers. These are people who have influence in their small units of management like senators, governors, or even strong members of the national assembly. They do these with the perfect knowledge of Lewin's research on change. Aware of the fact that you cannot bring onboard everybody alone, assistance is required. Opinion shapers come in handy. Leaders in a business organization can utilize knowledge from Lewin to improve the performance of their business organization. 
The concept of leadership has evolved from the days of maintaining the status quo to creativity in management. Creating change and embracing new concepts and new ideas of effective organizational management. Setting clear and measurable development goals by the organization requires a strong leader with the mind of attainment of development objectives. He/she should be able to analyze the development objectives and motivate the organization towards achieving them. To achieve these Lewin's concept of “unfreezing” and inclusivity to bring change is applicable, where the leader has to involve members of the organization in designing the objectives of the organization and designing the future change of the business. 
Most businesses today are driven by the profit maximization concept. Leaders are motivated by the concept of maximizing profit as they minimize the cost of production. This means that such leaders will be interested in any change that will minimize the cost of production and maximize the profit margin, for them to achieve these they need the Lewin concept of change management, you can effectively bring change if you succeed in convincing your subordinates to support change need. Involving employees and other stakeholders in change-making from initial to implementation enriches the level of commitment of people. This brings the desired performance by each participant in the organization. 

3. Kentucky State University-Charles R Nichols-The need for communicating change.pdf
Yes, I have been a victim of change at some point in my organization and for sure it was a time when I felt left in the dark about a change. At this time changes had been made in our organization with regards to the structure of the organization. How it happened the manager with the board of management held a meeting a month and they decided to restructure the organization in which it was decided that some positions are going to be eliminated from the structure of the organization. This move aimed to eliminate duplication of roles and in the process reduce the wage bill. When the communication was made I never that I’m going to be affected because the manager didn’t specify and therefore I saw it as a normal routine. Before the timeline, I received a letter indicating that I will be able to offer my services anymore commencing the following month because my position had been rendered null and void. It was a shocker to me because I didn’t expect it and it was the least of my bother when I first heard of the changes. I didn’t know what to do next or where to go I had to do a lot of souls searching. I could not believe at first I was still in denial mode. I thought of filing a court case to get an injunction but it was not going to be easy I knew. The situation left me stressed, even eating was a problem, it went to an extent that I could not hide anymore all my family members became aware. It was a really difficult moment for me and I thank God that today I have moved on from that difficult time. Reflecting on this experience, I can never underestimate the effects of change, and I surely know that change is inevitable but it is difficult. Not very many people are ready to embrace changes because, for one, you can never tell how it is going to affect you as a person. I appreciate the significance of change and also agree that it is inevitable but when caught off-card it is the worst experience ever. 
4. Colin Prices-Encouraging Organizations to Change-The Influence Model.pdf
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5. War Resisters International   TechniquesforConsensusDecisionMakinginLargeGroups.pdf
Decision-making is always a very involving process and it is even so difficult in the situation of large groups. This is so because large groups mean every person has an opinion and therefore there is a need to listen to all of their voices before making the decision. From the above article, decision-making in large groups is done and phases and in a structured format. First, the conditions for consensus include; common object, compromise with consensus, enough time, clear procedure, active participation, and good facilitation. When this is agreed upon, the next step is coming up with a structure that requires a spokesperson committee who is at the top then the large group is subdivided into affinity groups or base groups. The next step is the procedure and formulation of the issue down to the decision-making stage. 
I have personal experience of the decision-making process in a large group. Our community and the bordering community had been engaged in constant wars nearly every year. Despite the government pulling all stops to end the wars, nothing bored fruits. Senior security personal had been discharged to the area to make sure that they stop the fights but even that did succeed. So based on the available intelligence, it was agreed that the only way out is to use the mediation process through dialogue between the two communities to find a lasting solution. I was selected to be one of the people representing my group to negotiate and make a decision. It was at this time that I was able to use the large group technique to find a solution. In this, we first came up with critical issues that needed to be addressed between the two communities. Thereafter we selected the representatives that will go to the negotiating table and after exploiting all processes we were able to agree on critical issues and we made recommendations that marked the end of the civil wars. 

6. Boundless Management-Rational and Non-rational Decision Making-Problems with the Rational Decision-Making Model.pdf
Prospect theory and bounded rationality theory.
Prospect theory is a theory based on analyzing the negatives concerning the positives. In this theory, an individual would make a decision based on the negatives, for instance, individuals would fear losses more than they do the gains. In summary, in this theory, people would evaluate the negatives more than the potential benefits.
The bounded rational theory holds that the rationality of an individual would depend on the information they have, the cognitive size of the mind, and the time they have to make that decision. According to this theory, the decision-making process is fully rational. Further, the decision people make is based on a piece of limited information always, in the end, the rational decision. For me in my case believe in bounded rationality theory to be valid. This is because it a theory that takes into consideration the ability and capacity of the individual making the decision. I agree that the rationality of an individual squarely depends on the information he/she has, cognitive capacity, and required time as such for me this is a valid theory.


7. Boundless Management-Rational and Nonrational Decision Making-Non-Rational Decision Making.pdf
Emotions play a critical role in the decision-making process which cannot be wished away just like that. From the above article, the author categorically explains the role of emotions in the decision-making process, a fact that is supported by the research. Normally decisions are a critical time that is also intense, they involve risks, uncertainties and therefore the aspect of tolerance becomes very important in these times. An individual will experience the feeling of fear of the unknown, the fear of a negative result plays big that in the process an individual might forego an option with more benefits and fewer chances of failing. In summary therefore emotions are important when it comes to decision making. Emotions would influence the kind of decision an individual will make at that time and whether it will be successful or not only time tells but in the end it would have been influenced by the emotions. 
I also agree with the author of the above article concerning the role of emotions in decision-making. As the author has put it in the article, emotions influence the type of decision an individual makes faced with that situation. For instance, an individual with anger night does not make the same decision as to the other person who is composed and relaxed faced with the opportunity to make a decision. A relaxed and composed person will most likely make a well-thought-out decision without any external influence unlike that who is angry. It is also the same for an overconfident person, he/she would not make a rational decision according to me. A frightened person might fear to take risks or make bold decisions due to the fear of failure of which the same person might not be ready to handle the consequence if the worst happens. In the past, I was faced with a situation to make a decision when  I was not ready which means I was afraid, due to fear I was conservative when making that decision only later on to establish it was one of the irrelevant decisions I ever made.  

8. Polly LaBarre's-Whats Your Default.pdf
It is important first to note that both the strength of conviction and overall competency of a leader is critical to an organization. This is so because a leader with proper conviction would be able to make wise and relevant decisions but also based on his/her level of competency. However for me between the leader’s competency and conviction, I believe the organization should depend more on his/her competency than the strength of personal conviction. 
I agree with the article that biases are regular in our daily life today more particular in the organization. However, a leader must work as hard as possible to avoid biasedness because it creates divisions and disharmony in an organization. A leader can base on the history of the failures and successes to help make decisions, however, sometimes it is a big risk as stated in the article. 






9. The Psychology of Groups By Donelson R Forsyth.pdf
Decision-making is never an easy task in particular for the situation of a large group. In the previous article about decision-making in a large group, the article highlights various steps and stages to be followed. While reflecting on the same article above, I stated that I have the firsthand experience of having been in a large group that ended up making a final decision and therefore I completely understand what it takes to handle such unique cases. It was a long process that involved various stages from the start to the end. 
We were able to make a final decision at that time thanks due to the various strategies we employed. The most important strategies we employed included; consensus building, debate, and negotiations. As a member of the consensus team, we first had to come up with the goals and objectives of our deliberations in the context of the task at hand is finding a solution to end the civil wars between two bordering communities. The goals and objectives set out the mood and direction we were headed. We also clearly stated the statement of the problem. In the large group, we initiated a debate so that people can debate freely and soberly without any form of victimization. From the debate, small groups formed from the large groups sat and isolated some sticking issues. Thereafter representatives from each small group were selected to move at the negotiating table to deal with the sticking issues but with constant consultation from the rest. And that is how we succeeded in the end.  
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10. Theories of Knowledge-Selectivity of Perception.pf
Advertising or marketing utilizes consumer perception to sell its products.  In particular marketing and advertising makes use of selective perception tactics to sell their products to the consumers. The purpose of this strategy is to enable extract information from a small viewed stimuli. I think these strategies can work better depending on the context but not just anywhere. For a case of an individual trying to persuade the room of people when making a presentation to that group at work, I think selective perception might be the best strategy. In a room of many people, it requires a strategy that would accommodate as many people as possible but not just a few which is the basis of selective perception. Hence selective perception is more preferable when dealing with a small group of people or just people at individual capacity. 
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