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Change Management Models
Change management is a structured methodology for transitioning persons, teams, and companies from a present state to a desirable future state to accomplish or execute the strategy. The process is designed to empower employees to assent and embrace the changes in the existing environment. According to Burnes (2009), change management models are useful in guiding companies and the management through the problematic change process with many barriers, complex and aftermath are uncertain. Some of the commonly used change management models include the Lewin Model, Kotter's Model, McKinsey 7-S Framework, ADKAR Model, and the Change Curve. Selecting the ideal model is equally important as the intended results. Hence, this paper highlights the key factors that should be taken into account when choosing a suitable change management model that will facilitate a smooth transition and superior results

First, for change to be effectively implemented throughout the organization, the employees have to eventually change how they perform their daily duties to drive success and outcomes. But, if the teams are abortive in their transition in that they do not embrace the changes and adopt new ways, then the process will fail (Lawrence, 2015). Hence, individuals are the most crucial factor that needs to be managed to facilitate the change management. People are vital assets which govern the growth and success of a firm. Thus, the managers should enhance the chances of employee support to reduce the resistance to change. By involving all teams, their commitment levels will rise, and they become change drivers rather than reacting negatively to change (Have & Have, 2017). 

Another factor that ought to consider is the kind of changes that need to be made by the company. A vast majority of corporate changes are classified into three main classes namely, people, structure, and technology factors which have a profound impact on the change management model (Palmer, Dunford, & Akin, 2009). The people factors include attitudes, perceptions, leadership and communication skills and other essential modifications of human resources in the company. The structural elements include the controls like policies and processes while the technology factors comprise any equipment, applications, and ICT processes that aid the employees in the accomplishment of their tasks. For the firms to maximize their efficiency, then appropriate individuals should be matched with suitable technology and structures.

Next, the change agents are a crucial factor for consideration when selecting a suitable change management model as agents who are not skillful cannot implement the advantageous change process to yield positive outcomes. The agents are held responsible for determining the appropriate changes that should be made and the implementation of the change in the company. They can be selected from the organization or externally mainly if superior expertise is necessary for the implementation of change. The change agents should have exceptional skills to ascertain how change can be introduced and solve any problems that are connected to change to expedite a smooth transition. Similarly, they should use various behavioral science methods to influence the teams throughout the change process. 

Lastly, evaluation of change is an integral factor that should be considered too. Once the change process has been implemented, the change management model should also be evaluated. The purpose of the evaluation is to gain useful insight into how the change can be modified to increase its impact on efficiency and determine which measures that can be adjusted to improve results in the future (Lawrence, 2015). Evaluation involves monitoring the change management model to ascertain if further changes are necessary to increase profitability and employee satisfaction and motivation.
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