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Lewin’s and Kotter’s Change Models
One of the problems that organizations face is resistance to change by employees who work fororganizations. This is because human nature is that they exhibit resistance to change and desire to maintain the status quo. Therefore, organizations find it difficult to implement changes in operations and routines. It is because of these challenges that people have tried to come up with change models that can help organizations implement changes in their activities and routines. Some of the change models are however presenting more problems than Solutions and therefore none of the change models can stand alone without the help of others to claim effectiveness in creating change and reducing resistance among employees whenever changes are implemented. However, it cannot be completely denied that change models are not helping organizations to achieve changes or implement changes in the organization. The only problem is that some of the changes are finding resistance among employees and therefore there has been continuous effort to develop change models that reduce the resistance of employees and ensure the realization of the visualized goals and objectives in the organization. Every organization implements change to achieve a particular set of goals or objectives. Therefore, all change models have been geared towards helping organizations achieve goals and objectives of change. This paper, therefore, explores two main change models namely Kotter and Lewin and explains the steps of each change model as well as compares them and contrasts them with the aim of explaining their impacts on organizational change, specifically, the impact in implementing change and resistance to change.
Lewin’s Change Model
[bookmark: _Hlk5245350]Lewin's change model is focused more on improving individuals and also ensuring that there is dialogue whenever an organization implements change. Basically, this change model Focuses on introducing incentives and identifying the correct leadership in an organization to change the current state or the situation by providing incentives and improving situations at work for people to accommodate the required change in an organization (Al-Haddad & Kotnour, 2015). According to the change model, incentives are introduced to unfreeze the current state of things in an organization so that people can get back to start working better and putting more effort in performing the job tasks and also directing their work towards achieving the goals and objectives of change. The next step is observing whether the required change has been implemented and then refreezing the current state of the organization. However, for this change model to be successful there is need for active involvement of change agents which in many cases include the managers, the supervisors, the employees and other stakeholders of an organization so that wholesomely all the change agents can work together in ensuring that the required change is achieved (Al-Haddad & Kotnour, 2015). After the achievement of the required change, the current state is unfreezed and resumption of the new state is reinforced in an organization (Al-Haddad & Kotnour, 2015). This way, an organization can continue working on the new way of doing things and therefore achieve the objectives of implementing the change that was needed before the change model was employed. 
It is important to note that the main point regarding this change model is that it is important to identify the problem in an organization and involve all the participants and then chart the way forward or the solution to that particular problem so as to achieve the desired change in an organization. After the desired change has been achieved, the current state is unfreezed and the employees, the managers and the supervisors, as well as all other stakeholders of the organization, can remain working in a harmonious and understanding manner that eventually makes the organization to realize the desired goals objectives that made them implement the change model.

Kotter’s Leading Change Model
In the year 1996, Kotter developed his change model which included eight important steps of avoiding the major pitfalls that managers tend to make whenever they implement change in their organizations. The change model revolves around the eight main steps and focuses mainly on providing a way forward for ensuring that change implemented in an organization receives little or no resistance and above all, achieves the anticipated goals and objectives. The first step is developing a sense of urgency in the organization by linking the current situation to a possible crisis (Al-Haddad & Kotnour, 2015). This means that a manager has to make it clear to the employees of the organization as well as other stakeholders that if the situation continues the way it is, then the organization is likely to encounter a major crisis. The second Step is building a team to direct the change required (Al-Haddad & Kotnour, 2015). Here, the managers come up with a leadership team that can help the organization to achieve the required changes. The third step Involves having a strategy and vision to direct the change that is required in the organization. This is important to ensure that the goals of the organization are met.  The fourth step involves communicating the vision to all the stakeholders of the organization (Al-Haddad & Kotnour, 2015) to ensure that the organization receives the necessary support from all its stakeholders in pursuing the change required. The fifth step is implementing the change (Al-Haddad & Kotnour, 2015). This involves putting the Vision and strategy into practice to achieve the required change in an organization. The sixth step involves planning for short-term wins in the organization as a result of the implementation of the change or strategy. Here, the managers can plan for the gains achieved from the implementation of the change. The seventh step involves consolidating all the gains so as to observe how the organization is achieving the required objectives of change (Al-Haddad & Kotnour, 2015). Then lastly, the eighth step is to continuously ensure that all changes are institutionalized within the organization (Al-Haddad & Kotnour, 2015).
Comparison and Contrast between the Kotter’s Leading Change Model and Lewin’s Change Model
One thing that is common in both of the two discuss theories above is that in both of them you have to select a team of trusted individuals that can guide the achievement of the change through biting other employees to achieve the vision through the implementation of the strategy. Lewin advocates for identification of good leadership for the organization whenever implementing a change. On the other hand, quarter advocates for ensuring that a trusted team is selected to ensure that the Vision and strategy of the organization as well as the implementation of the change model is successful through their leadership.
Even though the true change models above have the similarity of suggesting that there should be a team of leaders or a team to guide the implementation of the change, the significant difference between the two models. One of the most significant difference between the two is that where was Lil win advocates for ensuring that all change agents and stakeholders are involved in identification and solution of the problem in an organization while implementing change, Kotter in his 1996 change model does not seem to buy the idea of bringing all stakeholders on board while implementing change. Kotter’s change model seems to lean more on ensuring that the eight steps of implementing a change model are followed so as to avoid the major pitfalls that managers or organizations make when they try to implement change in the organizations.
Impact of the Models on Implementing Change and Resistance to Change
[bookmark: _Hlk5245687]The main impact that Lewin's change model can have on the implementation of change in an organization is that the reviving of incentives and also having new leadership in place to help an organization achieve the change may renew the energy in employees and help them work better towards the achievement of organizational goals and objectives. Incentives always revive their zeal to work harder and also the enthusiasm to achieve great heights in employees (Grady, Magda & Grady, 2011). In fact, the change model seems to be the best in turning around an organization that is doing poorly when the management requires to make drastic changes. Therefore, Lewin’s model has a bigger impact in achieving change if used in implementing any changes in an organization as compared to Kotter’s change model. This being the case employees are likely to be less resistant to changes when the wind change model is used because of the introduction of the incentives and new leadership and the unfreezing of the current situation in an organization in order to achieve the desired goal. On the other hand,  the leading change model seems to concentrate more on following the eight steps of implementing change and avoiding mistakes that managers make. When looking at the first step, it is clear that once it has been known that there is a problem and there is need to change things in an organization, then the first thing is to create a state of urgency by linking the current situation to a possible crisis. This too many employees might seem unrealistic and therefore employees can decide to resist the change that is being implemented in the organization. Furthermore, there  is a possibility of the employees kicking off with the model very well at the first steps but along the way, they can decide to resist the change being implemented when they realize that it is overhauling their original way of doing things and creating a new way of doing things which they might not be comfortable with. According to Grady, Magda & Grady (2011), resistance is one of the main problems that managers face when implementing changes in organizations. Therefore, leading change model as suggested by Carter is more prone to Resistance by employees and organization as compared to the Lewin's change model.
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