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Comparison and Contrast of RAND's Six Steps (2005) and Leppitt's Integrated Model (2006)
The RAND's six-step model (2005) consists of six steps as the name suggests. The steps are aimed at speeding up a change by removing possible barriers while involving the champions in the process. Internal momentum is created, the effectiveness of change is tested and the change is experimented further if it is not effective. On the other hand, Leppitt’s integrated model (2006) has 12 steps and is more concerned with an organization’s strategy, assessment, planning, and vision that aim at a long-term change.
RAND’s model of change management is applicable in organizations that are interested in the first-order transformation. An organization that requires urgent change can utilize this model. On the other hand, Leppit’s model is gradual and an organization that is focused on the long-term transformation of its culture and practices can use it by adopting strategy, vision and planning components. The disadvantage of both models is that they are step-ordered and therefore difficult to understand or detect if the order of the steps is right when they occur at the same time.
How an organization can Utilize its Vision Statement to become part of its Strategic Plan
It is worth mentioning that change should form an integral part of a vision and business strategy that are clear and that subsequent activities and interventions should be done in a consistent and coordinated manner. The statement means that vision and a change are intertwined and an organization must outline a clear and realistic vision before linking a change to it. An appropriate vision statement must address the how to do it and why do it questions.   A Vision statement serves as a blueprint for an organization’s activities (Nanus, 1992).  A blueprint of an organization must show its actionability, desirability, and articulation (Palmer, 2009). Vision is extended to incorporate a reason for change and the activities that will be done to bring the change (Pendlebury, 1998). A strategy entails integrating together methods, means and ultimate result together. Strategy and vision are intertwined because they both have common interface locations. A successful strategy is usually attributed to a clear vision and a clear vision understands resources available, and capacity of an institution to achieve its goals.
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