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Korter’s Change model
Creating urgency: Based on Korter’s model of change, creating urgency refers to the creation of an environment where employees are informed of the problems that exist in the organization and they can see the solution from the change that is yet to be implemented through conversation with employees (Small et al., 2016). This will make employees embrace the change to be implemented. 
Forming a powerful coalition: for change to be successful, all the employees in the organization must work as a team. Teamwork can be guaranteed if employees work with each other to achieve the set goals. 
Creating a vision for change: since its difficult for all employees especially those at the end of the hierarchy to understand the purpose of change, creating a vision for change will help communicate the purpose of the change to all the employees in the organization (Small et al., 2016). 
Communicating the vision: creating a vision alone will not make employees support change. However, communicating it to the members through meetings will help the employees understand how the change will positively affect them.
Removing obstacles: at this stage, the factors that are likely to make the intended change unsuccessful are identified, and proper measures are implemented to deal with them. 
Creating short term wins: change normally takes a lot of time before its success is enjoyed. As a result, employees might get demoralized that their interests are not being met through change. Therefore, it's important to create short term goals that will be met by the change. 
Building on change: many changes fail because the team-leading change becomes reluctant in the process of change implementation. That is why it’s important to cement change permanently after it has been implemented. 
Anchoring change changes in corporate culture: if the change targets to change only the behaviors and processes of employees, that change will not be effective. Effective changes will target to positively change the culture of an organization.
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