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· Kotter’s 8 steps change model: Kotter’s steps are based on communication, empowerment, and focus. Following the change, it is important to embed new approaches so that people do not revert to old habits. Monitoring, feedback, and intervention are necessary for a period after the change have occurred.
1. Increasing the urgency for change
2. Building a dedicated team to handle all change management and its implementation
3. Creating a vision and forecast for change
4. Communicating the need and benefits of change to every concerned employee
5. Helping every staff to be in acquaintance for the ongoing change and helping them in adoption
6. Creating of short term goal and keeping in constant check with the progress
7. Staying persistent in change
8. Making the change permanent and keeping in check with the updated change


· Lewin’s 3 stage model of change:  Lewin’s change model is a simple and easily understood framework for managing change through three stages. It starts with creating the motivation to change (unfreeze) and moves through the change process by promoting effective communication and empowering people to embrace new ways of working (change). The process ends when the organization returns to a sense of stability (refreeze), which is necessary for creating the confidence to embark on the next, inevitable change.
· Change model by Kubler-Ross: It describes the stages of personal transition involved in most organizational changes. It helps understand how people will react to change, provide assistance for their own personal transitions, and make sure they have the help and support they need. This theory includes six stages such as, denial, anger, bargaining, depression, acceptance and integration. 
· Prosci’s change management:  It is built in steps that a project team can complete for a particular change or initiative supported. The steps involved are preparing for change, Managing change and Reinforcing change.
· Satir change model:  This change model focuses not just on systems of people but also on individual people. The Satir change model shows how immediately after a change is introduced into an organization, the change is met with resistance. The conflict that is a normal part of resistance throws the organization into chaos. The group eventually integrates the change ultimately creating a new and hopefully more productive status quo.
· McKinsey 7-S Model: Was developed to look after 7 major factors dealing change in any organization namely: Shared value, Strategy, Structure, Systems, Style, Staff & Skills. These changes in any organization will usually have 4 primary benefits which include diagnosis and understanding of current work culture and ways to improve the organization. It also provides certain guidelines for the changes to be implemented with rational and emotional components that effect the employee as a whole.

Change management models are useful in that they describe and simplify a process so that we can understand and apply the principles. Change as we’ve learned throughout this course is inevitable and the main take away is learning how to cope and deal with change the best way possible. No matter how well one plans for change, it should always be an expectation that a surprise could occur. Knowing various tools to handle surprises is what will separate a completely failed project from one with hope or success. That’s the benefit of these models any or all can be applied or used. If change were predictable, and followed a set pattern we wouldn’t have the need to have various models because there would already be a solution to the one problem but that’s not the case. So, take what is valuable from any model and arm yourself with the knowledge to apply it if you feel it can be helpful. 
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