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The three main models of change management are Kurt Lewin’s, Kotter’s and the Action Research Theory.

Kurt Lewin

Kurt Lewin recommends three steps; unfreeze, change and refreeze. Unfreezing involves breaking down the current status in preparation for change. It involves getting the organization ready for the change. The second step is the change itself. As the organization is ready for the change, it is the right time to introduce the change. It is most absorbable when the status of the organization favors it. After introducing the change, refreezing is done, that is, rebuilding the organization on the new changes which incorporates them into it. Refreezing helps members of the organization conform to the change and align the organizational practices to it. This is a simple model to implement but it does not provide specific practical details. (Kristonis, 2005).
Kotter’s Theory

This theory is divided into eight major stages of managing change. They are: Establishing the need for change by identifying problems, creating a workforce or team to tackle the change management process, coming up with goals and objectives for the change and developing a strategy, communicating the change objectives so as to create awareness and support, encouraging members of the organization to embrace the change, making short term goals to facilitate step by step development of the change, strengthening the grip of the change in the system through activities which support the change and hiring change minded people and reinforcing the new developments into the organizational culture. This model provides a deeper view into the process and brings about a directional factor to the process. It is complex to implement and the failure of one step could mean failure of the whole process. (Mourfield, 2014).
Action Research Model

This model entails changing attitudes, behavioral patterns and gauging the change method being used. Pryor, Taneja, Humphreys, Anderson & Singleton, (2008). It has two parts, the first being focused on action so as to achieve the change and the second part involving trying out different forms of the change plan in a real situation to see if it will really perform well in real life. This approach is famous in drills. The main disadvantage about this approach is that it does not actually lay out a definite plan to follow but involve trying out different ways which may not bring out a positive development. This method offers different alternatives to dealing with change management. (Sankaran& Kumar, 2010)
The best way to ensure the success of a management change plan is to incorporate several models together. This way, the weaknesses of one model are covered by the other. Kurt Lewin’s model is easily adopted by other models. The three models discussed above can be easily merged together in a change management process.
Communication  Plan.

Stakeholders are those parties which have a direct impact on the organization. They play a big role in ensuring the success of the company. In communicating about change, only the primary stakeholders need to be involved. Employees are the backbone of production. They are responsible for getting work processes done. It is important to communicate change to employees as they are the ones who will help implement it. Labour unions look into the welfare of the workforce. A change in the organization may bring about a change in employees’ welfare and this is of great interest to the labour unions. Suppliers provide resources or raw materials. Changes in the company may affect the relationship between the suppliers and the company. Customers buy the end product and provide profits.  They also need to be aware of the changes, although they would not be classified as primary stakeholders. Business partners, investors and shareholders provide the capital and management. They are the most important stakeholders when it comes to change and it is mandatory that they be informed of the change process.  Government and regulation authorities enact laws and guidelines and would concern about the effects of the new changes in regard to laws and regulations. These are important stakeholders who have to be communicated to about major organizational activities. 

The stakeholders have a right to company information concerning change in the following aspects; reasons for the change, detailed change management plan, step by step updates on the progress of the change management, estimated effects of the change to the company, timeframe- time it will take to implement the change, cost of the process and the impacts it will have on them. 

There are several people in an organization who can communicate about change to stakeholders. Change being a big venture, requires someone of high position to communicate it. This would most sufficiently be the CEO of the company or the Board of Directors. 

The medium to be used to communicate to stakeholders has to be official and confidential. Mostly fax and mail can be used but again a more effective way would be physical communication. Meetings are the main way to communicate big organizational changes to primary stakeholders. In a meeting, the change manager explains in detail what will be done, what is to be expected and what is required for the change to be effective. The manner in which the stakeholders are communicated to, determines whether they will give their support to the process. 
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