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The Lewin’s Change management model is a framework of change advanced by Kurt Lewis in 1947 (Cummings, Bridgman & Brown, 2016). The model highlights three stages of change that can occur within an organization due to the dynamic business environment. According to the Lewin’s change model, institutions endeavor to enhance and inculcate change within their operational structures in a bid to cope with the organizational challenges (Cummings et al., 2016). Lewin emphasizes that change within organizations is a process within organizations that involve creating the desired perception, moving towards the expected behavior and later solidifying the new action was a regular practice. The three stages of change highlighted by the model include; unfreezing, change and refreezing (Cummings et al., 2016).

The first stage in the Lewis Change management model involves the unfreezing stage. The stage involves planning the organization’s activities and aligning them towards the necessary adjustments. Since many organizations operate according to a prescribed norm, the stage is usually set to break down the current mindset with the aim of realigning the ideas while focusing on the organization's overall goals (Cummings et al., 2016). The unfreezing stage usually involves breaking away from the usual status quo of the organization’s activities and enhancing transformation from normalcy towards the desired operations. The primary goal during the unfreezing stage is often to create awareness about how the change will create considerable impact away from the existing status quo that hampers an organization's progress. 
The beliefs, values and the behavior of employees within the organization are challenged to inspire a sense of re-examination of its operations (Cummings et al., 2016). Additionally, an organization’s management explains to the employees how the change will increase its competitive advantage owing to the dynamic business environment. As a means of creating change, communication is a vital aspect of the unfreezing stage as it sets a precedent for informing the employees of the appropriate changes. As such, employees are educated on the need to embrace the new ideologies that go along in boosting an organization’s image and reputation in the corporate business environment (Cummings et al., 2016).

The second stage involves the actual change within the organization. In the stage, employees within the organization begin to actualize the change as a process rather than an event. The change, also referred to the transition stage, involves employees embracing the new paths pursued by the organization in the first unfreezing change. The change stage includes the implementation of the ideas within the business with individuals learning new processes, improving their behavioral practices and developing new ways of thinking (Cummings et al., 2016). In the stage, people start acting in a way that conforms to the anticipated change.

However, during the stage, individuals are usually uncertain and unsure of the consequences of their decisions thereby creating a sense of fear among the employees (Cummings et al., 2016). During the change, employees need to be constantly reminded of the benefits of change despite the disruptions of the normal business activities. Additionally, it is important to involve individuals within the transition or the change stage in a bid to improve their understanding of the need for change within the organization (Cummings et al., 2016). It is important to address any organizational barriers by empowering the employees as a way of being open to negotiations on moving towards the aspects of change in avoiding confusion.

The final stage of Lewin’s change model involves refreezing. The stage usually involves stabilizing and reinforcing the processes in the organization after effecting the changes. The stage also includes employees adapting to the changes and accepting them as their new norms. Employees within an organization are expected to embrace the changes as they internalize the new processes within their departments (Cummings et al., 2016). Refreezing is vital as it ensures that individuals do not revert to their previous means of carrying out their activities. Further, the stage provides that employees make use of the changes in improving their efficiencies. During the stage, employees form new relationships that ensure they stick to the new ways of performing their activities (Cummings et al., 2016).

Mayo clinic automatized operations from handling handwritten medical records to electronic medical records. Despite employee resistance, the change enhanced data handling and reduced both data redundancy and loss. During unfreezing, the management had to educate the employees on the need for change and the perceived benefits. The stage involved communicating to the employees the importance of embracing the electronic data means as opposed to the hand-written mode. Further, the transition or change phase included the actual implementation of the electronic data system within various departments and unlearning the previous engrained practices.

Finally, the refreezing stage included reinstating the rationale for the change and appreciating the employee efforts in realizing the change. The Lewin’s model could be used to impact change through an organization by creating a change perception among the employees who would later move towards the desired behavior (Cummings et al., 2016). The employees are expected to conform to the new means within the organization in a bid to enhance business operations. 
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