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Organizations across the world are constantly bound to implement change in a bid to increase their competitive advantage. In 1947, Kurt Lewin proposed the model of change that highlights the three stages of change implementation within an organization (Shirey, 2013). The Lewin's model of change is premised upon group initiatives within an organization that enhances an improvement in the overall processes. As such, Lewin described the three steps as comprising of the unfreezing, change and refreezing. The three stages highlight a transition from a previous mode of performing activities towards a new way that enhances operational efficiency and increases the realization of higher profit margins.

The first stage in the Lewin’s change management model is the unfreezing stage where the organization prepares itself for the expected changes (Sarayreh, Khudair & Barakat, 2013). The team gets ready and appreciates the need for embracing the projected changes yet to be implemented in the course of time. As such, the stage involves an explanation and a rationale for the need to create a new way of performing tasks as opposed to the previous ways. In preparing the organization, the top management tasked with the responsibility of setting up the change has to challenge the existing beliefs and the current norms by clarifying to the employees how the new changes would positively impact on the wellbeing of the corporation (Sarayreh et al., 2013). The unfreezing stage is essential for employee comprehension of the need to reexamine their beliefs would increase their confidence in accepting the proposed transformations.

The second change in the Lewin’s model is the change stage also referred to as the transition stage (Shirey, 2013). The stage follows after the teams within an organization have been orientated on the importance of carrying out the change process and can actualize the exact requirements for the changes to take place. The stage is a transition period in which employees are required to adopt the new ways of performing tasks within the organization. However, the firm's activities are slower as employees objectify the changes. The change is necessary within the organization as it is regarded a crucial investment while rolling out the new processes. The changes within the organization usually impact positively on the management of the corporation’s activities.

The final stage in the model involves the refreezing stage (Shirey, 2013). The stage includes ensuring that change is fully realized and made permanent within the structures and operations of the corporation. The stage is characterized by employees understanding their roles and embracing the new methods of enhancing productivity within the firm. Refreezing provides employees with an opportunity of taking advantage of the new possibilities created by the changes and thriving to maximize the benefits of the new changes (Sarayreh et al., 2013). Thus, refreezing reduces any resistance that may stem from disgruntled employees. Employees, therefore, stick to their new means of enhancing completion of tasks thereby reducing the costs of operations and any wastages that may be experienced within the firm.

King Fahad Medical City in Saudi Arabia embarked on a change of automatizing its operations in a bid to reduce the duration of making inquiries and attending to patients. The initial stages involved enhancing employee understanding on the need for change. In the second phase, the actual automatization was implemented to reduce the paperwork and improve easier retrieval of medical information. Finally, in the refreezing stage, every employee was expected to embrace the changes for an improved service delivery. Lewin's model could be used to create change by enhancing a systematic approach of setting up the desired changes for the realization of the beneficial changes.
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