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Abstract 

Organizational transformation has become unavoidable for companies navigating rapid 

technological, economic, and cultural shifts. While change is constant, successfully managing it 

remains one of the biggest challenges organizations face. This paper examines how different 

change management strategies influence the success of organizational transformation, using a 

comparative lens to highlight what works, what fails, and why. By reviewing major change models 

such as Lewin’s Change Model, Kotter’s 8-Step Process, ADKAR, the McKinsey 7-S Framework, 

and Agile-based approaches, the study identifies the strengths and limitations each strategy brings 

to the transformation process. 

The paper also explores the critical roles of leadership, communication, employee involvement, 

and organizational culture—factors that consistently shape whether a change initiative succeeds or 

collapses. While no single change strategy fits every situation, the review shows that organizations 

that combine structured frameworks with flexible, people-centered practices achieve better 

outcomes. The study ultimately provides practical insights for leaders, managers, and stakeholders 

seeking to navigate complex transitions and build more resilient organizations. 
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Introduction 

Change in organization’s is no longer an occasion that companies prepare for, it is a survival aspect 

of the modern high-paced world. It could be changing to new technologies, the reaction to 

competition, internal system restructuring, or the change of a working culture, but organizations 

are constantly under pressure to change. However, the necessity to change is one thing and the 

successful management of change is another thing. The question of how to lead individuals 

towards transitions without making them confused, stubborn, or even reducing their performance 

still afflicts many organizations. 

This is the aspect that makes change management important. Change management is what gives 

structure, strategies, and processes that enable organizations to be where they are not. 

Nevertheless, change strategies are not effective in all cases. Certainly, some may perform well in 

some settings and poorly in others. Some are very effective in large-scale changes, and others can 

be applied to incremental changes. Due to this, most organizations are usually at a road roads in 

determining which approach to take. 
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This study is aimed to take a closer examination at the impact that various change management 

strategies have on organizational change. In particular, it investigates the strengths, weaknesses, 

and practical implementation of such famous models as the Change Model by Lewin, the 8-Step 

Process by Kotter, ADKAR, the McKinsey 7-S Framework, and agile-based strategies. Comparing 

these strategies, the research will assist leaders and decision-makers in knowing what strategies 

suit their organizations well. 

The following are the key questions that will guide this paper: 

1. Which are the most popular change management strategies? 

2. What are the differences between these strategies in terms of process, focus and outcomes? 

3. What organizational environment conditions affect the success or failure of every strategy? 

4. What are some of the practical lessons that organizations can learn with regard to enhancing 

transformation? 

This research is significant because successful transformation is often the line between 

organizations that grow and those that fall behind. 

Concept of Organizational Change 

Organizational change is a process whereby a business realigns, cleans up, reorganizes or redefines 

how it does its business. These changes can be in terms of strategies, policies, technologies, 

structures or even the mind and behavior of employees. Scholars have over the years scrutinized 

organizational change in various perspectives yet they all concur on one thing and that change is 

necessitated by a dynamic environment in order to survive. 

Initial conceptualizations of organizational change were primarily concerned with basic, step-

based modifications, minor changes, which assist a company to operate more effectively. 

Nonetheless, with the increasing uncertainty in the business world, the concept of change was 

broadened, becoming more general and intricate. Nowadays, organizational change is perceived 

as not only a mechanism, but rather a reaction to an internal and external pressure in the form of 

competition, innovation, customer needs, economic state, and cultural changes in the market. 

There are various forms of organizational change according to research. Transformational change 

is significant and strategic changes that occur in the whole organization. This might involve digital 

transformation, restructuring, mergers or an overhaul of business processes. Incremental change, 

conversely, is the one that incorporates smaller continuous changes that allow the organization to 

gradually evolve. There is also the change of strategy, which is the one that is concerned with long-

term aspirations and the other is the operational change that is concerned with changes that are to 

be made every day in workflow or procedures. 

Change drivers are both internal and external to the organization. Some of the factors that may 

lead to change internally are change in leadership, new strategies, performance, or requirements 

to innovate. On the outside, organizations react to technology disruptions, regulatory upheavals, 

competition in the global economy, economic turbulence, and customer demands. These drivers 

are inevitable in a world that is moving rapidly. 
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In general, the notion of organizational change is no longer a single event but a continuous process. 

The contemporary institutions are supposed to be dynamic, adaptable and must be willing to 

change when the need arises. The comprehension of what elicits change and how it works 

establishes the basis to investigate how good change management strategies can aid successful 

change. 

Understanding Change Management 

Change management refers to the organized process organizations follow to move towards their 

present position to a desired position they would like to be. It is not only making new systems, 

policies or processes- it is only about leading people through psychological, cultural and 

operational changes that change has caused. A successful change management makes 

transformations successful, sustainable, and with minimal disruptions. 

In essence, the change management process comprises three important components; people, 

processes and communication. The focus is on people since even the most excellent strategies will 

not result without employees accepting or misinterpreting the changes. The processes give the 

roadmap on how the change should be implemented starting with the planning phase, execution, 

monitoring, and adaptation. Communication also helps in all stakeholders being aware of the 

objective, rewards, and process of change, eliminating uncertainty and gaining trust. 

Effective change management is supported by a number of principles: 

● Leadership Commitment: Leaders are expected to be the one to promote and exemplify the 

change showing how vital it is to the organization. 

● Employee Involvement: Early employee engagement, opportunity to contribute, and 

involvement in the decision-making should be seen. 

● Effective Communication: open and constant communication aids in controlling 

expectations and minimizing opposition. 

● Training and Support: It is essential to give the skills and resources that will help the 

employees adapt successfully. 

● Monitoring and Feedback: Continuous evaluation facilities organizations to make change in 

strategies, tackle difficulties, and strengthen their progress. 

Change management is not a universal process. Organizations, industries and cultures demand 

different approaches. But, in the end, it is all the same: smooth transitions, organizational goals, 

and sustainable enhancement of performance and satisfaction of employees. 

Change Management Strategies 

Change management strategies provide organizations with structured approaches to navigate 

transitions effectively. Over the years, researchers and practitioners have developed models to 

guide organizations in implementing change while minimizing resistance and maximizing 

engagement. While no single model guarantees success, understanding each model’s principles, 

strengths, and limitations helps organizations choose the right approach for their context. Below 

is a detailed discussion of the most widely used models. 
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Lewin’s Change Model 

One of the theoretical frameworks of change management is the model by Kurt Lewin. It is rooted 

in the concept that change involves transitioning between current states to the desired future state 

in three steps namely Unfreeze, Change, and Refreeze. 

● Unfreeze: This is the step whereby the organization is ready to a change whereby the 

reasons as to why things are not working are brought out. Leaders convey the necessity of 

change, seek the concerns of the employees, and encourage people to forget about the old 

habits. The resistance to change is reduced by establishing awareness and urgency. 

● Change (Transition): It is the implementation stage, during which new systems, processes 

or behaviors are implemented. At this step, guidance, support, and training is necessary. 

Leaders should support the new approach by allocating resources and allowing 

involvement to get the employees to embrace the new approach. 

● Refreeze: This is the last phase that entrenches the change by instilling new practices to 

the organizational culture. The reward policies, performance measures, and the adjustment 

of the policies are adapted in favor of the new behaviors so that the transformation becomes 

sustainable. 

The model of Lewin is simple, simple to follow and specifically useful in minor or small scale 

changes. However, it might be insufficient to deal with continuous or complex changes, because 

change is linear, but not a cycle. 

Kotter’s 8-Step Process 

John Kotter expanded on Lewin’s ideas with a more detailed, stepwise approach, emphasizing 

leadership, vision, and engagement. Kotter’s model consists of eight sequential steps: 

1. Create a sense of urgency 

2. Build a guiding coalition 

3. Develop a clear vision and strategy 

4. Communicate the vision 

5. Empower employees for action 

6. Generate short-term wins 

7. Consolidate gains and produce more change 

8. Anchor new approaches into the culture 

Kotter’s approach highlights that change is not only about processes but also about people’s 

mindset and emotional commitment. Each step emphasizes collaboration, leadership support, and 

recognition of achievements, which helps reduce resistance and builds momentum. 
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ADKAR Model 

One of the most popular models is the ADKAR Model created by Prosci which focuses on 

individual change as the most important aspect of organizational change. In contrast to the models 

that emphasize processes or structures, ADKAR acknowledges that change in an organization is 

only realized when individuals engage in acquiring and applying new behaviors at a personal level. 

It outlines five progressive steps that employees have to pass through to ensure that change is 

successful: 

1. Perception of the Change Necessity. 

The change starts with the realization of the necessity. The employees must understand what 

external forces (market changes, technology changes) or internal causes (efficiency lapses, 

restructuring) are behind the transformation. The level of awareness will minimize the aspect 

of denial, and prepares individuals psychologically to the process of change. 

2. Want to be Part of the Change and contribute to it. 

There should be awareness, but the employees should also desire to participate in the change. 

Personal motivations, organizational culture, leadership encouragement and perceived 

benefits affect desire. To create a desire, leaders can engage staffs in planning, in discussing 

issues and communicating the benefits of change. 

3. Knowledge on How to Change 

Employees should be aware of the differences they will have to make in order to adopt the 

change. This involves learning new processes, technologies, roles or behaviors. Experience is 

usually conveyed by using structured training, workshops, manuals, mentoring and coaching. 

A clear guideline is beneficial in minimizing confusion and mistakes. 

4. Skills and Behaviors that are needed to be implemented. 

Theoretical knowledge does not always lead to practice. The employees have to be able to put 

into practice what they have learned. The development of ability can be done by practice, the 

use of supervision, and the ability to practice new skills in safe settings. The obstacles in this 

level may be inadequate resources, ambiguity, or absence of support. 

5. To Sustain the Change Reinforcement. 

The change should be supported and sustained. It is important to ensure that new behaviors 

are settled permanently by recognizing, rewarding, providing feedback and constant 

messaging. The employees might also go back to previous habits without reinforcement and 

this discourages the transformation exercise. 

Strengths: 

● Plays more emphasis on individual adoption which is usually the key to successful change. 

● Gives a quantifiable, systematic methodology to monitor the progress of each step. 

● Illustrations of locations of resistance so that specific interventions can be made. 
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Limitations: 

● It is mainly personal in nature; it does not deal with the systems, culture and structural fit 

of an organization explicitly. 

● Most appropriate when combined with more general models (e.g., Kotter, McKinsey) when 

the enterprise is transforming as a whole. 

Practical Implications: 

The ADKAR model is especially applicable in organizations where change will be met with a lot 

of resistance or situations where employee buy-in is a prerequisite. It enables the leaders to identify 

the areas where employees are failing, be it awareness, desire, knowledge, ability or reinforcement 

and to interfere. As a combination of organization level strategies, ADKAR makes sure that people 

and processes are in tandem with the objectives of transformation. 

McKinsey 7-S Framework 

The McKinsey 7-S Framework is holistic in the sense that it examines seven interconnected 

organizational factors: Strategy, Structure, Systems, Shared Values, Skills, Style (Leadership), and 

Staff. The model reiterates the importance of aligning these elements in order to achieve the desired 

change; failure to ensure that one of these components is met will create a setback in the 

transformation. 

As an illustration, a new technology (System) can fail because there were no provided changes in 

the skills of the employees or leadership style. On the same note, a new strategy without favourable 

shared values may be resisted. The framework stimulates organizations to determine how soft 

(culture, leadership, skills) and hard (structure, systems, strategy) are interrelated. 

Strengths: Is a systemic, large-scale approach, which is appropriate to large and complex 

organizations. 

Limitations: May not be easy to apply to the maximum, as it will need an in-depth evaluation and 

the coordination of various organizational elements. 

 

Agile and Continuous Change Approaches. 

The contemporary organizations are working in a rapidly changing environment and thus it 

requires flexibility. Agile or continuous change models focus on flexibility, cyclic refinements, 

multi-functional workforce, and quick feedback. Rather than a step by step linear process, change 

is an incremental process that allows organizations to test and revise ideas, respond to feedback, 

and change strategies in real-time. 

Strengths: Receptive to volatile and dynamic markets. Promotes lifelong learning and 

involvement of the employees. 

Limitations: It needs a high degree of cooperation and must be an organization with a culture of 

experimentation, and might not fit well in organizations with strict hierarchies, or low risk-taking. 
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Summary of Major Models 

Each model offers unique advantages: 

● Lewin provides simplicity and clarity. 

● Kotter emphasizes leadership, vision, and momentum. 

● ADKAR ensures individual adoption and addresses resistance. 

● McKinsey 7-S focuses on alignment across organizational systems. 

● Agile supports flexibility and rapid adaptation. 

Organizations often combine elements from multiple models to design a tailored change strategy 

that fits their culture, scale, and transformation goals. Understanding these models in depth helps 

leaders anticipate challenges, engage employees effectively, and enhance the likelihood of 

successful organizational transformation. 

Comparative Analysis of Change Strategies 

Organizations rarely rely on a single change management approach. Instead, they often blend 

elements from different models depending on the type of change, the culture of the organization, 

the urgency of the transformation, and the people involved. This section compares the major 

change management models—Lewin’s Three-Stage Model, Kotter’s 8-Step Model, and the 

ADKAR Model—highlighting their strengths, limitations, and the contexts where each works best. 

1. Focus and Core Philosophy 

The Model of Lewin is based on the concept of stability. It presupposes organizations as systems 

which should undergo unfreezing prior to being redesigned. It is effective in situations that have 

been well entrenched in their processes and the employees have become accustomed to routines. 

Kotter Model is momentum-based. It works on the establishment of urgency, mobilization of the 

leadership, and the maintenance of motivation in the journey of the change. It better fits large 

organizations in which the change needs to be bought-in and organized-out in large numbers. 

ADKAR, in turn, is individual-oriented. It does not see change as a system-wide but as an 

individual change. ADKAR is very realistic in the organizations in which change performance is 

influenced by the personal implementation of new behaviors or technologies by employees. 

2. Strong Sides and Practical Application. 

All the models have their own peculiarities, which are applicable to various kinds of organizational 

changes: 

Lewin’s Model 

● Most suitable when changes are predictable and process based (e.g. restructuring 

workflows, introducing new policies). 

● Minimal, communicable and very well applicable to traditional or hierarchal organizations. 

● Effective when there are specific points on the start and end of the change. 
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Kotter’s 8-Step Model 

● Motivating and highly structured. 

● Best when transforming a large organization or program. 

● Especially effective when there is a need of a powerful leadership, or cultural changes, or 

drastic changes in the performance. 

ADKAR Model 

● Much customized approach to change. 

● Most suitable with technological implementations, the adoption of new systems, 

introducing new cultural norms, and behavioral shifts. 

● Measurable and practical so that managers can monitor where people might be failing. 

 

3. Key Limitations 

Although they are all useful, the weaknesses of each model restrict its universal application: 

 

Lewin’s Model 

● Simplifies change by thinking that it is possible to restore stability once it has been 

transformed. 

● Not suited in fast-changing or dynamic industries where change is constant. 

 

Kotter’s Model 

● More time-consuming; completing all eight stages can be slow. 

● Assumes top-down leadership, which may not fit decentralized organizations. 

 

ADKAR Model 

● Highly individualistic; may not address broader structural or cultural challenges. 

● Requires strong communication and monitoring, which can be resource-intensive. 

 

4. Flexibility and Adaptability 

● Lewin’s model is rigid due to its linear nature. 

● Kotter’s model is somewhat flexible but still sequential. 

● ADKAR is the most adaptable because different employees may be at different stages (e.g., 

some have awareness while others need reinforcement). 

This adaptability makes ADKAR especially effective for digital transformation projects where 

employees adopt change at different 
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Criteria Lewin’s Model Kotter’s 8-Step ADKAR Model 

Primary Focus Organizational 

systems 

Leadership-driven 

change 

Individual adoption 

Best For Process changes Large organizational 

transformations 

Technology or 

behavior-based 

changes 

Pace Slow–moderate Moderate–long-term Flexible 

Strengths Simple, stable, 

structured 

Motivational, 

comprehensive 

Personalized, 

measurable 

Limitations Too linear, outdated 

for fast environments 

Requires strong 

leadership 

Cannot solve 

structural issues alone 

 

Overall Interpretation 

The effectiveness of any strategy depends on the nature of change. Modern organizations often 

combine models: 

Kotter + ADKAR is a popular combination because Kotter helps create organizational momentum 

while ADKAR ensures individuals successfully adopt new behaviors. 

Lewin + ADKAR works for policy or process changes that require initial “unfreezing” but still 

need personalized support. 

Kotter alone is powerful for cultural and strategic shifts. 

In reality, no single model is perfect. Effective change management requires blending structured 

steps, leadership engagement, and individual-focused support to ensure the transformation sticks 

and becomes part of the organization’s new normal. 

Challenges in Implementing Organizational Change 

Organizational change rarely moves in a straight line, even when leaders design the right strategy. 

The reality is that people, structures, culture, and resources all interact in complex ways. These 

factors often create obstacles that slow down transformation or derail it entirely. The following are 

some of the most common challenges organizations face when trying to implement change. 

 

1. Resistance from Employees 

The most anticipated obstacle in any change process is most likely resistance. The resistance can 

be caused by an inability of the employees to predict what happens next, fear of losing 

employment, skepticism of leadership plans, or they just dislike to have to leave the comfort of 

doing things in the same way. In most occasions, the opposition is not motivated by negativity but 

by anxiety and confusion. 
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Employees will push back more when they feel that they are not part of decision-making. This 

resistance may be manifested as low performance, non-compliance that is passive, verbal criticism, 

or withdrawing activities within the organization. Some models like ADKAR focus on resistance, 

which is primarily developed when workers are not aware of it, they want it, or they are not able 

to overcome it, to solve the problem, communication systems, involvement system, and support 

systems need to be reinforced. 

 

2. Poor Communication Systems 

Change cannot work when there is inconsistent, unclear, and unidirectional communication. Lack 

of effective communication leads to informational gaps which give rise to rumors, confusion and 

mistrust. Employees might not be able to comprehend why the change is needed, what results are 

likely to be achieved, and how their functions will be influenced. 

Sometimes, organizations pay excessive attention to high-level announcements and fail to update 

on a continuous basis, as well as fail to use feedback loops and dialogue opportunities. This failure 

causes individuals to feel unattached with the change process resulting in low participation and 

less commitment. Good communication systems should be multi-channel, open and continuous to 

ensure that everyone is in tune. 

 

3. Style of Leadership and Lapse of Consistency. 

Leadership has been in the forefront in determining the success of any significant change. 

Inconsistency in leaders can be in terms of their messages, actions or even commitment and 

employees would quickly lose trust in the change initiative. 

Difficulties can also be brought about by autocratic or unconnected leadership styles. Lack of 

empathy, participation, and support on the part of the leaders may also make the employees feel 

alienated. The model by Kotter also focuses on the role of guiding coalition, which implies that 

change must be supported with powerful and cohesive leadership at all levels. In the absence of 

this consistency, it will result in fragmentation of efforts which makes them ineffective. 

 

4. Cultural Misalignment 

Organizational culture is a force, which is very likely to be invisible and it influences daily 

behaviors. The subconscious resistance of employees to a proposed change occurs even in cases 

where they are formally consenting to the change but it tends to contradict deeply held values, 

norms or beliefs. 

To illustrate, a firm that has long been rewarding stability and risk-aversion is not going to be 

easily converted to innovation-driven firm. On the same note, hierarchical organizations might not 

easily adopt agile work practices which demand transparency and self-managed teams. 

One of the most difficult challenges that cannot be overcome is cultural misalignment since culture 

cannot be altered by directives alone. It takes a long term impact, role modelling and reinforcement 

procedures. 
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5. Poor Resources or training 

Despite the best change plan, the employees lacked the tools, time and skills to implement it. The 

shortage of resources may involve: 

● insufficient funds 

● infrastructure or lack of technology. 

● limited staffing 

● poor training programs 

● unrealistic workloads 

Employees lose confidence and become resistant when they are overwhelmed or not prepared 

enough. This difficulty is often prevalent in cases of digital transformations where new tools and 

systems need a lot of training and practical experience. 

The Knowledge and Ability stages described by ADKAR demonstrate that it is necessary to 

provide people with the necessary skills and possibilities to make the change effective. In the 

absence of the resources, the process of adoption is slow and frustrating. 

Theoretical Framework 

When examining organizational change, it is necessary to base on theories explaining why the 

change occurs and how people react to it as well as what the leaders can and should do to create 

successful change. The theories discussed below are very successful in assessing the effectiveness 

of change management strategies implemented within organizations. 

1. Lewin’s Field Theory 

According to Lewin Field Theory, behavior is influenced by the amount of forces both internal and 

external. These forces facilitate change or hold it back. The organization needs to enhance the 

forces or minimise the resistance forces to steer towards a new state in any process of change. 

The way it helps the change strategy be effective: 

The field theory is directly applicable to the three-step change model by Lewin (Unfreeze Change 

Refreeze). It gives the reasons why employees often become resistant to change and the necessity 

to establish psychological preparedness first and only under these conditions new behavior could 

be adopted. Communication, engagement of the stakeholders and training are more effective as 

they minimize restraining forces like fear, uncertainty or lack of understanding. Basically, the 

theory indicates that change is effective when leaders balance the forces affecting the employees. 

 

2. Transformational Leadership Theory 

Transformational Leadership Theory focuses on the focus of the leaders in motivating, inspiring, 

and empowering followers. Transformational leaders convey the vision, inspire innovations, foster 

trust and lead by example. 

How It promotes Change Strategy Strength: 

Most models of change, particularly the 8-Step Process of Kotter, also depend greatly on how well 

leadership is able to create urgency, establish a coalition, and maintain momentum. 

Transformational leadership will explain why the employees tend to characteristically favor 
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change in case the leaders are enthusiastic, offer guidance, and empower individuals. The strategies 

that involve visionary communication, role modeling and collaboration are likely to achieve 

success since they involve the emotional commitment of followers and not merely compliance. No 

well-designed strategies can succeed without transformational leadership behaviors because of the 

absence of inspiration or engagement. 

 

3. Systems Theory 

The Systems Theory sees an organization as a network of subsystems (people, processes, structure, 

technology and culture) that interact with each other. One of these components of the system is 

bound to be influenced by a change in the others. 

How It aids Change Strategy Effectiveness: 

Such models as the McKinsey 7-S Framework are based on this theory and are aimed at matching 

strategy, structure, systems, skills, and shared values. It is why the introduction of isolated changes 

(e.g., new technology without training, or new strategy without cultural alignment) is usually 

unsuccessful. Successful change strategies take into the system. They make sure that all the 

elements are doing their job as opposed to dragging towards various directions. Systems Theory 

thus supports the need to have the whole organization change management, cross-functional 

working and alignment at an organizational level. 

 

4. Organizational Development (OD) Theory. 

Organizational Development Theory is aimed at the planned, long-term change to enhance the 

organizational performance and well-being of employees. It focuses on humanistic values like 

participation, trust, feedback and lifelong learning. 

The way it supports change strategy effectiveness: 

OD Theory clarifies the need to make change participative as opposed to imposing. A large number 

of effective change strategies such as ADKAR or Agile approach to change incorporate OD 

principles including engaging employees, promoting open communication, and utilizing data to 

steer change. OD also promotes such interventions as team building, coaching, training, and 

culture change. These factors assist the organizations to adjust more easily through the 

development of preparedness and dedication. The strategies that are based on the OD principles 

are more likely to be sustainable as they enhance the ability of an organization to change in future. 

 

Summary: Why These Theories Matter 

Lewin’s Field Theory shows the psychological dynamics behind resistance and readiness. 

● Transformational Leadership Theory highlights why leadership behavior drives emotional 

buy-in. 

● Systems Theory explains why alignment across the entire organization is essential. 

● Organizational Development Theory emphasizes participation, collaboration, and long-

term growth. 

Together, these theories provide a solid foundation for understanding why some change strategies 

succeed while others fail. They also help organizations select strategies that match their culture, 

people, and structure, ultimately improving the effectiveness of transformation efforts. 
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Conclusion 

Organizational change is no longer a rare phenomenon, but a major survival and long-term 

development ability. As revealed in this paper, change management strategies would be effective 

upon the extent that organizations learn people, structures, culture and leadership. Various models 

including Lewin Three-Step Framework, Kotter Eight-Step Process, ADKAR, McKinsey 7-S 

Framework and Agile all present useful information but also have their shortcomings. The success 

of these strategies will end up dependent on the ability of the leaders to align them to the context 

of the organization. 

The reviewed theories, which include Field Theory, Transformational Leadership Theory, Systems 

Theory, and Organizational Development Theory can be utilized to understand why some change 

initiatives are successful and others are not. They make us remember that people lie at the core of 

any change, that leadership behavior is what makes a difference and that that change must be 

synchronized throughout the entire organizational mechanism. When such knowledge is used to 

make decisions, organizations would be in a better position to control resistance, enhance 

communication as well as create cultures that facilitate adaptation. 

In general, effective transformation does not consist of choosing one model rather a combination 

of the most effective points of several models to develop a balanced and context-sensitive strategy. 

Companies with good communication, investing in people, empowering leaders, and culture 

alignment have more chances of attaining sustainable change. With the ever-changing nature of 

industries, transformation is one of the vital aspects that will be considered as a competitive edge. 
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