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1. Introduction
The continuously evolving business dynamics have left no choice for the businesses but to improvise their existing models and operations in order to stay competitive (Lauer, 2020). Therefore, the efficacy of change management cannot be ignored where different change management models serve as a guiding framework for management (Sarayreh, 2013). This report describes my personal experience of change management in my current organization analyzed within the context of Lewin’s model followed by identifying the successful and challenging factors, decisions made by the leadership along with highlighting my views about the potential areas of improvement. 
1.1. [bookmark: _Toc150215583]Describing change – Lewin’s model
In my current company, the marketing department has undergone a major change by replacing the verbal assignment allocation to implementing Trello, a task management tool to increase the efficacy of task allocation and integration among the team members. Considering the change management models, Lewin’s model was applied consisting of three steps that are unfreeze, change and refreeze (EPM, 2022). 
1.1.1. [bookmark: _Toc150215584]Unfreezing
Considering the first stage of unfreezing, the management created a need for the change by conducting an in-house survey with the employees and the supervisors seeking their feedback over the existing process of task management. Majority of the respondents identified the lack of record related to designated tasks, potential chances to forget some of the responsibilities and no integration between the teams as key issues which triggered the need to digitize the process of task management and allocation. The survey results were shared with the employees as a justification and reinforcement to the needed change which also served as a motivational actor and covered the “why” factor. Since the presented issues were pointed out by the employees themselves, it helped the management break the existing status quo and introduce the new practices. 
1.1.2. [bookmark: _Toc150215585]Change
This was the transition phase where management organized training sessions for the staff members in three phases. At first, the supervisors were trained about the basic use of Trello guiding them about the task allocation, team management and report management features. The second step involved training the employees about reviewing the allocated tasks and submitting reports. The third phase consisted of a combined training session between the supervisors and staff members resolving their issues and concerns after they were asked to test the new software for 10 days. Communication and alleviation of issues were the two key considerable factors at this stage. 
1.1.3. [bookmark: _Toc150215586]Refreezing
At this stage, Trello was fully implemented and normalized as a new practice as a demonstration of institutionalization of change. The employees embraced the change and adapted to it effectively. 
1.2. [bookmark: _Toc150215587]Successful and problematic stages
Unfreezing was the most successful stage because it involved an engaging and interactive process where employees were engaged through conducting a survey. This practice instilled a feeling of being valued among the employees while easing the process of triggering the need of change for the management. However, the transition phase was comparatively complex and challenging because it not only involved implementation of the software, but also required different trainings to introduce the Trello board and ensuring the familiarity and understanding of all the employees with the relative functionalities. Given that, the challenges did not include any unethical practices. 
1.3. [bookmark: _Toc150215588]Key decisions
The two key decisions that the leaders had to make were pursuing the need for involving employees to partake in the process of identification of the required change. Although the management was already familiar with the identified problem, they preferred to take into consideration the views and experiences of supervisors and the staff members to stimulate the need for change. Likewise, conducting trainings in three phases was another key decision which not only facilitated a focused approach, but also provided ample time to the employees to understand, explore and record their concerns regarding the usage functionalities of the Trello board. In my opinion, the management could have involved the supervisors to search for other effective ways and tools of task management, adopted by the competitors.
1.4. [bookmark: _Toc150215589]Personal thoughts
In my opinion, the entire process of change management was executed quite successfully and efficiently ensuring a smooth transition and involvement of all the employees at all the staged of identifying need for the change, executing it and normalizing the new practices of implementing Trello. Therefore, Lewin’s model was the most effective model. Has the management used any other model, for instance, Kotter’s eight steps of change management, it would have complicated the overall process of streamlining change.  
1.5. [bookmark: _Toc150215590]Conclusion
Change is the only constant practice which is mandatory for all the businesses to execute in order to survive in the market (EPM, 2022). However, the choice of change management model varies depending on the management’s personal preferences and the intensity of the required change. Likewise, the efficacy of each change management model may also differ organization wide. What cannot be ignored is the notion of employee engagement and successful implementation of change ensuring that all the employees embrace it. 
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