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Introduction 
 

 There are few certainties in life like change, summed up from one of my former 

employers with, ‘the only things certain in life are change, death and taxes.’ I want to discuss 

some of the biggest factors in change management, with my view of strategic change, 

resistance factors I have seen in the agricultural profession, and explore the brilliance of Kurt 

Lewin’s model of change and how we can apply it to not only business change but every day 

changes as well. Lastly there is a look at the change initiatives from the United States 

Department of Agriculture and Health and Human services and the controversial 

recommendations they implemented upon the public throughout the years. While there were 

limitations within the scope of this essay, in the form of my access to information and 

knowledge at hand, time constrictions, and essay criteria, the meaning and purpose behind it 

has been conveyed to the best of my abilities.  

 

Change Management: Strategy Organization and Implementation 
 

It can be easy to get caught up in little details of changes. Rightly so, the small things 

tend to make the biggest impact. A certain amount of organizational strategy will go a long 

way in predicting these outcomes. You must recognize the need for a change and predict 

implications before making adaptations. Determining goals and reasoning before thinking of 

the arise of potential challenges, will give you a more holistic source of outcome. Is growth, 

stability, strength improvements, or elimination going to be part of your motivation for change? 

How are you going to implement these adjustments? Furthermore, how do you gage and rate 

these adjustments? Clarity on your ‘why’, the meaningful reasoning for adjustment, will largely 

influence the steps to be made. 

 In my studies of personal development, I’ve noticed a lot of similarities between it and 

business strategy. Brendon Burchard (Burchard, 2017), a high-performance coach and personal 

development trainer, studied people who where not only successful in business, but who felt 

personally successful at life as well. His findings showed that without clear intentions and 

reasoning, there would be no final success after any implementation of a ‘next step’. By gaining 
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this clarity, you are instilling your first change agent and changing your mindsets or paradigms 

to make way for new ideas. With alignment, you can then focus on your environmental factors 

and other political, economic, social, technological, and legal resistances appropriate to your 

organization. Once you have a clear sense of strategy, only then can you begin the process of 

implementation. 

 Dissecting each step into smaller steps helps you to find issues before they arise, 

allowing you to be more productive and efficient in your processes. This will also help alleviate 

stress on the managers and employees involved by reducing the number of unwanted surprises 

to their day. By keeping boss to employee interaction high, work allocations very clear, and 

getting proper feed back from employees, you can closely monitor the implementation process 

and catch flaws before they become more difficult to solve creating a smoother transition.  

 

Change Resistance 
 

 As discussed in class, miscommunication and lack of understanding are some of the 

biggest change resistance factors. Allotting enough time for meetings, explaining reasoning 

clearly, and giving an equal chance for everyone to ask questions will reassure employees that 

their needs and fears are going to be met and taken into consideration. By keeping an open 

mind and practicing active listening skills you can breakdown steps or questions that may later 

be part of your change strategy. This in turn will create a stronger organisational relationship 

amongst the group during the shift, as well as allowing you to monitor how the change is 

affecting everyone involved. In keeping communications open you can easily lessen the change 

resistance among an organization’s employees.  

 Another factor in change resistance is organizational culture. Organization culture is 

influenced by location, religion, general mindset and other environmental factors. If a company 

tries to implement a paradigm shift towards a mindset that’s been the same for decades, (the 

‘We do it this way’ mindset) it can be hard to get employees to make the mental or physical 

shifts that ensue. Different counties and geographic regions have their own colonized set of 

rules on how one interacts with the world around them. This can lead to rifts in relationships, 

or even community exclusion when one begins to implement a different set of rules. This is 

something I have witnessed and experienced greatly in the agricultural industry. One such 

example is the differentiation in conventional and regenerative based agricultural practices. 
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Conventional farming beliefs rely heavily on the use of pesticides and herbicides, and tillage 

to reduce influx of other plants or crops, and single crop/animal use, with the main mindset of 

one crop type creates the basis of production. Regenerative agriculture practices, however, look 

at it from the perspective of, multi-crop/animal use, using insects or certain crops as a means 

of pest control, no-till or low-tillage practices to enhance soil microbial life, and diversity of 

holistic land use to create healthy and sustainable production. While they are both in the same 

field, it is clear they are playing two completely different games. In my experience, mixing 

these two cultural mindsets is the equivalent of mixing oil and water, and, mutual 

understanding is only achieved when both parties are in an open and understanding frame of 

mind. Beginning to implement one mindset over another without clear understanding is futile. 

With keeping these types of cultural influences in mind, it will give one a better idea of how to 

gently approach the initiative of change.  

 

Lewin’s Model of Change:  
 

In order to measurably evaluate the need and impact in change and development, we 

can look to Kurt Lewin’s model of change for guidance. Rather than seeing change as a single 

active step, Lewin said that it was a multi-phase process. Firstly, adhering the need of and 

assessing the situation, then implementing the matter with reverence to strategic change. He 

also recommended a follow up to see if the circumstances had transpired as they were desired. 

If not, you could simply do the process several times until the need was fulfilled. This method 

of unfreezing the situation, adjusting, and refreezing allows follow-up and extra change 

implementation to be broken down into small simplified steps that are easily measured. 

(Tiernan, et al., 2006) 

Kurt Lewin’s model inadvertently places emphasis on the social and behavioural 

aspects of change as well. As beings, we are resistant to differentiation by nature. In the same 

way that animals follow migration and movement patterns, humans conducting daily business 

end up following their own patterns. From the drive to work every day, to the times we take 

breaks for coffee, our habitual actions create a sense of security, and our environment around 

us significantly shapes who we are. Drastic changes to this environment are bound to evoke 

our stress receptors. Lewin’s model allows us to slowly and gradually implement new habits 

into bigger actions. By making one big change into one hundred smaller ones you can 
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significantly reduce the stress level of everyone involved throughout the process. (Heath & 

Heath, 2010)This shift from business production to human production, brings a whole new 

aspect to Lewin’s Methodology that has the potential to profoundly impact the relationships 

within the business.  

Change Implementation: Adaptations of the USDA Food Guides 
 

When choosing an implementation to study, there are few that are as controversial and 

impactful as the business of government and public health. It was 1862 when the United States 

first put together the Department of Agriculture (USDA), and with ensuing lifestyles, health, 

and food accessibility changing, citizens were looking for nutritional and health guidance. In 

1917 the USDA officially appropriated this responsibility and began releasing their dietary 

recommendations to the public. (see Figure 1) The beginning controversy and question being 

scrutinized were, why are a countries food producer’s giving nutritional advice? Furthermore, 

they ignored the research that America was eating too much fat and sugar already. (Nestle, 

2003) Since food manufacturers are interested in sales and profits, it would only make business 

sense for them to use the most addicting foods on the market. (Sugar: The Bitter Truth, 2009) 

(Shaw, 2017) (R.L.Allen, 2002) Governmental operatives didn’t begin to talk about the rising 

disease and overeating correlation until the 70’s, giving the USDA the initiative to make the 

recommendations to reduce fats, sugars, salt, and cholesterol in the dietary intake. (Rosenthal, 

2018) The only problem with this is that in order to reduce cholesterol, fats, and sugar in the 

American diet, is to also reduce agricultural profits of wheat, corn, meat, sugar, and dairy, all 

commodities that are highly subsidized by the government (EWG, 2019) to keep processed 

foods cheap, accessible to the public, and income flowing into the state. Eventually, in 1991, 

with the help from Health and Human Services(HHS), they released the first food pyramid,(see 

Figure 2) causing resistance from meat and dairy producers to get their products higher into 

the “good”, and “eat more of” category. These guidelines shaped governmental food programs, 

food labelling, promotion and nutritional guidelines, until 2005 when the USDA and HHS 

redesigned the pyramid into MyPyramid, (see Figure 3) this time placing emphasis on exercise. 

Yet again, this brought confusion and misleading ideas on how much to eat in their category 

sizing. In 2010 they updated their dietary guidelines, taking into consideration that fat and sugar 

consumption was high, and whole grain and vegetable intake was to low. This brought a new 

look to the visual guide and they released MyPlate in response.(see Figure 4) (MyPlate, 2019) 

This carried a pictorial representation of portion sizes, does not bring exercise into the matter, 
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but is still seen as controversial to some as it continues to bring emphasis to dairy consumption 

over alternatives. This play of events has not only shaped how American Culture eats, but 

thinks as well. With health becoming a growing trend, it is safe to assume the representation 

of health, will change and come under scrutiny, again.  

This visual example of change implementation, shows the cycle of how ideas, 

information, feedback, and regulations shape decisions. In reference to Lewin’s Model, in my 

opinion, it is a sound example of proving how influential feedback and opinion is to results, as 

well as using freezing and unfreezing methods to reach conclusions to release new change. 

While the initiatives sought resolution, they have yet to be successful in finding a constant 

depiction from changing information, regulations, demographics, economical forces, and 

motives from external and internal influences.  

 

Conclusion 
 

To briefly cover the topics conveyed in this essay, there has been an in depth look at 

the strategy of change, the fundamentals of both beginning with goal orientation, breakdown, 

and scrutinization in order to reap a rewarding or profitable outcome, along with a correlation 

to personal development and how it may influence business. Then, we looked at resistance 

factors in change management from my agriculture scope of practice in relation to 

communication barriers, paradigm shifts, and organization culture, with the importance placed 

upon being open minded and not letting personal judgements get in the way of new ideas. An 

in-depth discussion of Lewin’s Model of change, and in my opinion how its’ simple structure 

can profoundly impact the organization as a whole, by slowly changing behavioural and 

organizational patterns reducing the stress levels of all involved. And lastly, we look at the 

events of the USDA, their change initiatives, and the opinions and implications that followed 

and continue to be scrutinized to this day. It is my belief that until governmental regulations 

openly admit that one diet cannot be followed by everyone, and that allergens, environment, 

and bio-individuality all play a role in shaping dietary habits. I would have also liked to have 

made more connections between governmental dietary suggestions around the world and how 

it has changed through history, seeing as most regions have their own version of the Food 

Pyramid implemented by government.  
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Figure 1: The Basic Seven 1940’s guidelines from the USDA (MyPlate, 2019) 

Figure 2 1992 Food Guide Pyramid (MyPlate, 2019) 
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Figure 3 MyPyramid 2005 Food Guidance System (MyPlate, 2019) 

Figure 4 2011 MyPlate (MyPlate, 2019) 


