
The 19th INTERNATIONAL SCIENTIFIC CONFERENCE 

INFORMATION TECHNOLOGIES AND MANAGEMENT 2021 

April 22-23, 2021, ISMA, Riga, Latvia Verdenhofa O, Tuteja J 

159 
BA18 Development of Business Administration Decision Making 
 and Innovative Education 

The impact of Leadership and Internal Communications in 
Organizational change 

Olga Verdenhofa, Jasmeetsingh Tuteja* 

ISMA University of Applied Sciences, Latvia 

*Corresponding author’s e-mail: willjasmeet@gmail.com 

 

Abstract: 

The research what academics shows that 70 percent of the Change projects fails. Resistance in the broader workforce but also resistance 
in the leadership team in the company is often very high to make kind of changes. There is an alternative approach of change management 
by considering organizations as complex structures. Also, how storytelling and efficient communication plays an important part in efficient 
change. The systematic critical review allows to understand how a change can be resisted by an employee if there is lack of effective 
leadership in the change management process. Gradually in the finding section of this review, how leaders play an important role in 
Organizational change by overcoming factors such as resistance, behavior and emotions is depicted. 
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1 Introduction: 

Briefly stated, it is that change occurs when one becomes 
what he is, not when he tries to become what he is not. 
Change does not take place through a coercive attempt by 
the individual or by another person to change him but it does 
take place if one takes the time and effort to be what he is – 
to be fully invested in his current positions. (Mark Hughes, 
2019). Recently many articles have suggested to focus on 
the emotions of the employees and tackle them during the 
transition period and that requires a good leader to do so. If 
a leader is unauthentic it’s hard to connect and get inspired 
and get motivated by them (Emma Bell). We don’t always 
spend enough time thinking about what it takes to actually 
make the changes we seek. Organization agility towards the 
incoming changes makes the project execution successful. 
Change management plays a very critical part to make an 
Organization agile towards the changes. The readiness of 
the organization for the incoming change; organizing 
training and development where necessary; handle 
resistance and positively reinforce the change overall 
demonstrates the good management of change in an 
organization through good leadership forces. The 
assumption made about the change that it is resisted and 
therefore it is all about overcoming resistance. 2A company 
transformation is a holistic, top-priority endeavor that re-
quires aggressive focus from the management team to reach 
the full potential of a business. 

CHANGE CHARACTERIZED BY HOW IT HAPPENS: 

Theories of planned change: 

Planed linear models provide logical and sequential 
prescriptions for Organizational change and attempt to 

codify and simplify the process in a planned sequence of 
stages. These models do provide useful checklists for 
managers and leaders in terms of what needs to be 
considered when planning change as they map out the 
process from the first recognition of the need for change 
through to the practicalities of implementation. By 
attempting to laydown various steps, objectives and 
methods in advance, it is suggested that the theory of 
planned change is too dependent on senior managers, who 
in many instances do not have a full understanding of the 
consequences of their actions (Hodges, 2019:44). 

Complexity theories: 

The origins of complexity theories can be traced to physics, 
mathematical biology, meteorology, computer science and 
system thinking. The essence of complexity is the idea that 
natural systems are characterized by dynamism, non-
linearity, and unpredictability, rather than simply 
equilibrium, order, and predictability. Within the context of 
complexity theories, organizations are viewed as natural 
systems as natural systems that do not necessarily follow the 
strategic plans of managers and within such systems 
Organizational change is viewed as emergent, unplanned, 
and iterative. This kind of change tends to be impossible for 
leaders to effectively identify, plan and implement because, 
unlike planned change, it is not based on pre-defined steps 
and top-down leadership approach. Instead, emergent 
change is unpredictable and includes a great deal of 
uncertainty (Hodges, 2019:46). 

Contingency theories: 

Instead of Organizational change being either planned or 
emergent, the contingency theory advocates creating 
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synergy between the two and adopting the most appropriate 
approach that matches the context/situation in which the 
organization is operating. The contingency approach to 
Organizational change is founded on the premise that the 
structure and performance of an organization are dependent 
on the situational variables that it faces since no two 
organizations are alike, and will not necessarily face the 
same contextual variables as their operations and structures 
may be different. 

Processual theories: 

Processual theories of Organizational change are based on 
the assumption that change occurs as a complex, dynamic, 
non-linear, temporal, and emotional process. Such theories 
recognize that unplanned, unforeseen, and unexpected 
events will happen and that, consequently, Organizational 
change cannot be reduced to a list of sequential steps. In 
other word change is continuous rather than as a movement 
form one state to another. The processual perspective is not 
making a statement  against planning for change, rather it is 
pointing out that change is unpredictable and, consequently, 
that there will be a need to accommodate and adapt to the 
unexpected, the unforeseen twists and turns, the omissions 
and revisions that are all part of managing the process of 
change overtime (Hodges, 2019:49). 

Theories of cyclical change: 

Implicit and often explicit in the Organizational change 
literature is the notion that each theory of Organizational 
change is an improvement on earlier theories. The cyclical 
theory of change fits this view as it provides a more realistic 
perspectives I terms of a better understanding of 
Organizational change. A cyclical model for Organizational 
change can also serve as a continuous and holistic approach 
and one that accelerates momentum and agility. This 
approach is, therefore, a more realistic way to view 
Organizational change than the traditional approach 
(Hodges, 2019:50). 

CHANGE CHARACTERIZED BY SCALE: 

Discontinuous change: 

Discontinuous change refers to change which is 

characterized by rapid transformations that can be 

triggered by major internal issues or by external crises. 

Discontinuous change is often a one-off event that takes 

place through large, widely separated initiatives, which 

signify a single, abrupt shift from the past and is followed 

up by long periods of consolidation (Hodges, 2019:50). 

Gradualism: 

Gradualism posits that change is continuous and occurs 

through a process of successive, limited and negotiated 

gradual shifts. Such incremental change is about doing 

things better through a process of continuous fine-tuning, 

adaptation, and modification (Hodges, 2019:51). 

Transformational change: 

Transformational change means doing different things 

that impact on the strategy, such as Amazon moved from 

being an e-commerce bookseller to a content publisher, to 

a producer of programmes. This pattern of change is also 

referred to as strategic, radical, or revolutionary (Hodges, 

2019:52). 

Punctuated equilibrium: 

Neither gradualism nor transformational patterns of 

change work well in isolation; instead the change history 

of the average organization tends to involve long periods 

if incremental tweaking punctuated by occasional bouts 

of frantic, crisis-driven change. This more dominant 

pattern of change is known as punctuated equilibrium 

which means that rather than change being either 

incremental or transformational, there is an interplay 

between the two. 

2 Discussion 

CRITIQUE OF KOTTER’S EIGHT STAGE CHANGE: 

The main challenge in evaluating Kotter’s Eight Stage 
vision of leading change in the academic context is where is 
the evidence? (1) establishing a sense of urgency (2) 
forming a guiding coalition (3) creating a vision for change; 
(4) communicating the vision (5) empowering people and 
removing obstacles; (6) planning for and creating short-term 
wins (7) consolidating improvements and producing more 
changes and (8) institutionalizing the changes and anchoring 
the new culture. 

In Hughes (2019), seven weaknesses were highlighted 
in Kotter’s (2012) Leading Change. 1. Employee depicted 
as change resisters. 2. Ethics, power and politics 
underplayed. 3. Overemphasis upon a sequence of linear 
steps. 4.Disparaging history limits learning and an 
appreciation of incremental change. 5. Leader and leader 
communications overemphasized. 6. Under emphasis on 
unique cultural contexts. 7. Rhetorical treatment of 
organizational success/failure. 

CRITIQUE OF LEWIN’S THREE STEP CHANGE: 

In order to understand the value of any shared reality, we 

need to observe what people actually do and how they 

respond to the world around them. Those who resist 

change do not have any explicit, rational plan to block 

change. They are simply responding to an unconscious 

feeling of threat to their reality. So, change leadership or 

management is an ongoing, continuous activity. The 

notion of unfreezing and refreezing the process in a ‘one 

step at time’ sequence does not work in reality. So, 

change leadership or management is an ongoing, 

continuous activity. The role of the leaders should be to 

be get the best outcome from the interaction of the 

networks that make up the organization by strengthening 

the connections within them, creating a culture of change 

by choice where individuals are challenged to influence 

the thinking and actions of their colleagues and enable 

effective change. We can change the process, improving 
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them through lean design or by creating new ones, but the 

adoption of those changes and the way in which they are 

implemented is a choice based or part experiences ‘just 

another management fad!’ and future expectation ‘it’ll 

never work!’ (David Bentley, 2018) 

3 Findings: 

To understand and respond to how individuals react to 
change, a key principle for engendering Organizational 
change engagement is empathy. Leaders and managers have 
a key role to play in supporting the emotional side of 
Organizational change. However, many may find managing 
the emotional side of change daunting and mistakenly 
believe that emotions have no place at work and should be 
relegated to the personal or social realms of life. Emotional 
intelligence can support managers in empathizing with and 
addressing reactions to change. (Hodges, 2019:170) 

The story telling method can have various concrete 
effects on an organization. Those who had previously felt 
left out or ignored got a chance to express their ideas and 
recommendations. The stories appeal to their emotional side 
and make them happy, angry, compassionate, or 
understanding. Story telling can also initiate change 
processes in an organization because learning histories 
encourage active dialogue about processes and behaviors 
among employees that can result in transformation. Story 
Telling in change process develops a vision of the future that 
is shared by managers and employees. Also, it can also be 
used for the analysis of Organizational Culture and conflict 
management (Their, 2018). In brief, Storytelling creates 

awareness, sensitizes employees to the culture of an 
organization and collageous in other branches, benefits 
communication, and act as a catalyst for concrete changes. 

Leaders and mangers need to understand the power and 
politics within the organization, especially as power and 
politics can be used to impact on change either positively or 
negatively. Leaders and managers who use their expertise, 
knowledge, skills, and capabilities to engage stakeholders 
with organizational change are more likely to gain their 
commitment, rather than those who will their power to 
coerce and threaten them. (Hodges, 2019:124).  

4 Conclusions: 

It is vital for business to understand there is no ‘one size fits 
all’ approach to change management. No two organizations, 
stakeholders, or change initiatives are ever the same, and 
every situation will require different interventions at 
different times to make the change successful. A linear set 
of activities, planned in detail at the beginning of the change 
and executed at pre-determined times in a pre-agreed way, 
will not result in successful change. Leaders and consultants 
need to be aware that their team members are not entering 
change situations with a blank slate (Tasler, 2017). That is 
why change leadership and effective communication plays 
a vital role in successful change. However, Organization 
must understand the need to hire right leaders so that the 
agility of an Organization during the transition can help any 
internal or external risks. The uncertainty and complexity of 
organizational change requires individuals to be able to 
make sense of it and it will only make sense through 
effective internal communications. 
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