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Introduction

       The purpose of this paper is to investigate how leadership can influence people and help them adapt to change. As part of my essay, I would like to explain what had happen that I needed to go through change. 
      First experience happened when I had worked for ProCare Nursing Ltd. I started to work for them in October 2015. My position was agency care worker. I used to work in care homes, mental hospitals and specialist schools for children aged 5-19 with needs associated with autism (ProCare Nursing, 2025). It was very demanding work not only physically but also mentally.  Managers helped me transfer to domiciliary care where I could continue to work. 
      My second experience going through change is associated with charity. I became a member of Aurora Trinity Collective at the beginning of 2022. At first I was just taking part in art sessions, but with the time I became known for my food fermenting and preserving. In January 2024 manager of Climate Cooks asked me to join their group which specialise in catering food at events or just cooking among themselves and sharing recipes. This was difficult as I found myself in a position where communication and orders are not a priority. 
      This essay will outline how managers dealt with change and how their leadership style differ from each other. I will also discuss two different models that helped to understand the change step by step. 








SCARF Model of Change

    	Change in the organisation can be difficult for management and employees when it is done without thinking it through. There are models available for management to use. According to Alpin-Houtz (2025) SCARF Model  was first published in 2008 by David Rock. It defines how we perceive the environment and the actions of others, categorising them as rewarding or threatening. It then defines how this classification influences our actions and functioning in business by addressing five social drivers: Status, Certainty, Autonomy, Relatedness and Fairness. The model assumes that, in the long term, employee effectiveness and engagement are based on five aspects of their functioning within the organisation, the team, and, above all, their relationship with their boss. Savanevičienė, Girdauskienė and Stankevičiūtė (2025) state that this model works emphasise thread and reward response because people have tendency to avoid threads and seek rewards. Mitigating threads can also help to reduce negative emotional and psychological impact of change on the employees. Leaders can also enhance rewards by creating more positive and rewarding experiences that can boost motivation and engagement said  Neenet, Vipin and Dilna (2024). I would like to explain how SCARF Model help me to understand how managers used it in positive way during the change I went through.

 	It happened in 2018; I had worked for ProCare Nursing Ltd agency. My position was agency care worker and would be sent to work in mental hospitals, care homes for elderly people and to care homes where lived children with challenging behaviour (ProCare Nursing, 2025). I got pregnant and in the first 6 weeks when it was confirmed I explained to my manager the situation I am in right now. She explained that it is dangerous situation for me as many of the patients has mental issues and other learning disability like autism and ADHD which can result in me being hurt so they do not want me to work anymore. I was unhappy because I needed work and was not sure what to do. My manager Lexi said to go speak to Maxime which at that time was a manager of the community care department, they made sure that I will be able to work as domiciliary care worker. Manager explained to me that I have to do 4 more trainings to be able to work with people. She enrolled me in medication training, health and safety training, moving and handling training, and food hygiene training (Homecare, 2025). They also scheduled shadowing for me with one of the most experienced carers to help me understand and provide better care for my clients. ProCare has good leaders within organisation. Both managers disclose situational leadership style. They are able to adapt to the situation and tailor approach to the specific needs of individual or the organisation. They are able to accommodate staff needs and help to fulfil task (Wang, 2024). 
 As part of my essay, I would like to explain how SCARF Model help me understand what had happened when I had to move to another position.
Status: I was valued as a good care worker and were given the opportunity to continue work in the company but with less challenging clients. 
Certainty: The fact that I could continue to work until my maternity leave gave me peace and ability to plan for my future.
Autonomy: I was able to decide about my future within the organisation. I could leave and try to find different employment. Managers gave me opportunity to stay and continue to work for remaining time. 
Relatedness: It gave me feeling of belonging and that my input in the community is valued and respected.
Fairness: I was informed by Maxime what steps I need to take in order to continue to work. I was grateful that I was not let go by the company and they gave me opportunity to feel included. 
       This experience motivate me to continue to work for ProCare and I was grateful to be part of the community. Situational leadership style of the managers enhance positive experience not only for me but for all employees at the company.  






 Kubler-Ross Grieving Curve- Change Model

          Kubler-Ross Change Model is a theory introduced in 1969 by psychologist Elisabeth Kubler-Ross that describe an emotional stages people face when they are going through grieve. The stages are Denial, Anger, Bargaining, Depression and Acceptance said Bernau (2022) and Daniel (2025). These stages describe common emotional responses to loss. These steps are not linear and can happen in different times, and the order can be accidental. 
          In 2022 when my little daughter was too small to go to school yet, I have found charity which provide play group for small children. This group is located in Trinity Centre, Four Elms Road, Piercefield Place, Cardiff CF24 1LE. The group is called WRC Parent and Toddler Group. Attending those sessions with my daughter gave me opportunity to meet Helen Clifford, who is the manager of Aurora Trinity Collective Group. This group is for women only. We meet every Friday and create art together. Many of our projects are displayed in museums around Wales (Trinity Centre, 2025). Time passed and Helen decided to invite me to the Pam Common Art Collective. Within the organisation there is a ‘Climate Cooks’ group that meet together and share their global food heritage and stories (Pam, 2025). I was excited to join this group and learn something new as well as being able to share our knowledge and passion for food with others. While working with Helen and others I have come to conclusion that they are representing Laisser-Faire leadership style, they prefer hands-off approach. Leaders give employees a lot of freedom to make their own decisions, trust in ability that task will be completed with minimal supervision said Gibbons (2025). Unfortunately, communication is not the strongest skill in our group. Communication is important aspect of our life. Without communication many projects will not be completed and can cause financial loss to the company. For our team it can cause misinformation, lack of motivation and team morale goes down. According to Penn LPS (2023) in business clear and effective communication gives employees and employer many benefits such as increase job satisfaction, boost morale and deliver better results. Our manager poses motivating communication style. She encourages us to complete tasks, team needs morale boost, or event is happening soon and still all the tasks are not completed (Martin, 2022) but sometimes those encourages comes too late. Many times, information are given too late. Helen is an artist and like most artists she also have traits like creativity, innovation and self-reflection (Ankyiah, 2023). She leaves all the decision what needs to be cooked (prepared) for events to us, she just focus on arranging resources and guidance only. She has trust in our ability to make delicious meals. It has been almost a year since I joined Climate Cooks and at the beginning I felt confused of what is happening and how I will manage to work with them as they display different approach to work than I do. Kubler-Ross Grieving Curve explains my feeling and how I manage to go through those difficult times for me.
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Shock- I was shocked after Helen asked me to join ,,Climate Cooks’’, could not belief that but I became happy that I have been valued.
Denial- initially I was told we will meet once a month to cook together and sometimes serve food in events. With the time I have learnt that it can happen quite often, and I might not be able to do this due to other commitments. 
Anger- I was angry because I tried to communicate with those in charge, but they always were giving me partial information or information were given too late and I had to quickly act on them to be able to complete the task. Communication is very important when projects must be completed on time. 
Bargaining- I was unhappy with my decision to join ,,Climate Cooks’’, attempted to communicate better my needs but it seemed hopeless. 
Depression- many attempts to try and make a difference in the way things working.
Experimentation- through all those positive and negative experiences I have learnt new ways to communicate and work with people.
Decision- I made sure that I will do my best to support my team in every event we are taking part in. 
Integration- with the time I have accepted the way this group is working. I have learnt what events they are taking part in and know now that I can try new recipes beforehand so when new event is happening I have already all the information I need because I have learnt what to expect. When we do not have any events I try new recipes by myself. I am already trying to be one step ahead and accept all those other aspects of this group I cannot change or have not any input in decision making. 
         I know all the ladies I work with very well, and I know I can always count on them. We will support each other and I really love to work with them as they are amazing people, so I have decided to put aside those communication and organisation aspects as part of my life now and I now know how to deal with it. I have learnt through that experience new skills which can help me in my professional and private life. 


Conclusion

           In summary, adaptation to change in the organisation can be influenced by leaders. Managers has huge responsibility towards employees with engaging in change and provide support. The way change is handled shows if that experience has negative or positive impact on employees. 
          The SCARF Model introduced by Rock (2008) gives all the steps that manager must consider while going through change. Their leadership style shows how important is to lead through change and gives opportunity to adapt to the new role. 
 I experienced positive emotions during the change, and I will always be grateful for the understanding and opportunities to continue working at ProCare. 
         As has been noted my second experience with change was different. It was more difficult to understand and accept. Overall, it turn into something positive but at the beginning adjustments had to be done. 
         Given these points I personally believe that change when correctly carried out become positive experience for employees and all organisation because it empower coworkers to work better and with positive attitude. 
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