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Abstract
 This study examines the importance of leadership styles and strategies for leading change in the care sector. It also determines the most effective approaches within the care sector during change implementation. Theories are also included to help deal with change. To meet the organisation's aims and objectives, business leadership can potentially impact shaping employee engagement levels. Leadership styles such as autocratic, affiliate and servant leadership can be utilised to achieve desired outcomes. Furthermore, strategies such as setting clear goals and objectives, establishing clear communication channels, and creating an environment of trust and support are essential for successful change implementation.
Keywords: Leadership, Change, Strategy
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Chapter one
 Introduction
This chapter will provide the background to the care sector, information on the organisation that has been investigated, and the rationale for the study.
Aims and Objectives
Aim
 To investigate the influence of leadership styles on organisational change within a care organisation.
 Objectives
 - Critically discuss the influence of leadership styles on organisational change to discover the strategies to lead employees during change and determine the more effective approach.
-  To undertake an analysis and discussion of the current leadership styles engaged within the organisation.
 -To analyse leadership decision-making in facilitating change.
 -Compose a procession and make recommendations that state the importance of organisational change and the crucial role of leadership in the change process.
- To produce a conclusion that outlines areas for future improvement and develops recommendations.







 Rational
 Change is imperative. Organisations must focus on improving their existing system and making changes. Internal and external factors influence change needs. Leadership plays a vital role in managing change, as it can set the right vision and motivate its employees. Change management should be planned and implemented systematically to achieve the desired results (Kotter,2012). Regular reviews should be conducted to measure the effectiveness of the change (Kaplan and Norton,2005). By actively promoting change and adapting to new realities, organisations can stay relevant and innovative and avoid becoming outdated or obsolete. Change also provides opportunities for growth and improvement, allowing organisations to renew themselves and thrive in an uncertain world. With a flexible and progressive mindset, they can meet future challenges in productive ways (Drucker, 2012). Finally, overcoming resistance to change often requires communication and building buy-in (Gavin and Roberto,2005).
 Leadership in business organisations is typically associated with the capacity of company management to set and achieve challenging goals while taking decisive actions and outperforming the competition(Soeardi et al., 2023). Precisely, business leadership is associated with leading the company and inspiring employees to perform at the highest level they can. Within the business organisation, business leadership typically takes place in different forms but usually involves a CEO or higher-level employees guiding and inspiring the rest of the team (Soeardi et al.,2023).
  Business leadership is associated with leading the organisation and inspiring employees to perform at their highest level. Organisational change refers to the actions fostered by the business organisation to transform the business setting (Luu,2023). Organisational change typically occurs in various formats, from using underlying technologies to operating businesses to fostering a sustainable approach to business. Organisational change remains one of the essential organisational practices as it is through such consideration (Luu,2023).
  To successfully implement changes, leadership can influence employees to understand the reason for the change. They should also create an environment of faith and respect where employees can express their beliefs and opinions (Gill,2003). Moreover, Kotter (2012) outlines an eight-steps process to navigate an organisation through change. This includes establishing a sense of urgency, assembling a guiding coalition, formulating a vision and strategy, communicating the vision, empowering the staff, securing short-term victories, reinforcing improvements, and embedding those improvements within the organisation (Kotter,2012). Armenakis and Harris (2009) also highlight the importance of creating organisational readiness for change. This includes fostering a shared belief in the appropriateness of the change initiative. Successful change leaders also effectively manage the emotional aspects of change, as emotional reactions can significantly impact employee engagement and commitment to the change process (Moran and Brightman,2001).
As per Quedraogo et al. (2023), implementing transparent communication is one of the practical approaches towards needing change within the organisation while overcoming resistance. To be more specific, it is recommended that their business leadership needs to have an open communication system, which can provide clear and concise reasons behind the need for change, addressing any concerns or uncertainties in the workplace. 
 As part of this, the communication must be transparent enough for the employees to understand the organisational change and objectives fully. This also helps to have high transparency, which builds and reduces resistance by ensuring everyone understands the rationale and benefits of the proposed change within the business setting (Islam,2023).
 As per Sofia et al. (2023), training and development remains one of the essential strategic approaches that business leaders can foster to empower employees to adapt to new processes and systems driven by organisational change. 
 Finally, they should celebrate the achievements of the change process to motivate employees to strive for better results (Kotter,2012). This aligns with recognising and rewarding successful change efforts that can help embed new behaviours and mindsets within the organisation (Kotter,2012).
  By conducting this study, we can gain beneficial insight into the encounters and chances faced by leaders in this industry. Understanding the significance of leadership in driving successful change initiatives will improve the quality of care, enhance employee engagement, and adapt to the changing needs of patients and stakeholders. This research will provide practical recommendations for leaders in the caress sector to implement organisational change effectively, leading to improved outcomes for the organisation and the individuals it serves.




 Background of the organisation  
  The care sector plays a vital role in society by meeting vulnerable individuals' physical, emotional, and social needs. It enhances the quality of life for those receiving care and contributes to the overall well-being and cohesion of communities.
  Despite its challenges, including underfunding, staff shortage, and burnout (World Health Organisation, 2020), the care sector remains an indispensable part of society. However, with adequate support, it can continue to fulfil its vital role. The care sector encompasses a wide range of professions, including healthcare workers, caregivers, social workers, and support staff, all working together to ensure the well-being and quality of life of those in need. Investing in training, reasonable wages and working conditions can help retain skilled workers and provide high-quality care ( International Labour Organisation, 2021).
  The organisation under research is a reputable organisation that provides high-quality care and support services for needy individuals. This organisation incorporates fourteen care homes across Mid and South Wales. It includes multiple residential, respite, and palliative care services. They also specialise in nursing and dementia care. The organisation is also committed to providing help and support to the resident's families. It also offers a range of social activities that aim to improve the quality of life and the best possible care for its service users.
  The organisation was founded with a clear vision to create a nurturing and safe environment where individuals can receive personalised care and assistance. This organisation operates on the principle of promoting independence, dignity, and overall well-being for its residents. By delivering compassionate care, the organisation aims to enhance the quality of life for everyone under its care. The organisation also provides specialised care for individuals with specific medical conditions, such as dementia, Alzheimer's disease, or physical disabilities.
  They commit to addressing the needs and capitalise on opportunities through their leaders and organisational change. The mission is to nurture the environment, fostering the residents' dignity, well-being, and independence (Jacobsen and Sorlie, 2010). They are committed to delivering high-quality, person-centred care to improve the lives of the persons in their care (Davies et al., 1997). Researching the role of leadership in driving organisational change is essential as it plays an integral part in developing organisational strategies aligned with the organisational values to achieve their objectives.
  The organisation recruits passionate professionals and is committed to providing the residents with the best possible care. The staff members undergo rigorous training programs to ensure they possess the necessary skills and knowledge to understand the needs of those under their care. The organisation strongly focuses on developing its staff and providing them with opportunities for growth and development. They also provide regular feedback and evaluation to ensure all staff perform to their full potential. Finally, the organisation is committed to giving all staff a safe and supportive working environment.
  Conclusion
  The chapter sets up the aims and objectives of the study. It provides background information on the organisation under investigation, and further chapters will provide supporting evidence and investigation to draw on achieving the aim.




















Chapter two
Literature review
  This chapter is going to examine current literature on the topic of leadership styles and organisational change. It will also provide a critical discussion based on the models and theories associated with leadership styles and change. The chapter will also examine related areas.
  The literature review chapter extensively uses scholarly resources such as journals, articles, and other sources related to analysing the impact of leadership on organisational change. This literature will aid the discussion of the research gathered through the questionnaires and interviews. 
 The concept and skills of leadership involve directing others to pursue a particular course of action to accomplish a goal. Drzewiecka and Roczniewska (2018) proposed six distinct leadership philosophies to assess how leaders carry out organisational strategies. Furthermore, Dickson (2023) suggests that the leadership style for leading the employees during change may vary due to the business objective.
  According to Fadhilah et al. (2023), business leadership is one of the significant aspects of a business organisation that has the potential to directly implement the actions and behaviours of employees within the workplace. To be more specific, positive, and practical, business leadership is likely to positively impact employees as they are likely to be inspired by the quality of their leadership of the organisation (Em, 2023). Consequently, it has a positive impact on their increased level of employee engagement within the workplace. However, toxic, ineffective leadership will likely negatively affect employee engagement ( Diab Ghanem Atalla and Hassan Mostafa,2023). This is so because such types of leaders are likely to take no responsibility for leading the organisation, which significantly impacts the actions and behaviours of employees to work as per their commitments, leading to decreased employee engagement  (Devi, 2024). 
 Servant leadership is likely to seek to achieve a vision by offering vital support to employees, allowing employees to learn and grow while bringing their expertise and vision to the table and collectively helping in business development. (Kimakwa et al., 2023).The servant leadership style is typically characterised by crucial skills and abilities such as teamwork, adaptability, authenticity, motivation, and so on (Meuser and Smallfield, 2023). As per Alharbi and Kundi (2023), a servant leader is inclusive as a leader, allowing every person to build the essence of belonging, which is only possible by fostering an inclusive working environment that gives the workforce a chance to thrive. It is essential to know that just because a servant leader typically focuses on their workforce needs does not mean they are unaware of customer's needs. This is because the servant leader is also found to have a focus on meeting the well-being of customers by creating performing professionals who can serve  better and deliver a positive experience (Subhaktiyasa et al., 2023)
 As per Saeed et al. (2024), one of leadership's key responsibilities and functional roles includes providing informed decision-making. This is so because leadership is regarded as the highest level of authority for running the business organisation, which is why the decision is of crucial importance in the functioning of the overall company as per the decision purpose and foundational aspects. It is believed that the leadership decision–making process plays a crucial role in facilitating organisational change, further inspiring commitment and management to the transition of organisational change within the workplace. 
 Autocratic leaders impose rules on their followers and make all the decisions. Democratic leaders, on the other hand, involve staff in decision-making. Through one-on-one interactions and the provision of diverse training and career development opportunities, the coaching leadership style is centred on the individual development of the staff members (Northouse, 2021).
 Affiliate leaders demonstrate empathy and emotional intelligence to direct people towards a shared objective effectively. These qualities are considered essential values and standards of professionalism in care (Hunt and Fitzgerald, 2018).
 Coercive leaders exert pressure for prompt obedience, particularly during emergencies, whereas pacesetting leaders establish ambitious performance benchmarks to get rapid outcomes. This leadership style demands immediate compliance and focus on task completion, often at the expense of team morale and creativity (Goleman, 2017).
  According to Saad et al. (2018), leadership encourages worker involvement through various programmes. Leaders establish clear performance goals, foster respectful and open communication, prioritise employee well-being, and conduct training and development initiatives that align with the health and social care sectors' norms to foster trust.
  As per Sofia et al. (2023), training and development remains one of the essential organisational strategic approaches that business leaders can foster to empower employees to adapt to new processes and systems driven by organisational change. Leaders need to invest in comprehensive programs to build employees' capabilities and confidence levels by bridging their skills gaps, which consequently helps positively impact the adaptability of organisational change and develops the employees professionally and personally. 
 Leaders encourage sharing information and exchanging diverse ideas, attitudes, and viewpoints, creating cross-cultural collaboration. Additionally, transparency is provided by clearly defining work positions, expectations, strategic goals, and organisational objectives. Leaders also practice efficient rewards and recognition programs to recognise employees' efforts (Kavanagh and Ashkanasy 2006).
  According to Sun and Bunchapattanasakda (2019), professional development opportunities are an additional employee engagement effort that provides skill-development sessions, workshops, and training programs. Furthermore, Oreg and Berson (2019) assert that organisational change is facilitated by leadership. They make strategic decisions by considering the demands and expectations of the workforce and the industry to align with the company's objectives.
 Effective communication techniques, such as active listening, getting constructive criticism, and using precise, unambiguous language, are included to comprehend employees' perspectives on organising and executing change (Baughman et al. 2007). Frequent updates on change management procedures also maintain stakeholders' management. Open discourse, which is two-way, enables the expression of worries and issues about evolving projects. Effectively addressing employee issues is another benefit of active listening (Yue et al., 2019). 
  According to Cameron and Green (2019), effective communication of change to employees is crucial for a seamless transition or integration of operational changes in care settings. Additionally, Quedraogo et al. (2023) argue that implementing transparent communication is one of the practical approaches toward needing change within the organisation and overcoming resistance. More specifically, it is recommended that their business leadership have an open communication system, which can provide clear and concise reasons behind the need for change, addressing any concerns or uncertainties in the workplace.
  As Cameron and Green (2019) proposed, stakeholders must be involved in decision-making to foster a group commitment to change. Jango (2024) states that one of the vital aspects of leadership is the ability to communicate a compelling vision that motivates stakeholders to embrace change. Therefore, leadership decisions are instrumental in navigating organisational changes as they can impact the interests of stakeholders and divisions, which are likely to attract stakeholders while having the fundamental responsibility of leaders' decisions in strategically allocating resources to drive the overall effectiveness of organisational change (Kotter,1996). Moreover, it encourages a sense of ownership among participants (Heifetz and Linsky,2002). The changes were made considering user feedback and changing conditions in the business environment. Thus, when formulating plans for corrective action, the leader's flexibility becomes crucial (Yukl, 2010). Leaders evaluate the possible hazards connected to the shift to create mitigation strategies. Preventive steps in this area help to reduce workflow direction. Considering this, the leaders assign people, money, or time to assist the change process (Burnes, 2004). Therefore, leadership decisions are instrumental in promoting organisational changes as they can impact the interest of stakeholders, which are likely to attract stakeholders while also having the fundamental responsibility of leaders' decisions in strategically allocating resources that can drive the overall effectiveness of organisational change.
Lewin's change management theory
 Kurt Lewin developed a change model known as Lewin's theory of change that has continued influencing organisational change management. Lewin's framework emphasises that successful change is a process rather than a single event. 
 This theoretical approach towards managing change is typically associated with implementing changes as per the three stages hosted by the model (El-Sayed, 2023). Unfreeze is one of the first phases of change, typically associated with preparing the organisation for change by creating and establishing the need for change. As part of this, it is required for the business leadership to communicate the vision and the key reason behind the need for change within the organisation (El-Sayed, 2023). The second phase includes change, which is associated with implementing new processes, structures, and behaviours within the workplace by influencing the actions and behaviours of employees within the workplace. The last phase includes reprising, which integrates the changes into the organisational culture. As part of this, the business leadership must incorporate the chain outcomes into the organisational culture while also touching on the aspects of the business setting as per new change.
 In summary, Lewin's change model broke new ground in conceptualising organisational change. It helped establish change management as an area of academic study and influenced strategies used to implement change programs successfully. Lewin's theory made a substantial contribution to understanding the dynamics of organisational change.
 
 Conclusion
The literature review chapter highlights the relationship between leadership styles and organisational change. It incorporates various examples to illustrate how different leadership approaches can influence and drive organisational change. These examples help to understand the dynamic between leadership and organisational transformation, emphasising the critical role that effective leadership plays in facilitating successful change initiatives. The chapter also highlights the potential challenges associated with implementing change initiatives, such as resistance to change and the lack of clear strategies. Additionally, the chapter proposes that successful change initiatives should be tailored to the organisation's specific needs and supported by a strong leadership structure.
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Time horizon
 Time horizon is typically associated with setting an estimated timeframe to collect and analyse the data. Longitudinal and cross-sectional are two of the key types of time horizons. Among the key types, a cross-sectional time horizon has been utilised for conducting this research study, which is based on analysing and understanding research problems at a specific point of time which also potentially involves a sample of individuals, units and variables, which has been gained with the utilisation of survey and interview.
 Methodology
  This chapter fosters methods and techniques for collecting, analysing, and using data in the research study.
  The choice of instruments and approaches for effectively gathering data relevant to the research study that guarantees the accomplishment of the study's goals is referred to as research methodology.
  Research onion is one technique that supports a research plan. Saunders, Lewis, and Thornhill (2009) developed a research onion model to represent the study design and technique levels.  
 This research methodology framework comprises layers, techniques, and methods that can be utilised within the research study to collect, analyse, and interpret data. It offers an organised framework for research that moves from the periphery to the centre. The research onion model is a valuable tool for researchers to ensure coherence and alignment in their decision-making at every layer of the research process. The model also helps identify potential gaps in the research process, allowing researchers to address them early. It also serves as a guide to ensure that all the necessary steps are taken and all the research questions are addressed.
[image: The research onion (Saunders et al., 2012) | Download ...]
Figure 1  The research onion ( Source: Saunders et al., 2012)
 Research Philosophy
 Philosophy is typically associated with a concept and practice of integrating philosophical belief in conducting the research study. There are usually three research philosophy types: interpretivism, pragmatic, and positivism. These are widely considered when conducting research studies.
 A pragmatic research philosophy has been considered based on integrating quality and quantitative methods to strengthen research findings and interpretations. This has allowed the researcher to combine the different methodological approaches, leading to complex research, questions and data (McBeath,2023). 
  By incorporating this philosophy, it will be possible to comprehend the leadership views and thinking, which is crucial for interpreting the data gathered and successfully identifying the solutions to the research topic. This philosophy's benefit is that emphasising individual meaning and motivations can aid in collecting reliable and high-quality data. Quantitative and qualitative data analysis are included in this study (Alharahsheh and Pius, 2020).
  As this study creates hypotheses on preexisting theories, a deductive research methodology will be used. This method has the benefit of producing outcomes supported by evidence and can aid in comprehending the intricacies of a phenomenon. Its drawback is that the procedure can take an extended period. This risk can be controlled by carefully organising the research activities using a time planning chart, such as the Gantt Chart (Azungah, 2018).
Techniques for Gathering and Analysing Data
 Data is essential to research because it is the basis for analysis and decision-making supported by evidence. To collect data, the researcher will employ a combination of methodologies. Effective data collection techniques can improve the validity and dependability of research findings, advancing knowledge across various disciplines (Punch,2013). 
  Researchers can find patterns and trends through data analysis that they could not have discovered without the data (Creswell and Creswell,2017). Data can also be used to compare research findings and pinpoint areas needing development (Bryman,2016).
Research design
 In research design, the mixed method has been considered based on seeking questions to learn about the target population and test the hypothesis (Tzagkarakis and Kritas,2023). The consideration of mixed methods has allowed an efficient understanding of the research problem while solidifying the hypothesis through qualitative and quantitative measures.
  Using primary research methods means gathering facts first-hand instead of depending on preexisting sources. Depending on the study's goal, this entails gathering information from sources such as questionnaires, case studies, surveys, and interviews (Hox and Boeije, 2005). Regarding the primary data collection method, surveys have been actively utilised as they are based on the concept and practice of collecting numerical data, which are measurable (Sukmawati, 2023). The consideration of the primary data collection method has helped in having data from first-hand sources, which are exclusive since they are based on human perception. 
   Qualitative interviews have been utilised to collect participant insights through questioning techniques (Cooper et al., 2023). Furthermore, a quantitative survey was employed to gather and collect participants' opinions, further interpreted statistically and measurably.
  The study will investigate preliminary research issues to make it feasible and guarantee that participants will comprehend the goals and objectives of the research and that a limited number of people will be involved. Ensuring that participants fully understand the research aims is essential for obtaining reliable data and fostering ethical research practice.
  Conversely, secondary research does not provide fresh primary data; it analyses and interprets already published studies (Cronin et al., 2008). Both qualitative and quantitative secondary data are possible. Transcripts of interviews, focus group recordings, and documents like organisational reports are examples of qualitative data (Largan and Morris, 2019). The secondary data method does not involve any association of numerical data but is based on collecting non-numerical data and information.
 Numerical data, such as questionnaire findings, bank records, or performance measures, can be classified as quantitative data. One way to obtain quantitative data is to examine published materials such as journals, scholarly sources, reports, statistics, and multimedia.
 Both approaches play essential roles in gathering data for research, but both have benefits and drawbacks. Traditional techniques are often more reliable, based on systematic data collection methods. On the other hand, digital approaches are quicker and cheaper, but they may be more prone to bias and human error. Ultimately, the best approach depends on the type of research being conducted.













	Primary research
	Advantages
-Gathering information unique to their goals and guaranteeing quality and relevance( Bryman,2016).
-Offers the chance to speak with participants face-to-face and gather comprehensive data(Saunders et al., 2018).
Disadvantages
-It may be costly and time-consuming (Cresswell,2021).
-Bias among the researchers may affect data collection (Bryman,2016).


	Secondary research
	Advantages
-Time and money efficient (Creswell,2021).
-It makes vast data from multiple sources accessible (Bryman, 2016).
Disadvantages
-Because they depend on the integrity of the sources, the quality and dependability may differ(Bryman, 2016).
 -There may be inconsistencies in the data because the researcher has no control over the data-gathering procedure (Saunders et al., 2018).



Conclusion
 Primary and secondary qualitative and quantitative research methods will be employed to accomplish the research objectives successfully and efficiently. The primary study will use interviews and questionnaires to collect quantitative and qualitative data from the participants.
 Qualitative data will be gathered for secondary research from extant literature, including academic publications, industry reports, and scholarly articles from trustworthy and legitimate sources like Google Scholar. It guarantees the data's authenticity and supports preserving the study's scientific integrity (Largan and Morris, 2019).     

Sample
 The sampling method is studying a population sample to collect data.
 For this project, a random sampling method has been utilised. Specifically, in collecting data using a quantitative survey method, 25 employees were selected randomly. The consideration of the random sampling method has enabled no biases in collecting the data from the sample since the survey participants were selected randomly from the company's overall workforce (Fowler Jr., 2014).  
  Following the survey analysis, ten people will be selected for interviews based on the findings. The goal of the interviews is to understand the perspective of the interviewers. Open-ended questions are preferable to closed questions. During the interview, the researcher seeks to balance empathy and care with critical thinking ( Kvale and Brinkmann 2009 ). The sample group for the interview and questionnaire contains people for the job roles of nurses, carers and general employees. The questionnaire was undertaken online, and the interview was conducted face-to-face in the care home. After that, the researcher will review and analyse the findings. Ultimately, the investigator will summarise the information and propose possible ramifications of the findings.

Ethical consideration

  The overall research has been developed ethically by actively utilising research principles and ethics. To be more specific, a set of principles of research ethics ranging from informed consent, voluntary participation, confidentiality, and anonymity to potential harm has been considered (Drolet et al., 2023). For instance, the responses of survey participants are based anonymously, reflecting the research ethics of maintaining anonymity. Likewise, voluntary participation has also been considered by seeking the survey and interview participants to participate in the research study as per their own will.








Chapter four
Data Analysis and Discussion
 This chapter will analyse the interviews and survey questionnaire responses based on care organisation.

Survey questionnaire responses based on Care Organisation

[image: Forms response chart. Question title: 1. Please identify the category of your age.. Number of responses: 25 responses.]
From the above-presented graph, it can be said that around 36% of the survey participants belong to the age category of 18-30. 44% of the total participants belong to the age of 31-50, while 20% of the participants to the age category of 51-70.



[image: Forms response chart. Question title: 2. What is your gender?. Number of responses: 25 responses.]

From the above graph, it can be said that 52% of the total participants are female, while 48% are male. 

[image: Forms response chart. Question title: 3. How long have you been working in the care sector?. Number of responses: 25 responses.]
From the above graph, it can be said that 80 % of the total participants have worked within the care sector for 1 to 10 years. 12% of the participants have worked in the care sector for 11-20 years, and 8% have worked within the care sector for over 30 years.

4. What is your role in the organisation? 
25 responses
Carer
Nurse
Carer
Care Assistant
Business support
Senior RGN/Deputy Manager
Senior carer
Support Worker
Senior carer assistant
Care practitioner
Senior care practitioner
Maintenance
Head Chef
Maintenance manager
Well-being and activities leader
Care practitioner
RGN
Registered General Nurse
Kitchen Porter
Career
Nursing Assistant


	Care roles
	14

	Admin/Maintenance
	6





[image: Forms response chart. Question title: 5. Do you know why change is necessary in the care sector?. Number of responses: 25 responses.]

From the above graph, it can be said that 72% of the total participants know why change is necessary for the care sector. However, 28% of the participants agreed that they do not understand why changes are required in the care sector.
6. If yes, please explain.
15 responses
To ensure safe staffing numbers and patient safety. Both recruitment and retention are a major issue, with reliance on overseas workers being a perennial short-term solution
Because health care is evolving daily hence the need for change to move with the times.
Nursing and care are dynamic so new things do come each and every time
Change help to increase productivity and work becomes effective especially identifying the things that needs work on and needs improvement hence changing the approaches to them and solving these problems promotes practical work .
To improve your practice and continue Learning
Yes. Change in the care sector may help with improving quality of services offered to the clients to meet their individual needs. Also, it may help determine employees to learn new abilities that will increase their efficiency and ease their workflow, which are important for their own self development.
Individuals needs alters
For the successful running of the care sector
To keep up to date with policies and care home trends
Change is emergent in the care sector allowing for growth and improvement
To help maintain a healthy working environment
To improve the quality and, safety, and overall improvement of quality of care
To meet current needs and patient demand
Change allows the organisation to keep abreast of new legislation and helps the organisation adopt research recommendations, government guidelines, and better working practices. Change allows an organisation to evolve and develop.
Better staffing levels, better pay


[image: Forms response chart. Question title: 7. Does your organisation maintain a level of openness about change?. Number of responses: 25 responses.]
From the above graph, it can be said that 80% of the survey participants agree that their organisation maintains openness to change. However, 20% of the survey participants agreed that their organisation does not support transparency about change.
[image: Forms response chart. Question title: 8. Have the leaders in your organisation facilitated positive changes?. Number of responses: 25 responses.]
From the above graph, it can be said that 88% of respondents believe that leaders in organisations facilitate positive change. However, 12% of the participants do not agree, reflecting that the leaders in their working organisation have not facilitated positive change.
[image: Forms response chart. Question title: 9. How involved do you feel during change implementation decision-making in your organisation?. Number of responses: 25 responses.]
From the above graph, it can be said that 24% of the participants believe that they are extremely involved during the change implementation and decision-making process. 20% of the participants feel they are somewhat involved in change implementation decision-making. 40% of the total participants agreed that they are neutrally involved in the change implementation decision-making. 8% of the total participants often feel that they are somewhat not involved during the implementation decision-making. Lastly, 8% of the participants think they are not involved in the implementation decision-making process.



[image: Forms response chart. Question title: 10. Do your leaders provide training to help you deal with change?. Number of responses: 25 responses.]

From the above graph, it can be said that 84% of the participants believe that their leaders provide pieces of training to help them deal with the change. However, 16% of the survey participants agreed that the leaders do not offer training to help them with change.
[image: Forms response chart. Question title: 11. What methods of communication are used by leaders in your organisation when discussing the need of change?. Number of responses: 25 responses.]
From the above graph, it can be said that 16% of the survey participants believe that email is the key method of communication during discussions for change. 4% of the participants think that the phone is the key method of communication, and 16% of the survey participants believe that meetings are the critical method of communication during discussions for change.

[image: Forms response chart. Question title: 12. Do you receive encouragement and acknowledgement from leaders during the change?. Number of responses: 25 responses.]
From the illustrated figure, it can be said that 76% of the survey participants believe that they receive encouragement and acknowledgement from leaders during the change process within the organisation. However, 24% of the respondents agreed they do not receive encouragement and acknowledgement from leaders during change.







13. If yes, please provide an example of how this happens.15 responses
We received  trainings
We received trainings6
Any changes that require training result in immediate training being given, any change facilitated is conveyed via email or senior management.
The leaders consider your input and how it has affected me in carrying out my duties.
Our chairman does visit our care homes to encourage and acknowledge his staff
When meetings are being held staffs, efforts are being appreciated with regards to the change being made and how their efforts and making a good impact work
Will continue to support and supervision
Positive feedback.
Ongoing Training
Receiving feedback during meetings.
Through notice boards and care docs application
They would guide through better options like providing trainings and conducting meetings and emphasis the need of change for both employees and residents
Being supportive of any decisions I make
Via meetings
They encourage us and sometimes give rewards

[image: Forms response chart. Question title: 14. Has organisational change helped improve the workflow or job satisfaction?. Number of responses: 25 responses.]
From the figure above, it can be said that 72% of the survey participants believe that organisational change has helped them improve their workflow and job satisfaction. However, 28% of the total participants of the survey do not think that the organisational change has helped and improved their workflow and job satisfaction.


15. What is the one thing about the change you would like more explanation?
15 responses
More information
More communication
Why the change was deemed to take place.
There is no need for explanation.
Assigning a certain group of residents to be given medications by a nurse assistant to ease pressure on nurses to give them more time on assessing the needs of residents
None
Regular update
Not Applicable
More attention to mental health and well-being.
None required
Why it has been implemented and what benefits it will have
More quality in care
No explanation needed
Change is very important as it keeps you up to date in the care setting
The purpose of the change should be explained, including the benefits or otherwise and support given when requested. Management should maintain a respectful and open attitude towards staff.





[image: Forms response chart. Question title: 16. How involved are leaders in monitoring progress and issue resolution during the implementation change?. Number of responses: 25 responses.]
From the above illustration, it can be said that 48% of the survey participants believe that leaders are highly involved in monitoring progress and issue resolution during the implementation of change. However, 48% of the survey participants believe the leaders are somewhat engaged in monitoring progress and issue resolution during implementation change. Only 4% of the participants believe that the leaders are extremely uninvolved in monitoring progress and issue resolution during the implementation.

17. What can the organisation do to make the change progress smoother?
 21 responses
More communication
Communication
More advanced notice before change takes place.
Nothing really, as it appears the R.I. is actively involved.
To involve all departments in the process
Constantly informing staff about the change made.
Continue to communicate
Organise meetings to discuss with staff members what are their opinions and what difficulties they may encounter during the change, in order to offer the right support that they need to adapt to the change successfully and to achieve the organisation's goals.
More Training and Clear Focused Meetings
Clear and effective communication.
By evaluating
Providing more training and information to staff
To make sure that every member of staff getting equal chance of opportunities and share their valuable opinions
Communicate more with staff
Communicate and plan
Proper communication
Been more involved, and listening to the needs of the people we care and staff
Better communication
Through effective communication and trainings
Ensure staff are included at the outset and that staff views are listened to.
Better training

	Communication
	6

	Training
	4

	Meetings 
	3



[image: Forms response chart. Question title: 18. Have leaders provided adequate opportunities to voice your concerns or suggestions regarding the change?. Number of responses: 25 responses.]

From the illustrated figure, it can be said that 72% of the survey participants believe that their leaders have provided adequate opportunities to voice their change concerns. At the same time, 28% of respondents believe their leaders have not offered the chance to voice their change concerns.
[image: Forms response chart. Question title: 19. Do you think your organisation&apos;s leaders are receptive to feedback and willing to adjust the change plan based on employee input?. Number of responses: 24 responses.]

From the above graph, it can be said that 83,3% of the survey participants believe that their organisation leaders are receptive to feedback during change. However, 16,7% of the participants do not agree with the question.


20. What suggestions do you have for how leaders could improve future change initiatives based on your experience?
20 responses
No suggestion
No suggestions
None at present
Involving grassroot people in planning and implementing so that everyone feels like a member of a team and valued and their ideas are heard and not dismissed.
To have weekly meetings with all departments to improve teamwork
None
Regular meetings and follow ups
Leaders could improve their emotional intelligence and communication skills to understand their employees better and learn how to support them in the process of change to achieve success.
Listen To Staff Concerns More
More training, more meetings.
Meeting with staffs and selecting best performer to motivate others .
Leaders could improve on effective communication through inhouse trainings
Just to confirm that they are implementing the changes based on employees' suggestions and values
Carrying out the changes required and as previously promised.
Communicate… most organisations never sit down to communicate correctly and just rush change which I feel creates friction and resentment
Training, approach and communication be more involved on everyday tasks
No suggestion
They should involve staff when taking decisions and educate them on new changes
Organisations need to involve staff not just in the implementation of change but in the general running of organisation, staff should be valued and respected and given a voice. This includes paying decent wages and providing decent conditions of service. Staff will not be committed to change unless they feel valued and supported by their employer.
Ask other people for opinions and monitor outcomes better

	No suggestions
	5

	Improve Teamwork
	2

	Communication
	4

	Training 
	3





Interview answers

1. [bookmark: _Hlk170203795]In question one, 50% of the interviewers declared they felt involved in the organisational change. 30% think they are not very involved, and 20% feel they are not.
2. In question two, 100% of interviewers feel that change is essential in the care sector. 
3. In question three, 60 % of the interviewers think the reason for implementing change is to keep with the later brand resources, and 40% believe that it is essential for improving training to offer the best care.
4. In question four, 50% of the interviewers felt that the biggest obstacles to change were communication and fear of the new. And 50% they don't want the change.
5. In question five, 70% of interviewers are open to change, and 30% are somewhat open to change.
6. In question six, 100% of the interviewers felt involved during the change implementation.
7. In question seven, 100% of the interviewers feel that the training provided is sufficient to deal with change.
8. In question eight, 80% think that the leaders communicate the need for change appropriately, and 20% believe that the communication is appropriate.
9. In question nine, 100% of the interviewers think training and communication can help make the change smoother. 
10. In question ten, 100% of the interviewers think regular meetings with all the staff and one-to-one meetings can help leaders explain change and address employee resistance.
11. In question eleven, 80% of the interviewers think that dealing with problems can help them stay positive when faced with challenges at work, and 20% of the interviewers feel good relations between staff can help them stay positive when faced with challenges at work.
12. In question twelve, 100% of the interviewers think that fear of the unknown and lack of education are why people resist change.

 Summarising the overall findings, it can be said that the consideration of the survey allowed for numerical and statistical data, which are represented through graphs. On the other hand, considering the interview has helped in acquiring the key insights and perspectives from the employee regarding the research topic.


















Discussion
 All the findings gathered through the active consideration of survey and interview have helped achieve every specific research question's aims and objectives in this research study. Different leadership styles and strategies for leading employees during change have been discussed, and the most effective approaches within the care sector have been determined. It has been achieved and addressed from the literature review, survey and interview findings. As per the literature review findings, it has been recognised that utilising servant leadership styles remains one of the most influential forms of leadership in the care sector. The companies are focused on promoting the elements of servant leadership style, such as empathy, compassion and so on (Miralles et al., 2024).   
  As a result, servant leadership will likely present in the care sector, seeking a vision and offering vital support to employees. As per the survey findings, it has been recognised that leadership style, regardless of the type, is essential in an organisation. As per question six from the interview, 100% of the interviewees felt involved during the change implementation. From the literature review, survey and interview findings, it can be said that various leadership styles can be implemented within organisational change. This is because leadership needs to be essential and have a crucial influence on implementing organisational change. It provides a contrasting view from the literature review findings, survey, and interview participants toward understanding and demonstrating the leadership prevalent when leading employees, fostering organisational change, and having a key influence on shaping the organisation's productivity.
  This is because it is believed that a commitment from leaders significantly influences employees' actions and behaviours, which ultimately helps determine employee engagement levels (Fadhilah et al., 2023).
  It is demonstrated that positive business leadership is likely to have a more positive impact on employees, leading to increased employee engagement, compared to the ineffective and toxic leadership style that leads to decreased employee engagement within the workplace. Also, business leadership tends to have a crucial impact on facilitating and driving organisational change. This is so because leaders are perceived to be of great value, inspiring commitment and management of organisational change within the workplace while influencing employees to work as per the leaders' decision (Jango,2024). 
 However, as per the survey findings, only 25% of the survey participants are highly involved during the change implementation decision-making of the company. From this, it can be acknowledged that during the decision-making process, leaders must incorporate the involvement of employees.
 Additionally, as per findings of the interview, question number one, only 50% of the interviewers felt involved in the organisational change. However, as per the findings of the survey, it has been found that only 24% of the participants are highly involved during the change implementation, and 20% of the survey participants are feeling somewhat involved during the change implementation decision-making process of the company. From this, it can be acknowledged that during the decision-making process of organisational change, business leaders must incorporate the involvement of employees.
 Effective communication is critical for successful leadership, especially during organisational change. Clear, transparent, and consistent communication helps reduce uncertainties and gain employee trust and support (Kotter and Schlesinger,1979). Leaders who communicate effectively can better articulate the vision and rationale behind changes, which helps in aligning employees with the organisational goals (Bakker-Pieper and de Vries, 2013).
  Additionally, Bennebroek et al. (2003) state that the absence of effective communication is one of the primary barriers to successfully implementing change. Ineffective communication during the change process can lead to employees' confusion, resistance, and mistrust. This can result in a lack of coordination, missed deadlines, and, ultimately, the failure of the change initiatives. 
 Quin (2014) emphasises the importance of effective communication strategies whenever negativity affects employee performance. To identify and address negativity in the workplace, managers can implement techniques such as regular feedback sessions, creating an open and supportive work environment, encouraging employee participation, and providing resources for stress management and conflict resolution. These strategies can help foster positive and productive work management. Effective communication was recurring in question 8, with 80 % of the interviewers agreeing that the leaders communicate the need for change appropriately. Furthermore, in question 9, 100% of the interviewers believe that training and communication can make the shift smoother.
 It is implementing transparent communication that is favourable for business leadership to have an open communication system which can provide clear and concise reasons behind the need for change while also addressing any concerns regarding the chain from the perspective of employees (Quedrago et al., 2023).
 The findings help us understand that business leaders must foster a collaborative approach and employees' active participation during the change process. Moreover, it can be acknowledged that the literature review, survey and interview findings help demonstrate that the leader's decisions tend to have a crucial influence on shaping the understanding and alignment of organisational change. This is because business leaders must incorporate the involvement of employees while having a professional approach towards making favourable decisions for all employees in understanding and recognising the need for change in the workplace.






























Chapter five
Conclusion and recommendation

Conclusion


 A summary of the above research can be made to indicate that the study aimed to investigate the influence of leadership on organisational change in the care sector, which was accomplished using a mixed methods approach. The research findings can be applied in the care sector by informing leadership development programs focussing on change management skills.
 Furthermore, the findings can guide the implementation of effective communication strategies between management and staff during organisational change. Finally, the research can help identify best practices for creating a supportive and adaptive organisational culture.
 As a result of surveys and interviews, various insights are gathered, contributing to the understanding that business leadership is essential for leading organisational change. It has been demonstrated that all of the research objectives have been achieved in the literature review section.
 A vast amount of information can be obtained from the academic literature, which contributes to the underpinning of conceptual and theoretical knowledge, as well as helping to clarify the purpose and objectives of the research. Furthermore, business leadership significantly impacts employee engagement levels, facilitating organisational change implementation. 
 By providing leaders with the necessary tools and knowledge, organisations can navigate periods of organisational change, increase employee morale, and improve outcomes for both employees and the organisation. Understanding the research objectives allows for identifying potential obstacles and opportunities during implementation. Taking a proactive approach to managing transition helps ensure the transition is as successful as possible. Furthermore, it may help reduce anxiety and stress among employees by giving them a better understanding of the situation.
[bookmark: _Hlk170748984]











Recommendation

 Business leaders must incorporate the involvement of employees while having a professional approach towards decision-making that is favourable for all employees in understanding and recognising the need for change in the organisation. The organisation can improve its efficiency by hiring skilled employees to implement change. Leaders can improve teamwork performance by providing adequate guidelines and introducing new training and development programs to the staff so they can feel engaged and motivated. 
 Business leaders must communicate effectively to build trust with employees regarding the need for and process change using multiple communication channels to disseminate information to all employees, including in-person discussions, email, intranet, etc. This ensures effective information distribution (Lewis, 1999).
 Leaders need to mentor and guide team leaders to help them effectively manage the change process at the team level (Caldwell, 2023). Empowering leaders strengthens implementation. Recognise and reward teams and individuals who support the change effort through their behaviours and actions (Armenakis and Harris,2002). Leading by example helps influence others (Kotter and Cohen, 2002).
 Leaders need to invest in comprehensive programs to build employees' capabilities and confidence levels by bringing their skills gaps, which consequently helps positively impact the adaptability of organisational changes and develops the employees' professionalism and personal skills.
Incorporating these leadership and communication approaches can help address employee concerns regarding change and improve performance during transition. Two-way communication and involvement are critical to successful change management. 









Chapter six

Appendices

Survey questions
1. Please identify the category of your age.
2. What is your gender?
3. For how long you have been working in the care sector?
4. What is your role in the organisation?
5. Do you know why change is necessary in the care sector?
6. Why is change necessary in the care sector?
7. Does your organisation maintain a level of openness about change?
8. Have the leaders in your organisation facilitated positive changes?
9. How involved do you feel during change implementation decision-making in your organisation?
10. Do your leaders provide training to help you deal with change?
11. What methods of communication are used in your organisation by leaders while discussing the need for change?
12. Do you receive encouragement and acknowledgement from leaders during change?
13. How are encouragement and acknowledgement received from leaders during change?
14. Has organisational change improved the workflow or job satisfaction?
15. What is the thing about the change you would like more explanation?
16. How involved are leaders in monitoring progress and issue resolutions during the implementation change?
17. What can the organisation do to make the change process smoother?
18. Have the leaders provided adequate opportunities to voice their concerns or suggestions regarding the change?
19. Do you think your organisation's leaders are receptive to feedback and willing to adjust change plans based on employee input?
20. What suggestions do you have for how leaders could improve future change initiatives based on your experience?


[bookmark: _Hlk169081682][bookmark: _Hlk170191834]Interview Questions
[bookmark: _Hlk170273817]       1. Based on your organisational role, can you tell me how involved you feel in organisational change?
2. What do you think about change in the care sector?
3. What do you think is the main reason for implementing change?
4. What are some of the biggest obstacles to change?
5. Do you think your organisation is open to change?
6. How involved are you during the change implementation?
7. Do you think the training provided is sufficient to deal with change?
        8. Do you think your leaders communicate appropriately the need for change?
        9. How can the organisation make the change process smooth?
      10. What critical communication can leaders use to explain change and address employee resistance?
       11. How do you stay positive when faced with challenging changes at work?
       12. What do you think are some of the reasons that people resist change?
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	1 
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	2 
 
 
	  What is your age? 

	3 
 
 
	What is your gender? 

	4 
 
 
	Work experience? 

	5 
 
 
	How do you believe the leadership style has impacted your work engagement? 

	6 
 
 
	How involved do you feel during change implementation decision-making in your organisation? 

	7 
 
 
	Do you believe leaders in your organisation have facilitated positive changes? 

	8 
 
 
	 What methods of communication are used in your organisation by leaders while discussing the need for change? 

	9 
 
 
	 

	10 
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All questionnaires will be kept strictly confidential to the researchers involved and at NO time will individual questionnaires be released to the general public. This gives you a chance to express your views on your programme a confidential and anonymous forum and still be able to make a difference. Your participation in this study is completely voluntary so you can withdraw from the questionnaire at any stage.  
 
Our questionnaire should take about XXX minutes to complete, but there is no time constraint. There are also no right or wrong answers. Attached to this letter along with the questionnaire is XXX (e.g. an instruction sheet / a consent form /a feedback sheet). As this is a new project, your feedback is also important to us and we would be much obliged if you could also complete the feedback sheet along with the questionnaire. We understand that your time is at a premium but your opinions are very valuable to us.  
 
After careful and precise analysis of the data obtained from this questionnaire, I will be happy to provide you with a copy of the findings at your request. The results of this questionnaire will hopefully enhance my understanding of XXXX and will be stored on XXX. The results of the research will be fed back to XXX. 
 
We thank you in advance for your time and participation. If any questions do arise, feel free to contact me at your convenience.  
	ENW A CHYFEIRIAD YR YMCHWILYDD 
	NAME & ADDRESS OF RESEARCHER 
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2. What is your gender?
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3. How long have you been working in the care sector?
25 responses
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5. Do you know why change is necessary in the care sector?
25 responses

® Yes
® No
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7. Does your organisation maintain a level of openness about change?
25 responses

® Yes
® No
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8. Have the leaders in your organisation facilitated positive changes?
25 responses

® Yes
® No
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9. How involved do you feel during change implementation decision-making in your organisation?
25 responses

@ Extremely involved

@ Somewhat involved

@ Neutral

@ Somewhat not involved
o Extremely not involved
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10. Do your leaders provide training to help you deal with change?
25 responses

® Yes
® No
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11. What methods of communication are used by leaders in your organisation when discussing the

need of change?

25 responses

@ Email

@ Phone

© Meetings

@ No communication
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12. Do you receive encouragement and acknowledgement from leaders during the change?
25 responses

® Yes
® No
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14. Has organisational change helped improve the workflow or job satisfaction?
25 responses

® Yes
® No
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16. How involved are leaders in monitoring progress and issue resolution during the implementation
change?
25 responses

@ Extremely involved
@ Somewhat involved
@ Extremely not involved
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18. Have leaders provided adequate opportunities to voice your concerns or suggestions regarding

the change?
25 responses

® Yes
® No
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19. Do you think your organisation's leaders are receptive to feedback and willing to adjust the

change plan based on employee input?
24 responses

® Yes
® No
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1. Please identify the category of your age.
25 responses

@® 18-30
@® 31-50
® 51-70





