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[bookmark: _heading=h.gpfoh3wc87zy]1.0 Introduction
The leisure sector can be seen as an umbrella term for services provided by organisations related to hospitality, tourism, hospitality or recreational experiences (Indeed, 2025). In other words, the leisure sector can be treated as a sub-sector of the hospitality industry. In contemporary times, like any other industry, organisational change can be studied as initiatives taken to restructure existing systems. Change in the leisure context can encompass many things, such as, as stressed by Barykin et al. (2021), digital transformation, along with attempts made to optimise expenditure or reposition brands culturally. In any case, communication plays a key role essentially in terms of making the employees of the leisure realise the urgency of conducting this change. On the same note, responsibilities of the leaders become vital, as they are mainly responsible for creating a vision surrounding the need for organisational change while inspiring employees to contribute to materialising the change successfully. 
[bookmark: _heading=h.r676zhd1k3f1]2.0 Aim and Objectives 

This research aims to examine the role of communication and leadership in shaping team culture and resistance during organisational change in the leisure sector of the UK
The following are the objectives of the research:
· To explore the different styles of leadership affecting the culture of a team and the morale of employees in times of change in the leisure sector of the UK
· To investigate the ways in which internal communication affects how engaged staff are and how much they trust each other during the mobilisation processes in the leisure sector of the UK 
· To identify reasons why teams in the UK leisure sector adapt well to change while others resist it, especially in times of financial constraints and uncertainty.
· To analyse how employees feel about the effectiveness of leadership and the openness of communication during big changes in the leisure sector of the UK  
Questions:
1.⁠ ⁠How do different styles of leadership affect the culture of a team and the morale of employees when a leisure organisation is going through changes? 
2. How does internal communication affect how engaged staff are and how much they trust each other during the mobilisation processes at sites? 
3. Why do some teams in the organisation adapt well to change while others resist it, especially when money is tight and things are uncertain?
4. How do employees feel about the effectiveness of leadership and the openness of communication during big changes in the organisation? 
[bookmark: _heading=h.egpxa52rrzwp]3.0 Discussion on relevant existing literature 

3.1 Theoretical underpinnings
Since this study revolves around organisational change, models related to change/change management can inform the theoretical foundation of this study. For example, one can refer to Lewin’s three-step model that essentially divides the change process into three stages - 1) unfreeze (i.e., overcoming the inertia and preparing employees for the change), 2) change (i.e., implementing the new processes/behaviours) and 3) refreeze (i.e., reinforcing the new processes/behaviours by cultural adaptation) (Burnes, 2020). Interestingly, communication, one of the key variables of the study, is crucial in the ‘unfreeze’ stage, especially to make subordinates understand the urgency and necessity of the change. 
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Figure 3.1: Key dimensions of Kotter’s change model 
(Source: Mutomorro, 2026)
One can also highlight the 8-step change model of Kotter, especially for its structured approach in unfolding all the major dimensions related to change management (see Figure 3.1) Here as well, the first stage - often called ‘Creating Sense of Urgency’ - shows the importance of communication in the change process (similar to Lewin’s ‘Unfreeze’)
3.2 Communication and Team Culture during Organisational Change 
It is already highlighted above that communication is crucial in the change process essentially in terms of creating a sense of urgency. Scholars like Sun et al. (2023) have shown, as the change process indeed creates an ambience of uncertainty, subordinates rely on transparent communication to cope with that. However, it is ideal, as per the existing literature, if this communication can incorporate two-way traffic. In other words, it is crucial to know whether the culture allows open communication, as it is related to another key variable of this study - resistance. Șomlea (2023) have shown, for example, in the case of an organisation that follows a top-down communication path, resistance to change is likely, as employees increasingly feel that their concerns relevant to the change are being ignored by the top management. In this regard, organisations nowadays strive for a participatory communication culture where, briefly put, employees are rendered major parties in change-related decision-making. It is, furthermore, consistent with an adaptive team culture. 
3.3 Leadership and change resistance
Different leadership styles exhibit different rapports with change. For successful change management, the transformational leadership style is deemed suitable (Bagga, Gera and Haque, 2023) It is essentially because transformational leaders are the more competent ones in shaping a compelling vision surrounding change, which is ideal for persuading the subordinates to subscribe to the idea of change and participating in it organically. However, one can also argue that the servant leadership style is also of importance in the context of change since, as per Cao and Le (2024), building trust of the subordinates is crucial to ensure that they participate in the change process optimally. Briefly put, as servant leaders are bothered about every concern of the employees, the latter reciprocates to it by lending themselves in the change process fully. Interestingly, the logic that top-down communication increases possibilities of resistance is true in this context as well. One must understand first that this logic resembles the autocratic leadership style, which can indeed invoke collective resistance. In other words, as per the existing literature, to carry out the change process successfully, the leadership must be able to empower the subordinates to make them own the change. Nevertheless, the situation becomes complex when swift decisions are to be taken, as change is essentially about uncertainties. 
3.4 Gaps in existing literature
The major gap in existing literature is the lack of insights specific to the UK’s leisure sector. For example, though Bagga, Gera and Haque (2023) indeed highlighted how leadership and organisational culture determines relative success of change management, they focused on the Indian context and considered virtual teams that hardly resonate with the reality of the UK’s leisure industry. Furthermore, though the work by Sun et al. (2023) contributed to the relationship between leadership, communication and change management at the theoretical level, here as well, contextual mismatch prevents insights specific to the sector or department.  
4.0 Methodology and Sampling Technique 

A primary qualitative data collection method will be adopted. This is in line with the interpretivist philosophy adopted by the researcher As per such philosophy, the researcher believes that reality is constructed by society, and human experiences are essential to understand those realities. Thus, the researcher was interested in understanding how the human subjective experience and understanding through communication and leadership shape team culture and resistance for the UK leisure organisation. In accordance with the type of research question which is interested in asking ‘how’ and ‘why', this approach is suitable (Taherdoost, 2021). Therefore, with a qualitative data collection method, the researcher will tap into the human behaviour, ideas, opinions and experiences which quantitative methodology will not be able to give. The quantitative methods are objective in nature, hence, shape the understanding of realities in such a manner that may not be sufficient to understand this study better (Sardana et al., 2023) As compared to a secondary qualitative research method, a primary data collection method will be adopted. The reason why a secondary method was not preferred over a primary method was due to the fact that the former gives access to large data sets regardless of the location and budgetary constraints (Cheong et al., 2023); however, they are not original as they just refer to the pre-existing data. Thus, a more comprehensive, up-to-date, relevant and original data collection would be preferred that would give detailed lived experiences and ideas involving human participants. 
The best way to gather in-depth data around human subjects for answering questions around the role of communication and leadership in shaping team culture and resistance in the leisure sector of the UK would be a primary qualitative method. The tool that will be used is a semi-structured interview. The participants who will be recruited for an open ended semi structured interview are the managers from the UK leisure sector. Therefore, a purposive sampling strategy will be adopted such that only the managers with 2 years plus experience in the sector will be interviewed. Other inclusion criteria include managers who can speak in English, while exclusion criteria were managers form non leisure industry, and who could not speak in English. The number of participants would be around 10 in number, who would be recruited via personal contacts, professional networks, through social media or face-to-face interactions. The interview may take place face-to-face or through video conferencing and may last 30 minutes. Post data collection, they will be analysed through thematic analysis adopting an inductive coding approach. For the data, recurring patterns will be searched for, resulting in emerging terms which will be aligned with the research objectives. This is how the methodology will take place, with outcomes attached to the objectives.
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Figure 4.0: Gantt chart
[bookmark: _heading=h.1twk8zzeiob5]5.0 Conclusion 
It can be concluded that this research proposal will try to examine the role played by leadership and communication in team culture and persistence in the UK leisure sector during times of organisational change. This will mainly focus on communication strategies, leadership approach and petition for the staff to access different sites. Therefore, it will identify various factors that will influence trust, adaptation, motivation, and engagement and employee morale during this time. In order to undertake this study, qualitative etymology is deemed suitable considering its focus in depth and understanding of human experiences. Therefore, it will consider a secondary qualitative methodology, considering the limitations on time and budget, against primary qualitative methods. The results will be analysed through the thematic analysis approach, which will result in the development of a few themes. The themes will then be named based on research objectives. 
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