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1. [bookmark: _Toc1135051151]Introduction
Emily Eavis is a leader in the events industry and the co-organiser of the Glastonbury Festival, one of the largest music festivals in the world. As the daughter of the festival’s founder, Michael Eavis, she has taken on a leadership role in managing and developing the festival. In recent years, she has taken over the organisation of the festival, as part of a planned transition from her father (Cain, 2025). Through her leadership, the event has continued to develop, respond to environmental concerns, and adapt to changes in the industry.
The events industry has faced significant challenges in recent years, such as the Covid-19 pandemic. Large events such as Glastonbury were cancelled in 2020 and 2021, creating financial, organisational, and operational challenges for event organisers and uncertainty for employees. Leaders in the events industry were forced to show leadership, adaptability, and effective change management in order to ensure sustainability.
The purpose of this report is to analyse how Emily Eavis’s leadership approach can support effective change management within the events industry. The report will look at how her leadership style contributes to organisational culture, employee engagement, and performance, while also considering how strategic leadership decisions can help organisations successfully adapt to industry challenges.








2. [bookmark: _Toc1966411867]Leadership and Change Management 
[bookmark: _Toc963501920]2.1 Current Change Context 
One of the biggest challenges Emily has had to face is the Covid-19 Pandemic which forced the cancellation of events and festivals, including Glastonbury, in 2020 and 2021 (Glastonbury Festival, 2021). This had a significant impact on the events industry as large scale events rely on ticket sales, long term planning and staff rely on the event for income. Cancellations created financial challenges alongside uncertainty for the organisers and the staff involved in the running of the festival.
This can be linked to organisational change theory, which explains change as a process where an organisation moves from its current position to a new or improved way of operating (Senior et al, 2020). The pandemic was an external driver of change, forcing the organisation to adapt quickly in response to a crisis. Within the events industry, this type of change is often unplanned, as organisations must respond quickly to unexpected disruptions such as global pandemics.
According to BBC News (2025), another change Glastonbury has faced is the decision to introduce “fallow years”. This is when the festival does not take place for the land to recover and to reduce the environmental impact. This happens every five years to prevent long-term damage to the farm. Emily has highlighted the importance of these breaks, explaining that they allow the land to rest and support sustainability efforts. While this decision can reduce short-term income, it shows a long-term approach to environmental responsibility.
[bookmark: _Toc1487934567]2.2 Strategic Leadership Responses
In response to these challenges, Emily has demonstrated effective leadership by making decisions that focused on both safety and the long-term success and sustainability of the festival. During the COVID-19 pandemic, the decision to cancel the festival was essential in to protect attendees and staff (Glastonbury Festival, 2021). Although this decision had financial consequences, this shows strong leadership, as it required making a difficult choice during a period of uncertainty.
This response can be linked to Lewin’s change model, which involves three stages: unfreeze, change and refreeze (Lewin, 1947). The cancellation of the festival in 2020 and 2021 represents the unfreeze stage, where normal operations were disrupted due to Covid. The organisation then moved into the change stage and new plans were made to deal with the situation and focus on the future of the festival. The refreeze stage involves maintaining the organisation after these changes, ensuring it can continue operating effectively in the future. 
Another change model is Kotter’s 8 step model. This model is not as suitable for this situation as it is more time consuming, following a structured process (Kotter, 2012). The pandemic had a significant impact on the events industry, affecting face-to-face interactions and normal operations (Chun et al., 2024). As the industry relies on in-person interaction, organisations were unable to operate as normal and had to respond quickly. The pandemic happened unexpectedly, meaning there was limited time to plan, and leaders had to make quick decisions to protect public safety and the future of the organisation. This shows that a fast response was needed, rather than following a longer, step-by-step process such as Kotter’s 8 steps.
Communication was also essential in effectively managing the situation, which the festival handled well. Ticket holders for the cancelled events were provided with clear information and given the option to carry their tickets over to future events, helping to maintain trust with customers (Sky News, 2021). The organisers also released a public statement explaining the cancellation and apologising to attendees, which helped to manage expectations and maintain a positive relationship with customers during the uncertainty. This shows effective leadership during change, as strong communication is essential in reducing uncertainty and keeping everyone informed.
Kotter’s 8-step model is more suitable when applied to planned changes such as the introduction of fallow years. Unlike the sudden disruption caused by Covid-19, fallow years are a long-term decision aimed at improving sustainability. This meant there was more time to follow a structured process to implement the change. This demonstrates how a structured change model can be effective when change is planned rather than unexpected. For example, Emily confirmed that a fallow year was likely to take place in 2026 and explained that it is important to allow the land to recover and support the future of the festival (Hibbs, 2024). This can be linked to the “communicate the vision” stage of Kotter’s model, where leaders clearly explain the purpose of change (Kotter, 2012). By explaining the change, she helps customers and employees understand and accept the change, avoiding confusion around the change and gaining support.
[bookmark: _Toc1876462208]2.3 Examples and Case Studies
An example of change management can be seen in how Glastonbury responded to the unexpected disruption of Covid-19. Despite the festival being cancelled in 2020 and 2021, it successfully returned in 2022. Emily made the decision to keep current tickets valid until the festival returns, an effective leadership decision to keep loyal customers and avoid processing large refunds, maintaining funding for the festivals return in 2022. This worked well because it maintained trust between the organisation and its customers while also supporting financial stability during the uncertainty. It also shows that Emily Eavis’s leadership was essential in the successful return of the festival, showing the importance of effective decision-making during change.








3. [bookmark: _Toc2040114142]Leadership Style, Culture and People
Leadership style is important in how effectively change is managed within an organisation. Lewin (1939) identified key leadership styles such as autocratic, democratic and laissez-faire, showing how different approaches can influence team performance. Kuhnert and Lewis (1987) also highlight transactional and transformational leadership. Transactional leadership focuses on clear tasks, structure and rewards, while transformational leadership focuses more on inspiring and motivating individuals towards a shared vision. This is particularly relevant within the events industry, as different leadership styles can affect how organisations respond to change and how well they manage employees during uncertainty.
Emily demonstrates a transformational leadership style, as she focuses on long-term goals and the future of the festival rather than short-term goals. This is seen through her focus on sustainability and the introduction of fallow years, which aim to protect the land and ensure the festival can continue in the future. By prioritising environmental responsibility, she is encouraging a shared vision that benefits everyone. This can be seen as transformational leadership, as she is not only managing the festival but also influencing change and development.
Deal and Kennedy (1982) describe organisational culture as the way people behave and carry out activities within an organisation. Organisational culture directly impacts how change is received by staff within an organisation. A positive culture is likely to increase support for change, with employees more willing to accept new ideas, whereas a negative culture can lead to resistance, as employees may be less willing to move away from their normal ways of working.
Emily’s leadership also has a strong impact on organisational culture and the people involved in the festival. The culture of Glastonbury is often described as positive, with staff being motivated and committed. According to Farenga (2023), workers are enthusiastic and hardworking, which reflects the positive environment created by leadership. This shows that Emily’s leadership encourages a more inclusive and supportive working environment, creating a better experience for staff and customers.
Schein (2010) suggests that the culture develops through the actions of a leader. This can be seen in how Emily Eavis has created a supportive and positive culture at Glastonbury, where staff are motivated. For example, staff have described their experience by saying “I feel at home here, I have friends” with others describing it as enjoyable and it is like “coming home” (Hofer, 2024). This suggests that Emily has created a supportive environment where staff feel valued and are committed to the festival.
This positive culture has made it easier for the organisation to manage change. During the pandemic, the trust built between leadership, staff and customers meant that difficult decisions, such as cancellations, were more likely to be accepted. According to Oreg (2006), a good workplace culture and trust between management and staff can reduce resistance to organisational change. This also works well with planned changes such as the fallow years as staff support the decision and everyone works towards the same goal, sustainability and long-term success of the festival. Emily’s leadership and the culture she has created has been essential in reducing resistance to change and encouraged staff and customers to trust her decision making, making the impacts and changes following the pandemic easier to manage.








4. [bookmark: _Toc71562703]Evaluation of Leadership
Emily demonstrates effective leadership through her ability to adapt her leadership style depending on the situation. According to Goleman (2000), the most effective leaders use a range of leadership styles and apply them when appropriate, rather than relying on one style. This can be seen in Emily’s leadership during the Covid-19 pandemic, where a more direct approach was needed to make a quick decision - cancelling the festival. However, her long-term focus on sustainability and the introduction of fallow years shows a more transformational leadership style.
Additionally, Yukl (2021) suggests that effective leadership is supported by technical, interpersonal, and conceptual skills. Emily shows her interpersonal skills through her ability to build trust and create a positive culture within the organisation, seen in the strong relationships between staff. Her long-term planning and focus on sustainability show her conceptual skills.
While her leadership has been effective, there are limitations. Decisions such as cancelling the festival during covid had negative financial impacts on staff and local businesses, showing that leadership decisions can have both positive and negative consequences. Overall, Emily Eavis can be considered an effective leader, as she adapts her leadership style, demonstrates key leadership skills, and successfully manages unexpected short-term challenges and long-term organisational goals.






5. [bookmark: _Toc1669628743]Recommendations for Leadership
To strengthen her leadership, Emily Eavis could build on her current approach by developing strategies that allow the organisation to respond more effectively to future disruptions. The decision to cancel Glastonbury during the COVID-19 pandemic was necessary, however, there was an opportunity to maintain audience engagement through other approaches such as virtual events. Other organisations within the music industry adapted by delivering online performances, allowing audiences to stay connected to live music despite restrictions (Billboard, 2020). This suggests that a more innovative approach could have helped Glastonbury maintain engagement during disruption. Employees’ and customers’ experiences during periods of change can influence their engagement, with positive experiences increasing commitment (Kiefer et al., 2025). By creating more engaging experiences during disruption, the organisation could improve resilience and maintain stronger relationships with its employees and customers.
Emily could also improve her leadership by increasing the involvement of employees when making decisions or changes. Involving employees in decisions make them feel valued and can improve their motivation and commitment to the organisation and reduce resistance to change (Nielsen 2012). This can be done by encouraging feedback or ideas from employees. By encouraging this, Glastonbury could improve employee engagement and create a more positive culture. 








6. [bookmark: _Toc1189851757]Conclusion
[bookmark: _Int_wzWdLTnJ]In conclusion, Emily Eavis has demonstrated effective leadership in her response to disruptions such as the Covid-19 pandemic, showing adaptability and exceptional decision making under pressure, while also being able to introduce long-term changes such as fallow years.  A key strength as a leader is her ability to effectively communicate changes to employees and ticket holders, ensuring everyone is aware of the situation, building trust and reducing confusion. Her transformational leadership style has created a positive organisational culture, reducing resistance to change and supporting employees and customers. However, her leadership could be improved by increasing employee involvement in decision-making and being more innovative by providing new solutions to a problem such as an online alternative, rather than just cancelling. These improvements would further support successful change management in the future.
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