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Organisational culture is a complex web of common values, beliefs, and practices that impact individual behaviour inside an organisation. It acts as a powerful undercurrent that can either support or hinder reform endeavours. As businesses encounter unprecedented levels of change because of technical breakthroughs, market dynamics, and societal shifts, understanding the significance of organisational culture becomes increasingly important. This essay provides a comprehensive critical assessment of the impact of corporate culture on transformation initiatives. It will involve a thorough examination of various theories and models of organisational culture, as well as an emphasis on how these cultural characteristics can have a substantial impact on the success or failure of change efforts (Bass, 1985).
Furthermore, this examination will critically evaluate the complexities of the issues that leaders encounter throughout times of organisational transition. Leaders must manage not only the administrative and strategic aspects of change implementation, but also their teams' emotional and psychological responses. Resistance to change, communication breakdowns, and the necessity for effective stakeholder involvement are just a few of the issues that may develop. Furthermore, executives must strike a balance between organisational stability and the need for innovation, all while cultivating a culture of trust and collaboration. 
This work seeks to provide a thorough knowledge of the relationship between organisational culture and leadership in the context of change projects, emphasising tactics for effective management and successful outcomes (Burnes, 2004)

As a Senior Paramedic, I am responsible for providing high-quality emergency medical care in a fast-paced, high-pressure setting. My responsibilities include not only advanced patient assessment and treatment, but also leadership and mentoring within our paramedic team. I coordinate with other healthcare experts to ensure clear communication and collaboration during crucial crises. 
In today's fast-paced healthcare sector, we confront various problems, including growing call volumes, resource restrictions, and the continued requirement for quick response in a variety of contexts. Furthermore, the integration of technology and changing standards needs ongoing learning and adaptation. By promoting patient-centred care and establishing a culture of teamwork.
Understanding organisational culture begins with a survey of existing ideas and models. There are several frameworks that provide an organised approach to cultural analysis, each with its own set of strengths and limitations.

Edgar Schein's model of organisational culture has become widely accepted as one of the most fundamental foundations for understanding how culture functions within organisations. Schein's model, created in the 1980s, depicts culture as a multi-layered construct with three levels: artefacts, stated ideals, and underlying assumptions. While this paradigm has provided useful insights into corporate culture, it has several drawbacks. This evaluation critically explores Schein's model's strengths and limitations, considering both practical applications and theoretical consequences.
Artefacts: These are observable cultural components, such as workplace layout, dress codes, rituals, and ceremonies. Artefacts are simple to notice, but they might be difficult to comprehend without understanding the underlying cultural layers.

Espoused ideals: This level includes the explicit ideals and norms that an organisation claims to uphold. Mission statements or corporate policies frequently contain references to these ideals. However, there may be a disparity between stated values and actual behaviours.

Underlying Assumptions: This is the deepest level, consisting of the unconscious, taken-for-granted ideas and values that fundamentally drive organisational behaviour. These assumptions are frequently difficult to modify, and individuals of the organisation may struggle to articulate them (Kotter, 1996).
Schein's model provides a comprehensive framework for analysing organisational culture, categorising it into observable and non-observable components. This stratification enables a more detailed examination of how culture appears in many ways inside an organisation.

Deep Cultural Elements: The emphasis on underlying assumptions emphasises the significance of unconscious ideas that govern behaviour. Recognising these assumptions might help to develop more successful change tactics, as surface-level adjustments may not address the underlying causes of resistance.

Schein's paradigm is widely used in organisational assessments, change management, and cultural transformation programs. Its organised methodology helps leaders and consultants uncover cultural and strategic misalignments, allowing for more targeted solutions.
Critics say that Schein's paradigm represents culture as static rather than evolving. Organisational cultures can change quickly in reaction to external forces like market shifts or technology breakthroughs. The model may not fully account for this flexibility.

Overemphasis on Hierarchy: By making underlying assumptions the most important layer, the model may accidentally imply a hierarchical understanding of culture. This can lead to a misunderstanding of how interactions between artefacts and espoused ideals influence organisational behaviour.
Ambiguity in Interpretation: Although artefacts are visible, their meanings might differ greatly among persons inside the organisation. This ambiguity can lead to misinterpretations, making it difficult to draw meaningful conclusions purely from artefacts (Kotter and Schlesinger, 2008).
Schein's paradigm makes no explicit mention of power dynamics or politics in building organisational culture. Power dynamics can have a significant impact on which values are promoted and which underlying assumptions dominate, affecting the efficacy of change programs.
Lack of Integration with Change Management: While the model is valuable for detecting cultural issues, it does not give a full framework for managing cultural changes. Additional models and techniques may be required to effectively implement change based on cultural insights (Mullins, 2010).
Another popular model for comprehending corporate culture and effectiveness is the Competing Values Framework (CVF), which was created by Cameron and Quinn. Two dimensions flexibility against control and internal versus external focus are used to divide corporate culture into four quadrants. The four quadrants include clan culture, adhocracy culture, market culture and hierarchy culture. (Cameron and Green, 2012).
The Clan Culture emphasises on internal focus and flexibility, emphasising collaboration, teamwork, and a family-like atmosphere. It prioritises employee engagement, loyalty, and a sense of belonging. Frequently observed in organisations that prioritise employee engagement and pleasure.
The Adhocracy culture priorities external attention and flexibility while also valuing innovation, creativity, and agility. It promotes risk-taking and entrepreneurial behaviours. Common in dynamic industries where adaptability and responsiveness to change are essential.
The Market Culture prioritizes external focus and control, with an emphasis on results, competitiveness, and goal achievement. It prioritizes performance, achievement, and client focus. It is frequently encountered in businesses that priorities market share and profitability.
The Hierarchy Culture prioritizes internal concentration and control, emphasizing structure, protocols, and formal processes. It prioritizes stability, efficiency, and control. It is widely employed in bureaucratic organisations where rules and regulations govern activities (Schein, 2004). 

The Competing Values Framework (CVF) has various qualities that make it useful in understanding corporate culture. First, its simplicity and clarity create a clear and intuitive framework that is easy to grasp and apply in a variety of organisational contexts; the visual depiction allows for immediate identification of an organisation’s cultural orientation. Furthermore, the CVF is broad, embracing numerous cultural types (Clan, Adhocracy, Market, and Hierarchy), allowing for a holistic examination of various organisational
 behaviours and practices. Its practical use is remarkable, as the CVF is commonly used in organisational assessments, culture change projects, and leadership development, aided by instruments such as the Organisational Culture Assessment Instrument (OCAI), which allow for effective data collecting and analysis. Furthermore, the framework's link with organisational effectiveness demonstrates the way various cultural types can influence performance and outcomes, highlighting its importance in strategic planning (Boal and Hoojiberg, 2011).

Despite its strengths, the Competing Values Framework (CVF) has a number of limitations that can reduce its usefulness. One significant disadvantage is the framework's tendency for oversimplification; while the framework's clarity is important, real-world organisational cultures are sometimes significantly more complicated and may not fit cleanly into the four quadrants, resulting in missed opportunities for nuanced cultural dynamics. Furthermore, the CVF can convey a static image of culture, ignoring the fact that corporate cultures are dynamic and can vary over time, with organisations frequently changing between quadrants. This static viewpoint does not sufficiently account for these transitions. Furthermore, cultural overlap can be challenging since companies frequently exhibit traits of numerous cultures at the same time, confusing assessments and causing ambiguity in establishing a dominant culture. The success of a specific culture type could also differ greatly depending on industry, market conditions, and organisational goals, which the framework may not fully account for. Finally, the subjective character of cultural assessment might result in heterogeneity in interpretations, as different stakeholders may see the culture differently, affecting the trustworthiness of the results (Goldman, 1998).
Another model is Hofstede’s dimensions. Hofstede's aspects of national culture offer a framework for comprehending cultural distinctions between countries. Hofstede established six major factors that influence behaviour and attitudes in the workplace and beyond, based on substantial research conducted in the 1970s. Power Distance, Individualism vs. Collectivism, Masculinity vs. Femininity, Risk Avoidance, Long-Term vs. Short-Term Orientation, and Indulgence vs. Restraint (Margate, 2015).
Hofstede's dimensions of culture have various benefits that make them useful for understanding and navigating cultural differences. For starters, they provide a formal framework for assessing and comparing cultural differences, allowing for more successful intercultural communication and management practices. This paradigm is especially valuable for organisations operating in foreign markets, as it allows managers to customise their strategy to specific cultural environments. Furthermore, the dimensions raise cultural awareness by emphasising the influence of culture on behaviour and decision-making, resulting in increased sensitivity to cultural variety. They also provide a firm framework for future research and development in cultural studies, spawning a plethora of later studies and adaptations. Finally, Hofstede's dimensions are relatively simple to grasp and implement, which renders them accessible to people with diverse degrees of cultural expertise, increasing their value in practical as well as academic environments.
Despite their utility, Hofstede's dimensions have some significant limitations. One important worry is their proclivity for oversimplification, which reduces complex cultures to rigid categories, leading to preconceptions and incorrect interpretations of cultural behaviour. Furthermore, the paradigm portrays nationalities as monolithic entities, ignoring important subcultural distinctions among regions that can have a considerable impact on behaviour. Methodologically, Hofstede's research is mostly based on information gathered by employees at IBM in the 1970s, raising concerns about the conclusions' representativeness and relevance in today's diversified global environment. Furthermore, the dimensions use a static approach, failing to take into consideration for the constantly changing character of culture, that develops over time in response to international and changes in society.
Finally, they do not completely reflect how situational elements can influence cultural behaviours, which may result in mistakes in forecasting outcomes based solely on cultural characteristics (Senior and Fleming, 2006).

The relationship between organisational culture and change initiatives is multidimensional. Cultural factors can have a significant impact on how change is perceived, implemented, and perpetuated. This section looks at several significant places where culture overlaps with change (Mullins, 2010).

Successful change projects necessitate that the corporate culture correspond with the change objectives. For example, if an organisation supports innovation yet tries to execute a rigid, bureaucratic change process, resistance is likely to arise. Employees are more likely to engage and support change projects when the objectives align with their cultural values (Rousseau, 1995).

Google's innovation strategy exemplifies cultural alignment. The company's culture supports experimentation and risk-taking, which is ideally aligned with its mission to drive continual innovation. This cultural coherence has enabled Google to successfully implement change efforts, resulting in a dynamic and adaptive organisational structure (Burns, 2004)..

Leadership is essential in building organisational culture, particularly during change initiatives. Transformational leaders, who inspire and drive their staff, can foster a culture of transformation. These leaders articulate a compelling vision, demonstrate desired behaviours, and foster an inclusive workplace in which people feel appreciated and engaged.

Authoritarian leadership styles, on the other side, may foster a compliance culture that stifles innovation and originality. Leaders who do not grasp their organisation's cultural dynamics may face considerable obstacles while implementing change. For example, in the unsuccessful merger of Daimler-Benz and Chrysler, leadership mismatch with cultural reality exacerbated the merger's issues. The leaders' failure to bridge the cultural divide resulted in a lack of employee cohesion and participation.
Effective communication is crucial throughout change projects, and corporate culture has a significant impact on communication methods. Cultures that value openness and transparency provide greater communication about change projects. Employees who feel educated and involved are more likely to accept change.

Cultures that value secrecy or hierarchical communication, on the other hand, can foster mistrust and resistance. For example, during Nokia's change initiatives, communication breakdowns contributed to a lack of clarity and purpose, resulting in employee disengagement and, eventually, failure to implement the change effectively.
Employee engagement is intimately related to corporate culture. Cultures that value recognition, empowerment, and involvement tend to promote higher levels of employee engagement, which is crucial during change programs. Employees who are engaged are more inclined to advocate for change and make constructive contributions to its implementation (Cameron and Green, 2012).

In contrast, cultures that ignore employee participation may face tremendous pushback during change attempts. For example, in the case of Sears, a lack of employee participation in decision-making resulted in low morale and disengagement, rendering the company's recovery efforts ineffective.
Organisational culture can sometimes be a barrier to transformation. Deeply rooted cultural norms and beliefs might create resistance, making it difficult to implement new processes or structures. Employees may cling to familiar working practices, fearing the uncertainty that change brings. Understanding the cultural obstacles is critical for change agents.

Blockbuster's failure to adapt to the digital age can be attributed to a strong culture steeped in old video rental methods. The organisation's failure to adopt new technologies and innovative business models eventually led to its demise.
One example of a successful change program affected by organisational culture is IBM's transformation in the 1990s under CEO Lou Gerstner. At the time, IBM was dealing with bureaucratic inefficiencies and a lack of creativity. Gerstner saw that for the company to thrive, it needed to transform its culture away from internal conflict and toward collaboration and customer focus.

Gerstner undertook several reform efforts, including reframing IBM's mission, encouraging teamwork, and cultivating an accountable culture. This culture revolution was critical in revitalising the organisation, resulting in increased market share and higher staff morale. The confluence of cultural values and change objectives proved critical to IBM's success.
In contrast, the acquisition between Daimler-Benz and Chrysler acts as a cautionary narrative about the consequences of cultural misalignment. Daimler's rigid, formal culture contrasted sharply with Chrysler's more casual, risk-taking attitude.

The lack of cultural integration caused staff uncertainty and disengagement, contributing to the merger's final collapse. This story demonstrates the necessity of cultural evaluation and alignment in transformation initiatives. It serves as a reminder that successful change involves a thorough awareness of the organisation’s culture, in addition to strategic planning (Butler and Leach, 2011).
Leaders can use a variety of tactics to successfully handle cultural influences during transformation initiatives.

1. Conduct Cultural assessments.
Before implementing change, companies should do extensive cultural assessments to better understand the current cultural landscape. This assessment can help identify potential hurdles and match change initiatives to cultural strengths. Surveys, focus groups, and interviews can help you understand employee opinions and beliefs.
2. Engage employees in the change process.
Engaging with employees in the change process proves essential for boosting engagement and minimising resistance. Change projects ought to make room for employee input, feedback, and participation. When employees believe their voices have been considered heard, they are more inclined to support the change.
3. Effective communication is critical to reducing fear and uncertainty during projects of change. Leaders should be open about the reasons for the change, the expected results, and how it will affect employees. Regular updates and feedback tools can aid in transparency throughout the process.
4. Leaders must demonstrate the behaviours they want to see in their organisation. Leaders may inspire people to follow in their footsteps by displaying commitment to change and reflecting desirable cultural ideals. This method strengthens the relationship between culture and transformation activities.

5. Promote a culture of learning and adaptation.
Organisations should foster a culture that values learning and adaptability. Encouraging experimentation, encouraging new thinking, and giving chances for professional development can all assist to foster a climate in which people feel empowered to contribute to change (Senior and Fleming, 2006).

The impact of organisational culture on transformation initiatives is significant and multifaceted. Cultural alignment with change objectives, effective leadership, open communication, and employee involvement are all essential elements in determining whether a change program succeeds or fails. Organisational culture theories and models provide useful frameworks for understanding these dynamics, but they must be implemented with a recognition of culture's complexity and flux.
As businesses undergo fast change, executives must get a sophisticated awareness of their corporate culture and use it as a strategic asset. Organisations can improve their ability to adapt and thrive in an ever-changing landscape by tackling cultural barriers and cultivating a change-friendly culture. Future study should investigate the relationship between culture and transformation, specifically how businesses might traverse cultural difficulties to achieve long-term success.

To summarise, organisational culture is more than just a backdrop for change activities; it is an active, dynamic force that can have a significant impact on outcomes. Understanding and leveraging this influence is critical for leaders seeking to successfully manage the obstacles of change (Guirdham, 1998).
In the commercial world, organisational change is unavoidable, and those in leadership roles are frequently at the vanguard of this process. This part of the essay will critically examine what the complex nature of challenges are for the leadership role within times of organisational change.
The role of leadership in organisations during periods of transformation is complex and multidimensional. Any change initiative's success is frequently ascribed to the leadership traits that direct the transformation process in addition to the effectiveness of the change strategy. Leaders face several obstacles as a result of organisational change, whether it is caused by internal factors like restructuring and leadership changes or external forces like market shifts and new technology. During these times, leadership is more complicated than just carrying out a change plan; it involves emotional intelligence, strategic decision-making, communication, and flexibility.
This essay explores the psychological, strategic, structural, and interpersonal aspects of leadership in this setting, critically analysing the complex issues that leaders encounter during organisational transition. To demonstrate the various facets of leadership issues during organisational transition, the essay will also go over leadership theories, academic viewpoints, and real-world case studies (Mullins, 2010).
The process by which an organisation experiences major changes to its structure, procedures, culture, or strategy is referred to as organisational change. Both incremental (evolutionary) and transformational (revolutionary) change can be brought about by external factors like competition, market demands, or technological advancements, or by internal factors like organisational priorities shifting, leadership changes, or restructuring (Kotter, 1996). In order to accomplish a desired result or adjust to new situations, organisational change entails changing current practices, methods, or structures.

A framework for comprehending the phases of organisational transformation is provided by theories of change, such as Kurt Lewin's (1951) three-step model of unfreezing, altering, and refreezing. A more thorough road map for assisting organisations in the process of change can also be found in John Kotter's (1996) eight-step approach for leading change. Despite their usefulness, these models fall short in capturing the breadth and complexity of the role that leadership plays in the process. During organisational change, leadership entails managing the emotional, psychological, and interpersonal dynamics inside the organization in addition to the strategic planning and operational execution of the change.
Managing employees' emotional and psychological reactions during organisational transformation is one of the main issues facing executives. Fear, worry, anger, and resistance are just a few of the powerful feelings that can be evoked by change, especially when it is seen as disruptive or unclear. The success of the change endeavour may be hampered by these emotional reactions, which can also have detrimental effects including disengagement, low morale, and even increased turnover rates. Leaders must therefore be skilled at controlling these feelings while making sure the organization continues its change.
One of the most frequent psychological issues that leaders deal with when their organisations undergo transition is resistance to change. Fear of the unknown, perceived dangers to job security, worries about losing status or authority, and a lack of faith in leadership are some of the reasons why employees may oppose change. Employee resistance may also occur if they don't think the change is necessary or if they think it was poorly planned or conveyed (Kotter and Schlesinger, 2008).
In order to overcome opposition and foster an atmosphere where change is seen as an opportunity rather than a threat, leaders must devise strategies. Kotter and Schlesinger (2008) list a few strategies for handling resistance, such as communication and education, involvement and participation, support and facilitation, agreement and negotiation, and coercion and manipulation. Even while communication and education are frequently the simplest approaches, more difficult types of resistance can call for a mix of these tactics. To boost employees' sense of control over the shift, for instance, leaders would need to involve them in decision-making processes. They might also need to offer emotional support to individuals who are having a hard time adjusting to the unpredictability of change.
Emotionally intelligent (EI) leaders are especially adept at handling resistance. According to Goleman (1998), emotional intelligence is the capacity to identify and control one's own emotions as well as those of others. High EI leaders are better able to relate to their staff, allay their worries, and provide a feeling of stability throughout the transition. Leaders may lessen resistance and assist staff in overcoming the psychological obstacles that come up during uncertain times by recognising the emotional impact of change and providing assistance.
Another significant difficulty for leaders during organisational change is to rebuild and sustain trust. Organisational change, particularly when it is poorly communicated or managed, can cause a breach in the psychological contract between employees and the organisation. Rousseau (1995) defines the psychological contract as an unwritten set of expectations between employees and their employer that includes job stability, career advancement, and work-life balance. When change breaks these expectations, employees may feel deceived or undermined, eroding trust and reducing loyalty to the business (Goldman, 1998).
To rebuild confidence during periods of transition, leaders must communicate openly, be consistent in their actions, and respond to employee concerns. Kotter (1996) emphasises the necessity of clearly and routinely expressing the vision for change to employees so that they understand why the change is being implemented and the benefits it will bring. Leaders must also be present and accessible throughout the transformation process, providing reassurance and answering questions directly. Trust is not rebuilt quickly, but through continuous actions and a commitment to transparency, leaders may rebuild employees' trust in their leadership and the change endeavour.
Leaders must address not only the psychological and emotional components of change, but also the strategic and structural issues that occur throughout organisational transition. Organisational transformation frequently necessitates changes to the organisation’s goals, processes, and structure, as well as the allocation of resources to support the transition (Kotter, 1996).
Leaders must build a clear and compelling vision to steer the transition process. This vision must state the objective of the change, the expected results, and the procedures required to attain them. A well-defined vision helps to align the organisation’s efforts, gives employees a sense of direction, and motivates them to strive toward a shared objective. According to strategic leadership theory (Boal & Hooijberg, 2001), good leaders strike a balance between short-term and long-term goals, keeping the organisation focused on both urgent requirements and future progress.
In addition to defining the vision, leaders must create a strategic plan outlining the steps required to carry out the change. This strategy should define the main stakeholders, the resources needed, and the schedule for implementation. Strategic planning at times of change also includes assessing potential risks and developing contingency plans to deal with any difficulties that may arise during the transition. 
Leaders must also verify that the transformation plan is consistent with the organisation's overall aims and values. Leaders must balance the needs of numerous stakeholders, like as employees, customers, shareholders, and the community, while making strategic decisions. According to Boal and Hooijberg (2001), effective strategic leadership requires leaders to handle diverse and occasionally opposing interests while maintaining focused on the organisation’s long-term success. 
Organisational change frequently demands changes to the structure and procedures of the organisation. These structural changes can be especially difficult for leaders because they may necessitate redefining positions, reallocating resources, or changing the way work is organised and handled. Leaders must ensure that the new structure supports the change's objectives while remaining operationally efficient.
For example, if the change involves the implementation of new technology or processes, leaders must ensure that personnel are properly taught to use the new tools. This could include investing in new training programs, engaging outside specialists, or offering continuing assistance to employees as they adjust to the new system. Leaders must also ensure that the organisation’s processes and systems are in sync with the new strategy, and that there are clear lines of power and accountability. A lack of clarity in duties and responsibilities during times of transition can result in confusion, inefficiency, and resistance.
While strategic and structural concerns are critical, effective change leadership necessitates strong interpersonal abilities as well. Leaders must cultivate relationships, promote collaboration, and inspire people to embrace the transformation process. Effective leadership involves the ability to inspire and influence people, particularly during times of uncertainty (Boal and Hooijberg, 2001).
During periods of change, employees may feel uncertain or apprehensive about their future in the organisation. Leaders must prioritise preserving staff morale and engagement, as disengaged employees are less likely to embrace and may even oppose the change. Transformational leadership theory (Bass, 1985) emphasises the necessity of inspiring and motivating followers to attain a shared vision. Transformational leaders may instil a feeling of shared purpose and enthusiasm in colleagues, allowing them to negotiate the hurdles of change.
Providing chances for employee involvement can also help to boost motivation during times of transition. When employees believe they have a stake in the change process, they are more inclined to accept it and contribute to its success. Leaders can engage staff by soliciting feedback, promoting participation in decision-making, and acknowledging their contributions. Leaders can boost staff engagement and lessen change resistance by instilling a sense of ownership and commitment (Bass, 1985).
Communication is critical during organisational change to ensure that employees understand the rationale for the change, the precise processes involved, and the expected consequences. According to Kotter (1996), the capacity to convey a compelling vision is critical for successfully leading change. Leaders must not only explain why the change is important but also inspire and motivate staff to accept it. This necessitates leaders developing a clear message that connects with employees at all levels of the business.
Transparent and regular communication promotes trust. When employees feel educated and participated in the process, they are more likely to be confident in their jobs and the organisation’s future. According to Kotter and Schlesinger (2008), trust between leaders and employees is critical for overcoming resistance, as people are more willing to accept change when they believe the leadership has their best interests at heart. Leaders must prioritise open lines of communication throughout the transition process to create employee ownership and buy-in (Kotter and Schlesinger, 2008).
Effective communication also helps to reduce ambiguity. Change frequently produces ambiguity and anxiety of the unknown. Clear communication can help ease these fears by providing staff with the information they need to comprehend the changes being implemented. Furthermore, leaders must respond to concerns and queries in a timely manner while displaying empathy and transparency. When employees believe their concerns are being acknowledged, they are less likely to feel threatened by the changes.
Despite its importance, effective communication during organisational transition presents numerous problems. Employee resistance is one of the most significant issues. People naturally oppose change because they are afraid of the unknown, are concerned about their job stability, or do not trust their leaders. Leaders may face opposition from employees who believe the change is unneeded or poorly prepared, jeopardising the transition process. According to Kotter (1996), leaders must confront this resistance by clearly articulating the need for change, sharing triumphs and progress, and actively engaging staff in the change process.
Another problem is ensuring that communication reaches all employees and remains consistent. In huge corporations, the message may become skewed or diluted as it progresses up the hierarchy. Employees in various departments or geographical regions may potentially receive conflicting signals, resulting in confusion or misalignment. Leaders must ensure that their communication is consistent and that critical themes are reinforced throughout several channels, including meetings, emails, newsletters, and internal intranet systems. Regular updates and feedback loops are also necessary to ensure that the message is clear, and that staff remain informed throughout the process.
Leaders must also adjust their communications to meet the demands of various staff groups. For example, frontline employees may demand more precise and practical knowledge on how the change will affect their daily tasks, but top leaders may require strategic insights into the initiative's long-term vision. Failure to address the varied problems of diverse groups can lead to frustration and disengagement. Leaders should adopt a tailored approach to communication and employ a range of strategies to ensure that all stakeholders are properly informed and engaged (Kotter, 1996).
The transition of Nokia in the late 2000s serves as an example of leadership throughout organisational change. Nokia, once the dominating player in the mobile phone business, struggled to keep up with the rise of smartphones and touchscreen technology. Nokia, led by CEO Stephen Elop, made the brave choice to leave its own operating system, Symbian, in favour of Microsoft's Windows Phone platform.
[bookmark: _Int_thtUVoCO]Elop's tenure was characterised by both successes and challenges. On the one hand, his choice to change Nokia's approach was vital to adapt to shifting market conditions. However, the manner in which the change was communicated was problematic. Elop's infamous "burning platform" email, in which he compared Nokia's condition to a sinking oil rig, was widely condemned as unnecessarily harsh and discouraging. Many employees believed that the memo demonstrated a lack of confidence in their talents and produced a sense of dread.
Nokia's leadership issues demonstrate the complexities of leading change, especially in terms of communication, staff morale, and resistance management. While Elop's strategic decision was eventually required, how the change was communicated to employees had a substantial impact on the company's difficulties during the transition. The story emphasises the significance of emotional intelligence, transparency, and empathy in facilitating successful change.
The leadership position during periods of organisational transition is broad and complicated. Leaders must deal with a range of issues, including managing resistance, regaining trust, having a clear vision and plan, and increasing employee engagement. Strategic decision-making, emotional intelligence, effective communication, and interpersonal skills are all required for successful leadership during a time of change (Senior and Fleming, 2006). 
 Theories such as emotional intelligence (Goleman, 1998), transformational leadership (Bass, 1985), and strategic leadership (Boal and Hooijberg, 2001) provide useful insights into the difficulties of leadership during change. Real-world case studies, such as Nokia's strategic shift, highlight the vital role of leadership in achieving effective organisational transformation. Finally, the success of organisational transformation is determined not only by the vision and plan, but also by the leader's capacity to assist employees through the emotional, psychological, and interpersonal obstacles that arise during periods of uncertainty (Bass, 1985).






Reference
Alvesson, M. and Sveningsson, S. (2016) Changing Organisational Culture: Cultural Change Work in Progress. (2nd ed.) Abingdon, Oxon: Routledge.
Bass, B. M. (1985). Leadership and performance beyond expectations. Free Press.
Boal, K. B., and Hooijberg, R. (2001). Strategic leadership research: Moving on. The Leadership Quarterly, 12(1), 109-136.
Burns, J. M. (1978). Leadership. Harper & Row.
Burnes, B. (2004) Managing Change. (4th ed) Harlow: Pearson Education Limited. 
Butler, L. and Leach, N. (2011) Action Learning for Change: A Practical Guide for Managers. Cirencester: Management Books 2000 Ltd.
Cameron, E. and Green, M. (2012) Making Sense of Change Management: A Complete Guide to the Models Tools and Techniques of Organisational Change. (3rd ed) London: Kogan Page. 
Goleman, D. (1998). Working with emotional intelligence. Bantam Books.
Guirdham, M. (2005) Communicating Across Cultures at Work. (2nd ed) Basingstoke: Palgrave Macmillan.
Kotter, J. P. (1996). Leading change. Harvard Business Press.
Kotter, J. P., and Schlesinger, L. A. (2008). Choosing strategies for change. Harvard Business Review, 86(7), 130-139.
Kubler-Ross, E. (1969). On death and dying. Macmillan.
Marquet, L. (2015) Turn Your Ship Around. New York: Penguin.
Mullins, L. (2010) Management and Organisational Behaviour. (9th ed) Harlow: Pearson Education Limited.
Revans, R. (2011) ABC of Action Learning. Farnham: Gower Publishing.
Rousseau, D. M. (1995). Psychological contracts in organisations: Understanding written and unwritten agreements. Sage Publications.
Schein, E. (2004) Organisational Culture and Leadership. (3rd ed) San Francisco: Jossey-Bass.
Senior, B. and Fleming, J. (2006) Organisational Change. (3rd ed) Harlow: Pearson Education Limited. 








	
	
	



	
	
	19



