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ABSTRACT

Continuous leadership changes and constant exchanges in command functions can be-
nefit organizations; however, these changes must be investigated and analyzed to ensure
their effectiveness. This research aims to propose actions to mitigate the impacts of dis-
continuity in corporate strategic decisions. The methodology was made possible through
a survey prepared on a digital platform to locate, within the various business sectors,
leaders who have implemented changes and employees who have witnessed the changes
of leaders, pointing out which are the critical factors of discontinuity of strategic decisions,
discontinuities in management and organizational identity. The results point out that, for
the employees, the “Functionality Dimension” brings greater importance and impacts,
such as reductions in the number of employees and reductions in training and develo-
pment. Employees are mobilized as a result of their interactions with hierarchical supe-
riors and the organizational climate, which brings high levels of insecurity to their work
routines and future in the organizations. Actions were proposed to minimize the risks or
impacts on the change processes when implementing the change of leaders.
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INTRODUCTION

According to Lopes and Fialho (2014), much of the his-
tory of leadership is based on the model that originated
in industrial society, pointing out the eminently personal
behavioral traits of leadership styles and that mainly the-
se styles or models do not serve knowledge societies to-
day.

Fonseca, Porto, and Borges-Andrade (2015), when re-
ferring to trends in leadership in the 21st century, point
out that there is an expansion of international studies on
leadership, referring to aspects of the influence of affec-
tion and attitudes at work and their consequences on the
production of moods in subordinates. However, they em-
phasize that there is more theory than empirical evidence
in this regard.

In addition, leadership regarded as charismatic and
transformational/transactional leadership have been re-
ceiving more attention in the last 20 years and are con-
sidered “styles” that deliver results. However, few stu-
dies would have included mediators and moderators and
organizational-level variables (such as firm performance)
simultaneously. Few have attempted to integrate this li-
terature with that of affective states, which has received
much attention recently (Fonseca, Porto & Borges-Andra-
de, 2015).

There is evidence that it is necessary to update analy-
sis benchmarks, seeking to align with the discoveries of
sciences at the end of the last century and the new trends
reinforced at the beginning of this century, such as the
Home Office, where it can be seen that the new trends
present leaders with new ideas, distributing knowledge
throughout the organization, demonstrating that themes
such as autonomy, information, complexity, participation,
and intuition are part of their learning.

In this article, it is proposed to systematize analyses
that allow observing these phenomena of leader chan-
ges, making it possible to use a mixed approach in which
both the observations and perceptions of leaders and
employees can converge so that management takes pla-
ce in an integrated way and organizational values can be
sustained in the necessary advances of world scenarios.

This research aims to propose actions to mitigate the
impact of discontinuity in corporate strategic decisions.
THEORETICAL FOUNDATION

Brigdes (2018) researched decision-making from an
ethics perspective, as well as how it impacts individuals
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and/or how groups benefit and which ones suffer from
executive decision-making, directly impacting frontline
providers and customers indirectly. They are important
because the repercussions of service interactions seem
personal. The purpose of this paper was to fill a signifi-
cant gap in the service literature by exploring how high-
-level executives make ethical decisions, thus creating
values and culture within an organization. The results in-
clude testable propositions.

Barrett (2014), in describing what organizational va-
lues would mean to him, brings that: “Values are a sim-
plified method of describing what is important to us in-
dividually or collectively (as an organization, community,
or nation) at any given moment in time.” In this way, it is
known that values are described in a word or phrase, and
itisimmediately clear what they mean. For example, they
are about honesty, compassion, and human rights. The
behaviors, however, should be described as thoroughly as
possible and are context-dependent; for example, the be-
haviors associated with honesty can be: (1) always tell the
truth; (2) never tell a lie; and (3) be free of deceit or fraud.

To better structure these dimensions or awareness le-
vels and their trust connections, Barrett (2014) explains
how it is that a person’s values are reflected in their lea-
dership style. That is, the more one expands levels of
awareness about their actions, the more one elevates
their values.

Giones, Brem, and Berger (2019) state that in times
of great uncertainty, managers are called upon to make
the right strategic choices, preserve core businesses, and
prepare their organizations for the future. Furthermore,
they show how executives have led the transformation of
their organizations using the methodology of the popular
VUCA framework (volatility, uncertainty, complexity, and
ambiguity), which will help make sense of turbulent con-
texts and guide managers’ decision-making.

In general, within the natural constraints of a manage-
ment process, in theory, there are no repetitions; that is,
each day is a new day. Organizational leaders may come
into contact with what is called psychological capital.
Nolzen (2018) points out the concern of dealing with it
within a scenario of total chaos, of uncertainties, and per-
manent discoveries in corporate practices, with modern
techniques of succession, selection, and development of
leaders and their employees. Therefore, he has been dra-
wing the attention of organizations worldwide to psycho-
logical capital. He describes the psychological capacity of
an individual that can be measured, developed, and ma-
naged to improve performance.
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By linking organizational change to decision-making,
we come to the overriding question: are the results sustai-
nable? The integration of business sustainability is made
possible through a systems-based approach to sustainabi-
lity, change management, innovation, and corporate stra-
tegy. However, this construct comes through the creation
of performance metrics within and across business units
and functions, with a call for BottomLine performance
measurement across organizations and value chains to
inform management decision-making, transparency, and
external reporting. Predictions are that integration and
change management are critical success factors for ad-
vancing strategic sustainability initiatives.

Moreover, the subject of organizational change has
become very complex and challenging, and employees’
attitudes and beliefs toward change are even more sig-
nificant. Alavi and Gill (2017) proposed a theoretical fra-
mework in their article on how authentic leadership can
influence followers’ change-oriented attitudes, beliefs,
and behaviors through their psychological resources, in-
cluding hope, confidence, optimism, self-efficacy, and re-
silience, which influence readiness for change and chan-
ges in implementation.

Modernly, sophisticated systems and more complex
modeling within these performance measurements are
being used to provide greater support for decision-ma-
king, the so-called “big data”. According to Halaweh and
El Massry (2017), the term “big data” has been increasin-
gly used in organizations, given the significant volume of
data that is processed and analyzed using sophisticated
technology to obtain relevant insights that will help key
executives in the decision-making process.

Lastly, the contribution of Aslam et al. (2015) needs to
be considered so that the organizational change process
does not delve into what the authors cite and term as the
detrimental effects of cynicism in organizational change.
The study aimed to determine the causes of cynicism and
suggest remedies so that changes are implemented with
the consensus of all stakeholders.

Kaul (2019) states that strategy should always be va-
lued but that the vitality of an organization will come
from its culture. The conclusion is that, in general, a
strategy should precede culture, and culture should be
aligned with strategy. When a strategy or even a “stra-
tegy-culture” is adopted, it should support a competiti-
ve advantage. Within the proposed conclusion, strategy
should generally precede culture because this competiti-
veness will guide companies in not letting their organiza-
tional culture undermine the success of major changes in
strategic objectives and business model positioning. Even
if the leadership realizes this alignment, it is also feasible

to say that managers equally need to realize that cultu-
re should not guide strategy except in specific strategic
decision-making contexts.

Effective positioning and intervention will come from
leaders who have achieved better results from develo-
ping a culture that can evolve with stakeholders and the
organization. Culture requires leaders who view it as one
of their primary tasks and understand the importance of
aligning the organization’s strategies and decision-making
with cultural ideals (Warrick, 2017).

Within the processes of cultural change also arise, al-
most step by step, processes of centralization and decen-
tralization as waves that come and go in organizations,
sometimes just changing names and acronyms, in others,
centralizing or decentralizing processes, creating their
own movements. Regarding this issue, Ghinea and Ghi-
nea (2015) state that culture greatly influences these cen-
tralization and decentralization processes, risk tolerance,
adaptability, changes in form and content, and people’s
involvement. In this article, the author proposes creating
a cultural model design that can capture this relevant dy-
namic and address it.

Regarding job satisfaction, decision-making and culture
also take relative space, directly influencing job satisfac-
tion. In an experiment in Chinese companies, Xia, Zhang,
and Zhao (2016) used a methodology involving Social Ca-
pital theory to prove the influence of decision-making on
culture from a communication process perspective.

Culture also processes the innovation factor to build
a theory of multidimensional organizational innovation
cultures and innovative performance in transition econo-
mies and explore the moderating effect of team cohesion
on this theoretical relationship. Using data collected from
manufacturing firms with transition economies, Xie, Wu,
and Zeng (2016) construct a new theoretical framework
of multidimensional organizational innovation cultures,
including knowledge sharing, organizational innovation
environment, team decision-making, and organizational
change.

New tools have been used so that decision-making,
especially those that can influence culture, can be used
more effectively. Ali and Miah (2018), in their article,
address the organizational factors for successfully imple-
menting Business Intelligence (BI), a tool that has seen
widespread propagation and uses with ample satisfaction
in all organizations, although its use to ensure decision-
-making is not yet common. This has become a key factor
in its discovery and revealing itself as effective decision
support. The findings point to two contexts: information
management, which incorporates factors such as tech-



nological and personnel capabilities, and organizational
context, which incorporates factors such as organizational
capability, managerial decision, and organizational cultu-
re to facilitate the incorporation of information manage-
ment resources for Bl implementation in firms.

METHODOLOGY

The universe of analysis covered an investigation that
corresponded to a universe of 330 business contacts th-
rough the business network called LinkedIn. The survey
was prepared on a digital platform using the Survey Mon-
key tool. A total of 124 respondents out of the 330 busi-
ness contacts responded to the invitation and participa-
ted in the survey. Of this total, 44 respondents identified
themselves as leaders (37.58%) and 80 respondents iden-
tified themselves as collaborators (64.52%).

The dimensions (strategic, decision-making process,
functionality, and identity) were defined from the va-
riables that make up a set of processes and/or themes
brought from the literature.

Furthermore, the comparison strategies between what
should be asked of leaders and what should be asked of
employees, as well as their impacts and reflections on
both, were defined. In this way, leaders and employees
were analyzed so that the critical factors that surround
the organizations could enhance results, confirm the
hypotheses, and delimit, in a more structured way, the
processes and the findings of the issues that defined the
elaboration of questions for the questionnaire applied ac-
cording to Figure 1.
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In this way, the definition of the dimensions and their
variables per dimension allowed the focus to be maintai-
ned in close harmony with the theoretical foundation’s
position and within the application of the mixed method.
This enabled the perceptions to be qualified and quanti-
fied, distinguishing them from the collection or analysis
of quantitative and qualitative data in a single study, whe-
re the data were collected sequentially, prioritized, and
integrated into the various stages of the research process.
The “Likert Scale”, consisting of the sum of the answers
given to each item on this scale, was used. Five levels of
answers were used, namely: (1) strongly disagree, (2) par-
tially disagree, (3) indifferent, (4) partially agree, and (5)
strongly agree.

RESULTS ANALYSIS

The origin of the respondents can be seen in Table 1 as
the industry sector leaders were 62.60%, followed by an
average of 22.76% of respondents from the service sec-
tor, and an average of 5.69% from the trade sector.

The variables with the greatest disagreements were
analyzed to establish the critical factors to be considered
by managers in organizational changes.

STRATEGIC DIMENSION

In the variable organizational culture, when it points to
the total levels of agreement that culture strongly impacts
changes, leaders point to 70.27% and employees 60.28%,
according to Table 2. Schein (2009) points out that cultu-
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re is an abstraction, although the forces that are created
in social and organizational situations that derive from it
are impactful because if it is not interpreted correctly, the
victim could be the individual or his organization.

In the knowledge management variable, the sample
analyzed presents a disagreement in the leaders’ view
versus the view of the employees when comparing the
concordances and disagreements. The leaders point out
that their total agreement is around 50% and they un-
derstand the importance of the knowledge management
process; therefore, it is equally critical. However, 56.94%
of the employees, according to Table 3, indicate they di-
sagree that this process is considered by the organiza-
tions. From this result, it can be inferred that leading by
knowledge is not yet a hallmark of management. Rodri-
gues and Rodrigues (2013) point out, referring to the ex-
perience of implementing GC in an energy company that:

“[...] the more their activities are related to
the core business, the more difficult it will
be to include the subject “knowledge mana-
gement” in the agenda of managers and spe-
cialists, because commonly, even though they
recognize the relevance and importance of a
certain project, their agendas are demands for

In the variable of team performance management,
the concordances between the leaders and the emplo-
yees are within the same level of importance and point
to 64.87% (leader) and 50% (employees), according to
Table 4. When Hamel (2007) refers to the strong beliefs
surrounding management, he points out that in order
to have innovation in the management process, it is ne-
cessary to systematically deconstruct the management
orthodoxies that prevent viewing new possibilities. The
search for performance may be affected by the change in
leadership since performance is negotiated by one leader
and measured by another.

In this dimension, all the processes analyzed and selec-
ted here allow the proposition that they are critical fac-
tors of strategic discontinuity in organizations. However,
in a more detailed analysis, the strategic planning and the
decision-making process make up an even more neces-
sary level to be more carefully planned before making
leadership changes.

DECISION-MAKING DIMENSION

The variable of changes in management structures and
processes showed high levels of agreement. According to

other more urgent activities [...].” Rodrigues Table 5, the result was 88.24% for leaders and 76.72% for
and Rodrigues (2013) employees. Within these analyses, creating management,
Table 1. Nature of the surveyed companies
Commercial Industrial Service Providers Other
Leader 13.95% 51.16% 32.56% 2.33%
Collaborator 1.25% 68.75% 17.50% 12.50%

Source: Prepared by the Authors (2020)

Table 2. Importance of Organizational Culture during managerial changes

Strongly Disagree | Partially Disagree Indifferent Partially Agree Totally Agree
Leader 8.11% 10.81% 10,81% 27.03% 43.24%
Collaborator 9.59% 20.55% 9.59% 31.51% 28.77%

Source: Prepared by the Authors (2020)

Table 3. Importance of Knowledge Management during management changes

Strongly Disagree | Partially Disagree Indifferent Partially Agree Totally Agree
Leader 22.22% 11.11% 16.67% 27.78% 22.22%
Collaborator 33.33% 23.61% 13.89% 19.44% 9.72%

Source: Prepared by the Authors (2020)




designing structures, changing names, redesigning pro-
cesses, changing process names, and changing processes
from one side to the other seems to constitute a fairly
frequent routine in organizations. This level of agreement
is hypothesized to lead to certain saturation with so many
changes affecting people, leaders, or the very planning
areas. The literature advocates that changes are and will
always be necessary; however, it is increasingly essential
to systematize them to avoid wasting time, money, and
personal stress.

The variable of preponderance on whether the chan-
ges fall on the strategic, tactical, and operational projects
also reaches high levels of agreement. The leaders indi-
cate a result of 76.47% and the employees, 63.08%, ac-
cording to Table 6. A reflex also directly felt by the teams
happens when projects in general are paralyzed. The fee-
ling left is of a waiting period to review sponsorships, a
time that presupposes that it is better to wait to see if the
new manager accepts certain projects, and consequently,
a good part of them are discontinued, because they do
not represent the “new” leader. Additionally, there seems
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to be an ambivalent feeling that whoever becomes the
new leader has to be obliged to undertake new projects.

The preponderance variable is about whether the
changes fall on specific people clustered at high levels of
agreement from both the leaders’ perspective (63.63%)
and the employees’ perspective (73.62), according to Ta-
ble 7. This result leads to the inference that in such re-
placements, especially the inclusion of a new manager,
people trusted by the previous managers will be affected,
that is, they may be replaced. This is a phenomenon that
seems very common in organizations. In some way, pre-
ference is given to people we trust to talk to about opi-
nions, doubts, and testimonials.

Vergara (2001), referring to the political approach in
the area of human resource management (HRM), points
out that there is a convergence between individuals and
the organization; however, there is a divergence between
personal interests and the organization. He says the follo-
wing: “[...] managerial action is primarily a rational and
ethical arbitration between the HRM and people through

Table 4. Management Effectiveness Team performance during management changes

SsG 4y

Strongly Disagree | Partially Disagree Indifferent Partially Agree Totally Agree
Leader 10.81% 13.51% 10.81% 27.03% 37.84%
Collaborator 25.00% 18.06% 6.94% 30.56% 19.44%

Source: Prepared by the Authors (2020)

Table 5. Need for changes in Structures/processes during management changes

Strongly Disagree | Partially Disagree Indifferent Partially Agree Totally Agree
Leader 5.88% 0.00% 5.88% 47.06% 41.18%
Collaborator 6.85% 15.07% 1.37% 41.10% 35.62%

Source: Prepared by the Authors (2020)

Table 6. Continuity of strategic, tactical, and operational projects during management changes

Strongly Disagree | Partially Disagree Indifferent Partially Agree Totally Agree
Leader 11.76% 8.82% 2.94% 41.18% 35.29%
Collaborator 8.33% 15.28% 12.50% 38.89% 25.00%
Source: Prepared by the Authors (2020)
Table 7. Changes about specific People during managerial changes
Strongly Disagree | Partially Disagree Indifferent Partially Agree Totally Agree
Leader 6.06% 18.18% 12.12% 27.27% 36.36%
Collaborator 9.72% 12.50% 4.17% 43.06% 30.56%

Source: Prepared by the Authors (2020)
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decisions related to power sharing and organizational de-
sign”.

As for the variable on whether the changes affect in-
terpersonal relationships in the analysis of the answers,
there is a dissonance between the understandings and
readings of the leaders and the employees. In the leaders’
perception, the total concordance about these impacts,
which total 41.18%, contrasts with the employees’ total
concordance pointed out as 15.27% (Table 8). In truth,
the movement that it generates, consciously and uncons-
ciously, in the two actors (leaders and collaborators) has
very different reflections.

While the leadership takes on a new challenge and ar-
rives in a form validated by top management, in general,
their expectations and starting actions do not lead them
to say that the ambiance of the groups and teams will be
their priority. On the other hand, because they do not yet
have psychological bonds with the new leader, the teams,
who are very insecure and going through psychological
rupture movements and are threatened in their status,
begin to experience a plethora of ambivalent and contra-
dictory feelings.

FUNCTIONAL DIMENSION

As shown in Table 9, in the variable of the impacts on
the number of people (increase/reduction), perceptions
are divergent. When the concordances are added up, the

leaders point out a total concordance of 42.42% and the
employees register a total concordance of 74.64%. Such
a distinction leads us to believe in an unbalanced point in
perceptions, which is well-marked because it deals with
effects directly related to the very people. For employees,
a series of mismatched feelings may affect individuals’
routines. Some payments may be delayed because the
new leader does not know the procedures, the reasons
for these routines, and their impacts. In other words, the
days accumulate the tasks, and the tension increases.
Depending on the volume of changes, this could become
a critical point. From this variable, one can deduce that,
given the new scenarios, the reduction of collaborators is
the basis of the changes. Thus, a hypothesis may fall on
the weaknesses pointed out in knowledge management,
which does not support the people changes analyzing
their knowledge and technological domains. Most of the
time, they just “remove people.”

In the variable about there being impacts on the qua-
litative of people (skills/training), there is an antagonism
and a differentiation of perceptions among employees,
as shown in Table 10. Employees who agreed with this
impact pointed at 47.89%, while the employees who di-
sagreed pointed at 46.48%. Two hypotheses can be elu-
cidated since, on the one hand, having training is always
very good, and on the other hand, employees “prefer”
to choose their training. This impasse could be explained
in this sample by a phenomenon dealt with by the au-
thor Eboli (2004), which deals with corporate education.
Among other topics, there is the quote that says that

Table 8. Importance of interpersonal relationships during management changes

Strongly Disagree | Partially Disagree Indifferent Partially Agree Totally Agree
Leader 14.71% 20.59% 23.53% 23.53% 17.65%
Collaborator 44.44% 26.39% 13.89% 8.33% 6.94%

Source: Prepared by the Authors (2020)

Table 9. Perception about the variation in the number of people during management changes

Strongly Disagree | Partially Disagree Indifferent Partially Agree Totally Agree
Leader 24.24% 12.12% 21.21% 18.18% 24.24%
Collaborator 8.45% 5.63% 11.27% 50.70% 23.94%

Source: Prepared by the Authors (2020)

Table 10. Perception about the qualitative of people during management changes

Strongly Disagree | Partially Disagree Indifferent Partially Agree Totally Agree
Leader 9.09% 9.09% 6.06% 45.45% 30.30%
Collaborator 12.68% 33.80% 5.63% 26.76% 21.13%

Source: Prepared by the Authors (2020)




“[...] training with digital challenges should not be lar-
gely developed in classrooms and a face-to-face manner,”
Eboli (2004). This means that training should preferably
be done on the job itself. Thus, a question remains for
further analysis, which would be to determine the added
value for corporate development in organizations. The
agreement on the importance of training and competen-
cies for leaders was recorded at 75.75%.

In the variable on the impacts on customer service, the
results show polarity when adding the agreement and
disagreement between the leaders, because when they
agree on the importance, they point to 48.48%, and when
they disagree, they point to 33.33%. On the other hand,
when the employees agree, they point out 47.89%, and
when they disagree, they point out 43.66%, according to
Table 11.

Analyzing the polarization, one can imagine that these
distances point to the deliveries that are generally man-
datory but perhaps without the much-needed and desi-
red “customer satisfaction” as a brand. Another point is
that, because it is fulfilled regardless of the change, that
is, depending on the nature of the organization’s sector
(example of a service company), this issue would be more
or less critical. Considering that the highest percentage of
respondents was from the industry sector, it is not obser-
ved as an expressively critical and even ambiguous factor.

In the variable about the impacts on relationships with
superiors, the perceptions are very homogeneous when
the total agreement is grouped, which indicates 72.72%
for leaders and 60.57% for employees, as shown in Ta-
ble 12. Similarly, in more critical analysis, the analysis of
the leadership profile shows homogeneity regarding the
agreement with these impacts. Since this sample deals
with a Leader of Change and his loyalty and obedience

Table 11. Customer service during management changes
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bonds are considered fundamental, it can be seen that
because this individual was chosen, he enjoys a relation-
ship authorized by the top management. These relation-
ships will hypothetically be aligned in their choices, se-
lections, or preferences. Thus, this variable would not be
critical. Another relevant point is that the respondents
themselves as leaders point out 12.12% of indifference,
which seems to reinforce the hypothesis that the variable
would not have a critical behavior.

In summary, in this dimension, two variables would
need more critical attention: the impacts related to the
number of teams due to possible comparisons regarding
the levels of their production and the dualities of un-
derstanding and feelings with the sudden changes in the
impacts that cause the qualification issues in the orga-
nizations. The organizational atmosphere, by its sample,
is critical. However, once again, it is a better known and
explored indicator, treated in the medium to long term,
and it is not relevant to be pointed out in this paper.

DIMENSION OF ORGANIZATIONAL IDENTITY

In the variable about the perception of image and re-
putation, the respondents registered agreement on the
critical sense pointed out by this variable. However, the
distribution along the answers seems to show strange-
ness with the theme when reading that 57.57% of leaders
and 60.29% of employees agree with the supposed criti-
cality. Table 13 shows the understanding of the importan-
ce of the process. However, the “partial concordances”
are greater than the totals, i.e., the leader responds with
percentages of partial agreement of 42.42% and a total of
15.15%, while the employees respond with percentages
of partial agreement of 33.82% and a total of 26.47%. This
could indicate an unmastered subject, an insecure eva-
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Strongly Disagree | Partially Disagree Indifferent Partially Agree Totally Agree
Leader 21.21% 12.12% 18.18% 30.30% 18.18%
Collaborator 19.72% 23.94% 8.45% 35.21% 12.68%
Source: Prepared by the Authors (2020)
Table 12. Relationship with superiors during management changes
Strongly Disagree | Partially Disagree Indifferent Partially Agree Totally Agree
Leader 6.06% 9.09% 12.12% 33.33% 39.39%
Collaborator 8.45% 21.13% 9.86% 39.44% 21.13%

Source: Prepared by the Authors (2020)
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luation, or a new subject in organizations. From their own
experiences, the answers represent their own experien-
ces with their image and reputation. However, it would
be worth increasing efforts to make this variable more
consciously mature.

In explaining organizational commitment, Barrett
(2014) points out that in the 21st century, “[...] successful
companies will be those that not only understand how to
create internal cohesion through values and mission alig-
nment but are structurally agile enough to adapt to the
ever-changing needs that society and the marketplace
present.”

What is expected is that advanced and mature levels
of relationships portrayed in productive labor contracts
bring learning to mirror a relationship that implies reci-
procal gains in image and reputation, reproduced in pride
and belonging for all involved.

In the variable of new management strategies during
managerial changes, the total agreement of the leaders
points to a high percentage of around 81.82% against
52.54% of the employees, according to Table 14. Within
the analysis, it has been demonstrated that the emplo-
yees also registered 35.30% of disagreement, pointing to
the following hypotheses: (1) a disagreement that sug-
gests that there have not been new management stra-
tegies from the change of leaders; (2) the change failed
to demonstrate that for this reason a certain leader was
changed; or (3) there is the disbelief that the profile of
this new leadership will add to that group of individuals.

Modernly, the most charismatic style has been resear-
ched in greater depth. Several authors have been compa-
ring the behaviors and styles of competencies and iden-
tities of great leaders, such as John F. Kennedy, Martin
Luther King Jr., Mary Kay Ash (founder of Mary Kay Cos-
metics), and Steve Jobs (co-founder of Apple Computer).
Therefore, “[...] when questioning a charismatic leader
about what his skills were, he replied that it would be a
mixture of a pleasant temperament and a reputation for
morality, and as for skills, he said, “never fight with anyo-
ne,” “never humiliate anyone,”” affirms Nicholson (2010),
apud Wheatley (2010).

Historically, there is a perception or expectation that
the new leader should therefore come to improve the
expectation for a profile that promotes actions; a leader
that gets involved with the teams, which is charismatic,
and stimulates people to produce is the most common. If
the style is not what is expected, there will be tension and
frustration, and probably no effective learning will occur
in this change process.

In the variable about the indication of new leaders
during managerial changes, even with percentages of
agreement around leaders of 69.70% and collaborators of
58.82%, according to Table 15, a percentage of indiffe-
rence in leaders of 15.15% and collaborators of 13.24%
appears within a further analysis. According to this result,
when one turns to the literature and searches for models
or structures and practices of recruitment and selection,
one does not find a plentiful supply of experiments and
systematizations. At first, this brings up the hypothesis

Table 13. Image and Organizational Reputation during managerial changes

Strongly Disagree | Partially Disagree Indifferent Partially Agree Totally Agree
Leader 12.12% 15.15% 15.15% 42.42% 15.15%
Collaborator 10.29% 10.29% 19.12% 33.82% 26.47%
Source: Prepared by the Authors (2020)
Table 14. New management strategies during management changes
Strongly Disagree | Partially Disagree Indifferent Partially Agree Totally Agree
Leader 9.09% 6.06% 3.03% 54.55% 27.27%
Collaborator 14.71% 20.59% 11.76% 35.29% 17.65%
Source: Prepared by the Authors (2020)
Table 15. Appointment of new leaders during management changes
Strongly Disagree | Partially Disagree Indifferent Partially Agree Totally Agree
Leader 9.09% 6.06% 15.15% 54.55% 15.15%
Collaborator 10.29% 17.65% 13.24% 35.29% 23.53%

Source: Prepared by the Authors (2020)




that not all appointments are crafted in a systematized
and transparent manner. Even today, personal choices
largely supplant the efforts of human resources areas
that strive behind top leadership sponsorship to sustain
recruitment and succession programs.

In the variable perception of ethical values during ma-
nagement changes, the percentages are quite dispersed,
with the perception of employees at a lower percenta-
ge than the leaders. Thus, the leaders register 63.63% in
their total agreement and the employees point out only
32.29% in their perceptions, as shown in Table 16.

One cannot help but notice indifference levels of ap-
proximately 21% for employees in the variable’s behavior.
Given the sample size, this result is extremely concerning,
as ethical standards serve as the foundation of values and
reflect a large portion of an organization’s intentions and
practices.

In this case, an acceptable hypothesis would be the
possible strategy used in organizations today called “Tur-
naround,” which synthetically considers four strategies:
cost reduction, repositioning, substitution, and renewal.
It is perceived that the application of this technique, es-
pecially the “replacement” technique used internatio-
nally in the 1970s and 1980s, is used today in organiza-
tions at various levels and the learning recognized for this
technique would be, in theory, only for the top leadership
and always bringing in market executives. In a deeper
analysis, the further to the top, the more interesting it
becomes to change. Initially, its leaders. Further to the
base, when analyzing the technique, tacit knowledge and
operation indicate other strategies, such as management
development, coaching, and other strategies more adap-
ted to sustaining the ethics of leadership.

Table 16. Perception of ethical values during managerial changes
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Nicholson (2010), apud Wheatley (2010), points out
that even leaders with strong vision need two conditions
to establish change: (1) the future needs to be minimally
predictable; and (2) the visionary leader needs to be avai-
lable. Therefore, if these conditions are not available, the
operation will be in a fuzzy vision model, in which the lea-
dership states: “[...] forcefully that the present is intolera-
ble and that performance must improve in a certain time,
but that it trusts that the organization will get there.”

The expression “needs to change” is imperative, im-
petuous, and constantly repeated, and can be comple-
mented with the phrase “help is needed”. Therefore, this
hypothesis is also reinforced by the disagreement of the
employees, which scores 47.06% against 27.27% of the
leaders, according to Table 16. The feeling is that em-
ployees perceive ethical distortions and that nothing in
this field has been implemented to avoid more complex
developments when the market asks for more and more
transparency for their organizations.

FINAL CONSIDERATIONS

For the employees, the “Functionality Dimension”
brings greater importance and impacts, that is, reduc-
tions in quantitative (number of employees) and qualifi-
cation (reduction in training and development), as well as
the relations with the hierarchical superiors and the or-
ganizational climate, leave the employees mobilized and
bring high levels of insecurity to their work routines and
their future in the organizations, according to Table 17.

Thus, exemplifying the selection of critical factors, one
can state that the highest percentages make up the set of
critical variables in that dimension when analyzing the to-

Strongly Disagree | Partially Disagree Indifferent Partially Agree Totally Agree
Leader 18.18% 9.09% 9.09% 42.42% 21.21%
Collaborator 22.06% 25.00% 20.59% 20.59% 11.76%

Source: Prepared by the Authors (2020)

Table 17. Critical factors per dimension during managerial changes

For leaders’
agreement

Decision-Making Pro-
cess Dimension 70,4%

Identity Dimension
68.5%

Functionality
Dimension 64.8%

Strategic Dimension
63,6%

For collaborators’
agreement

Functionality
Dimension 62,2%

Decision-Making
Process Dimension
59.4%.

Strategy Dimension
59,4%

Identity Dimension
53,1%

Source: Prepared by the Author (2019)
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tal concordances in the various dimensions. Therefore, in
exemplifying the real results of the research application,
when detailing the main dimension of the high agree-
ment for the leaders (dimension of the decision-making
process), it can be stated that, on one hand, leaders point
out, within their total agreement, the three most criti-
cal factors as being: structure and processes (88.24%),
organizational projects (76.47%), and leadership profile
(76.48%), making up the three largest variables (critical
factors) in levels of importance in their perceptions.

Based on the results and the analysis obtained, it beco-
mes possible to make a proposal to mitigate the discon-
tinuity of strategic decisions, according to the work plan
presented in Chart 1, developed and suggested so that
organizations can implement and follow up the develo-
pment of more specific results with the leaders that may
be changed, thus minimizing the impacts of the change of
these leaders and the employees involved in those speci-
fic management positions.

CONCLUSION

Notwithstanding the constant practice of leader chan-
ges and its impacts on employees and organizational re-
sults, this study indicates the factors and variables that
can be mitigated so that the change of leaders at different
levels can be better oriented and planned.

The most critical factors of the discontinuity of strate-
gic decisions have a differentiated performance in the va-
rious dimensions and have different priorities. Depending
on the application of the modeling and especially on the
nature of the organization, their results will be different
and differentiated from each other. Leadership changes
must happen, but they can be systematized for quality im-
provement in minimizing their impacts. For the leaders,
within the perceptions pointed out and reinforced in the
literature, the centrality of the issues is pointed out: de-
cision-making processes, that is, in addition to the need
to have well-defined strategies, coherent management,

Actions

Objectives

Expected Results

1 — Structure intervention diagnosis in

Hire together with the leadership and
employees, the planning, structuring, and

Communicate and structure the Work Plan,

the Management.

application of the diagnosis, raising data
from the management, and everyone’s
involvement in the improvement of results.

aiming to minimize resistance, raise the
angles of improvement, and establish the
rules of the change.

2 — Investigate all dimensions (strategic,
decision-making process, functionality,
and identity) to identify deviations and
contributions to the achievement of
results.

To raise the assumptions of the dimensions
and their variables, to raise their behavior
with the leader and the employees, aiming
to raise possible deviations or improve-
ments.

Focus on the dimensions needed to make

the interventions and locate the improve-

ments within the most specific audience,
whether in the leadership or the employees.

3 — Analyze the dimensions of the
decision-making process and check how
the foundations of management are
being developed.

Unpacking the specific variables of the
Decision-Making Process Dimension, aiming
to focus on the specifics of management
and its points of success and need for
improvement.

Map the contours of the culture, its applica-
tion, and unfoldings, and clearly define the
interventions.

4 - Analyze the identity dimension,
allowing verification of how the culture
is being implemented and how the
psychological bonds are being media-
ted between the leadership and the
employees.

Unpack the specific variables of the Organi-
zational Identity Dimension, surveying the
quality of team bonds and behaviors and

their impacts, values, beliefs, and attitudes.

Map the contours of the culture, its applica-
tion, and unfoldings, and clearly define the
interventions.

5 - Evaluate the application of the diag-
nosis in two focuses:

5.1.- Evaluate managerial performances,
aiming at recovery and or reinsertion
actions in management;

5.2 - Evaluate the decision strategies
for substituting the leadership and
employees.

Evaluate the intervention proposal,
promoting improvements and adjust-
ments throughout the process, besides
focusing in a more humanized way on
managerial replacements.

General evaluation of the process and
its developments.

Chart 1. Proposed Actions during management changes

Source: Prepared by the Authors (2020)




and business plans, as well as medium and long-term vi-
sions. These are issues that cause impacts when it comes
to changes, as well as the necessary time for the matu-
ration of its structures and processes and, especially, in
the projects that have been started, so that the changes
do not confuse leaders, employees, suppliers, and other
impacted agents, besides distorting the interpersonal re-
lationships that are so important for the sustainability of
the organizational processes.

The employees pointed out that the most critical di-
mension is related to the functionality dimension, i.e.,
there is a change in the number of people, training, qua-
lifications, customer service, and relations with hierarchi-
cal superiors. In the face of these changes, it can be assu-
med that bonds become fragile, beliefs become negative,
and, mainly, employees perceive themselves as being ma-
naged when analyzing their futures, their learning, and
their opportunities.

The decision-making process dimension is the one
most ambiguously identified by the respondents. It is the
second most critical factor indicated by the collaborators
and marks the critical aspects pointed out for manage-
ment weaknesses. How is it conducted? How is it direc-
ted? How is it deployed? Its impacts mark changes in the
structure, the processes, in interpersonal relationships,
with direct impacts on the bonds of subordination, in the
activities, in the general functioning of the management,
perhaps pointing to the core of the issues when the chal-
lenges of transforming individual interests into collective
interests are posed.

Discontinuities in Organizational Identity have a di-
rect impact on reputation and image, effective changes
in team management, transparency on the indications
of new leaders, ethical values, and issues involving team
self-esteem. Friends and friends of friends remain without
a chance for new possible leaders, which are extremely
important issues to reflect on the negative impact gene-
rated when changes change just for the sake of changing.

The leadership changes need to be better evaluated as
presented in this research, as does the need for the use
of critical knowledge management that will sustain the
future of organizations. This must be the commitment of
all (employees, leaders, suppliers, top management, etc.)
that are fundamental parties so that together they can
make a difference, mobilize interests, and increase levels
of transparency that will sustain more ethical and satis-
factory levels in organizations.
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