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Abstract 
The rapid development today in the environment of business organizations requires change and 
transformation to win competitive and survival, From this reality, the survival of the institution and its 
growth depends to a large extent on achieving results than those achieved by competitors, And by 
increasing its effectiveness and integration in the dynamics of the global economy, what means, searching for 
excellence in the era of change, this necessitated the fact that the institution has no choice except the change. 
The field study concluded that the Algerian institution and other business organizations in the third world 
in general and the Arab reality in particular, has a flexible and changeable organizational culture that 
needs to be given great attention by the leadership, especially in clarifying the vision and implementing 
change and motivating joint teamwork and getting closer to workers while implementing change. 
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1. Introduction 
Considering the organization as an open system that interacts, influences and 
affected by its external environment as the fact that it is a complex entity, it includes 
many of subsystems, also what it represents of individuals and groups and relations 
between them and the interests and goals gathering them, thus, it is clear to us that 
the open systems constitute the general framework of interaction between the 
prevailing variables in the environment in which the organization live in. 

Furthermore, what the modern world is witnessing of complexity and turbulence 
under the profound rapid transformations imposed by the markets globalization 
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and the accelerated rate of technological change, as what produces of increasing 
severe competition between establishments, all that makes the organization in 
decisive and open confrontation with the challenges of growth and survival. 

From this fact, the institution’s growth and survival has become highly 
independent on achieving more results than those achieved by its competitors in 
order to increase its effectiveness and for the Integration into the global economy, 
meaning that it has to look for achieving outstanding performance in the era of 
change, which put the organization in no choice except the change. 

Like other organization in the third world in general and the Arab reality in 
particular, the Algerian institution complains also of management problems, due 
to being recently introduced to us like other modern sciences, the great obstacle 
that faces the organization is how to lead it to change and the concentration on 
how to intensify the culture of organization with it, as its individuals cling to 
traditional culture that frustrate any initiative for change. 

First: problematic 
Regarding that the organizational culture of the Algerian institution makes an 
obstacle to the success of change, how can its administrative leadership activate its 
power to create a supportive culture of change? 

Second: study hypotheses 
The organization’s current culture with its dimensions in the Algerian institution 
represents an obstacle to the success of change, only through an effective 
administrative leadership characterized by a range of features making it create and 
lead the change successfully.  

 The current organizational culture within the Algerian institution is an 
inflexible and inherent culture derived from the bureaucratic leadership model, 
which depends on the hierarchical structure and layers of the organizational 
structure, attachment to seniority and its reliance on traditional methods and 
procedures which should be supported in a stable and predictable environment. 
 The today’s rapid intense development in the business environment of 
organizations enforce them to adapt change and transformation to win the bet in 
competition and survival, therefore, the Algerian organization is trying to 
overcome the current situation and the external and internal challenges it faces 
through development of leadership capable of creating responsiveness among the 
subordinates to carry through change. 
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 Based on the principle of rigidity of the organizational culture of the 
Algerian institution, whatever the change in any field brought forth by the 
organization does not find any response on their part. 
 The majority of Algerian institutions possess competent leaders who can 

induce change and are able to recognize the need for change and find practical 
ways to overcome the obstacles to implementing change. 

 

Third: Importance of the study 
The process of organizational change is one of the most important areas of 
concern for specialists in organizations, as well as to the experts and researchers in 
the organizational and management issues.  In which this field have a clear impact 
on the effectiveness of organizations in general and especially recently, as it 
involves continuous and severe environmental changes that require a high degree 
of flexibility and a great capacity to respond appropriately to these changes, in 
addition to the impact of the rush characterizing the changes of the current era on 
the organization and the need to keep pace with the changes surrounding it. 
 
The first section: Change and organizational culture 

First: conceptual insight about change 
The change is a new term that has received a lot of attention by a lot, where 
change is a fresh approach on the development and the organization of 
institutions. 

1. Definition of change: 
“There is nothing stable, the only stable thing is change”, this saying has become 
the policy used to identify strategies. Accordingly, the change by the definition of 
(LE PETIT ROBERT) is “the act of giving up on something for another, or the 
act through which we cannot stay on the same situation”, where the nature of 
change is based on its impact on the individuals and their cognitive and knowledge 
levels, their practical abilities, their roles and behaviours, and their values to the 
change based on the structure that effects the ways of work, the patterns of 
relationships between individuals and effects their roles and their relationships 
processes, to the change based on the technology that has an influence on their 
knowledge and can be an influence on communication methods, the roles and the 
authorities. Finally, to the change based on people which in its part affects the 
roles, behaviours and psychological aspects, in which the change is concerned an 
inevitable issue and an optimistic movement, also, it is a planned action 
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characterized by continuity and inclusiveness; where the goals of change are 
represented in increasing the organization's capacity to adapt to the environment 
which it operates in, as well as improving the quality of service and the satisfaction 
of citizens and society, and The abandonment of certain activities or certain 
markets, resources and methods within the organization and to disclose the 
conflict in order to manage it and direct it in ways that serve the organization. 

2. Criterions of change: 
The criterion of necessity (why change?) is one of the most criteria of change, 
where it has to be a necessity to proceed with the change; we find also the 
criterion of utility, where the utility from the change must be determined in 
order to guarantee the continuity of the process, in addition to the interest 
criterion, in order to proceed with the change, the benefits from such operation 
must be defined. 

3. Sources and areas of change: 
3.1.  Sources of change: 
 Internal sources: are reflected in the in managers' awareness of change, the 
development of workers' awareness and the increase their ambitions and needs, as 
well as the development and growth of the institution and the change in the 
organization's goals and mission, The introduction of new devices and equipment, 
the decrease in the organizational performance level, the increase in complaints 
rates and the absence of workers. 
 External sources: are embodied in political forces, and legislative forces like 
the change in existing legislations or the emergence of new legislations, and other 
social changes in habits of citizens or increased awareness; such as: “caring for the 
environment”, and technological forces such as the revelation of new technology, 
we also find external sources of changes in in economic forces such as inflation or 
exchange rates.  
3.2.  Areas of change: it reaches several aspects 
 The change at the goals and strategies level: to achieve those goals in 

response to the surrounding changes. 
 The change at the level of policies and rules controlling the work: To 

change and develop the policies and rules of work in the organization. 
 The change at the level of business and activities carried out by the 

organization: initiate new businesses or leaving existing businesses. 
 Organizational structure and organizational relationships level: by 

modifying or developing the foundations of the preparation of structures. 
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Change also reaches leadership patterns such as changing the current style and 
adopting a new leadership style, also there is a change in the level of culture, the 
level of technology used, where culture and the technology require constant 
change in order to keep pace with developments. 

4. Change patterns and success factors: 
There are several patterns of change, the most important ones: Change as a 
reaction to events; which is a specific change that fits the event occurred, as well 
as limited and deliberated change; which involves improvement, development 
or harmonization through the existing system of activities or organizational 
processes, in addition to the strategic change, through the transformation of the 
organization in terms of objectives, technological methods used, behavior and 
prevailing values. 

One of the most important factors of the success of change that Managers 
should be a role models in practicing change in all aspects of their managerial 
behavior, and to encourage the behaviors of individuals that conform to the 
required change among all employees, and putting them in a theoretical and 
practical learning position, and provide the information and support necessary to 
them in order to embrace new changes, the change should be initiated through 
teamwork, and that performance results should be the primary objective of 
change. 

Second: Change management 
The concept of change management is one of the managerial concepts that 
appeared and developed within the last two decades of the twentieth century and 
it is considered a continuous work aimed at increasing the organization's ability to 
make changes. 

1. Meaning of change management: 
“The attempt to link human and material activities within a well-thought-out plan 
of action containing the typical administrative procedures that dominates the 
change and decides its direction and extent”, its purpose is to increase the capacity 
to adapt through reconcile between its characteristics which are; targeting, realism, 
compatibility, effectiveness, participation, legitimacy, reform and efficiency. 

2. Methods of change management: 
 Defensive method: the attempt to fil the gaps and minimize the damages 

caused by change, used by the traditional management that does not believe in 
the need for change, because from its perspective that is the best way to ensure 
the survival of the institution with less losses. 
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 Offensive method: represented in The prediction of change and expecting 
what will happen in the future, and being prepared to deal with new 
circumstances and try to benefit from the opportunities they produce, also, 
avoid the expected threats by the initiative to take pro-active preventive 
measures. 

3. Change management phases: these phases are shown in the following 
figure. 

 

 

 

 

 

 

 

 

Fig.01: The basic phases of change management 

Source: John R. Schermerhorn et autres, Management and Organisationl Behavior,3rd  ed, lrwin, 
Chicago, 1996. 

 

4. Change strategies and factors leading to choose them: 
There are several strategies applied by the organization to make the desired 
change, including the following: 

 The strategy of field rationality: Based on the assumption that the main 
enemy of change is ignorance, lack of awareness and superstition and therefore 
considers education, scientific research and studies as the main factor on which 
change is based on. 
 Guided education and awareness strategy: It assumes that the main barrier 
is either change or the unwillingness to change or the fear of it; since it may be a 
threat to the interests of some people. 
 The strategy of coercive force: Using all methods and means to bring about 
change, the change here is imposed on the parties concerned by force 
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 Strategy of activation and reinforcement the support of superior 
management for change: The administration must show its position on change, 
to be the role model in the process of change. 
 The strategy of sharing the making and taking of decisions: It is 
considered one of the most powerful means that helps in the process of 
implanting change, since the individuals lean to support what they decide. 
 The strategy of linking rewards to change: where we find that the material 
and moral rewards are to stimulate human behavior, and push the individuals to 
change. 
 The strategy of field analysis: shown as there usually exist forces that work 
in favor of maintaining the current balance, if these forces are contained, the 
organization management or teamwork can analyze these forces and work to find 
a new equilibrium. 
 

Third: organizational culture 
Culture is a general and vital issue that cannot be ignored, and which is focused on 
the change process. 

1. The nature of organizational culture: 
Defined by “Davis” as: «the set of shared values, beliefs and expectations that are 
considered a guide to the individuals in the organization that produce standards 
that significantly affect the behavior of individuals and groups within this 
institution. »  

2. Types of organizational culture: 
Classified according to the following criteria: 

According to the criterion of power: there is the strong culture, which is 
reflected in the consensus or the extent of sharing the same values and beliefs on 
one hand; in the other hand, the weak culture, which is not strongly embraced by 
the members of the organization and does not have the broad acceptance of them. 

According to the criterion of adaptation; we can recognize the flexible culture 
that reflects the role and importance of leadership in promoting the exploration 
and exploitation of the possibilities of adaptation with the entourage at the stage 
of change, unlike the rigid culture that is cautious and does not give freedom to 
managers and workers. The organizational culture consists of several sources, the 
most important of which are: "Decrees, stories, legends, novels, symbols, 
language, behaviour as well as the influence of the organizational environment. 
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The founders of the organization create the foundations upon which to base their 
organizational culture. These foundations are embodied in the use of employees 
who think and feel the same way and keeping them in the organization; and the 
work of the founders to make these employees think and feel the same way as 
they do. 

3. The development of the culture in organizations: 

The impact of organizational culture is reflected in several aspects, including 
effectiveness: Where the writer “JIBERNI” believes that strong culture can lead 
to higher economic productivity when organizational culture is a source of 
competitive advantage; as well as the organizational structure: where the 
organizational culture can affect the type of organizational structure, 
administrative processes and administrative practices, and adapting organizational 
structure and management processes to the culture of the organization, and also 
its  impact on affiliation (loyalty) organizational: The retention of workers to 
organizational culture increases fidelity and loyalty and remaining in the 
organization. 

Fig.02: The development of the organization’s culture 

Source:  John R. Schermerhorn et al, Management and Organisationl Behavior,3rd  ed,lrwin, 
Chicago,1996 

 
Fourth: Resistance to change 
Behind every perspective to change, exists the desire to resist, the resistance to 
change has been defined as: “an emotional and natural response to a trend that is 
perceived as a real or foreseeable danger that threatens the present mode of 
action; resistance to change is inevitable, because human is inherently tempted to 
resist the change of current situation.” One of its forms is: resistance to cultural 
change, such as: the sacred cow, previous mistakes or failures, lack of initiative, as 
well as, individual resistance: Such as, loss of power, fear, the status quo 
(restlessness, or lack of merit); or regulatory: lack of serious vision and diminishing 
measurement systems. 
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Many reasons for resisting change in that it is not a normal situation and things are 
not going well, which creates a state of concern for the expected change, such as, 
getting used to the current situation in the institution, or considering the time is 
not suitable for change due to the general preparation of individuals to accept, or 
fear for some individuals, change may be a leap towards the unknown, in addition 
to the individual's culture and habits; but resistance to change has its benefits in 
terms of forcing the administration to better articulate the goals and means of 
change, examination of the lack of good communications, and it can push the 
management of the organization to analyze the most accurate possible outcomes 
of change, either directly or indirectly, in addition to identifying pressure points in 
the process of problem-solving and decision-making in the organization. 
 
The second section: The intellectual framework of administrative 
leadership 
First: Concepts Management Leadership 
This can be highlighted by identifying the administrative leadership, its sources 
and degree of impact in the change process. 

1. Meaning of administrative leadership: 
Management in its general sense means organizing the social activity of individuals 
to achieve certain goals. Leadership in its general sense means the process of 
influencing the activities of individuals and their behavior to achieve certain 
objectives. Hence, the concept of leadership is in essence broader than the 
concept of management, and leadership behavior is broader and more 
comprehensive than administrative behavior. 

As defined by Sikler Hudson: “Leadership in large and broad administrative 
organizations means influencing individuals and motivating them to work together 
in a common effort to achieve the goals of administrative organization.” It is 
based on three main elements: the presence of a leader who exercises active 
activity, the existence of subordinates directed to the activity of the influential 
leader; and the availability of an organizational objective that the leader seeks to 
achieve through his cooperation with subordinates. 

Many administrative management scholars went on to say that leadership is the 
core of the administrative process and its beating heart, and that it is the key to 
management, and that the importance of its position and role stems from the fact 
that it plays a key role in all aspects of the administrative process, so, the 
important role of administrative leadership can be emphasized in its various 
aspects, such as the organizational aspect of management, the social and 
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humanitarian aspects of management, as well as the aspect of management 
objectives.  

2. Sources of administrative leadership: 

They are the sources that lead to the emergence of administrative leadership, 
including subordinates and other leaders themselves, and they are embodied in the 
qualities of the leader, which are the personal qualities that define the leader, such 
as, being responsible and being able to act. As well, the prevailing traditions are 
represented in the monarchical systems in which the sons inherit the leadership 
from their fathers, as for the charismatic forces, they are embodied in the 
appearance and the external body of the leader, its important role is in supporting 
leadership abilities is center and status. It is possible to combine intelligence, 
broad horizons, balance of opinion, balance, maturity and strength of character in 
multiple skills. 

Second: leadership styles and patterns 

In spite of the multiple classifications of leadership styles, the most common 
criteria in administrative thinking for categorizing leadership styles and patterns 
are two main criteria: 

 The first criterion: The classification of leaders in terms of the leader's style 
and manner in the practice of influencing the staff, there various methods of 
administrative leadership on the basis of this criterion, we can find the autocratic 
leadership - the dictatorial leadership in which power is concentrated in the 
hands of the leader alone, and the democratic leadership; the leadership in 
partnership, in which responsibilities are shared, the involvement of subordinates 
in decision-making, and free leadership - the origin of this leadership is the non-
interventionist movement advocated by European merchants at the end of the 
Middle Ages to resist government interference in economic affairs, the leader here 
plays a secondary role in guiding and influencing others. 
 The second criterion: based on the consideration of the leadership in terms 
of the source of authority on which the leader depends on directing his staff, 
administrative leadership on the basis of this criterion has diverged to official 
leadership, it is the leadership that exercises its functions in accordance with the 
organizational approach (rules and regulations) that regulate the business of the 
establishment, the leader who exercises his functions from this logic has his 
powers and responsibilities determined by his job status and the applicable laws 
and regulations. And informal leadership is the leadership exercised by some 
individuals according to their abilities and leadership talents. 
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Third: Theories of administrative leadership 
The modern administrative thought, despite the increasing flow of research and 
studies in the field of administrative leadership, however most of the efforts made 
by the scientists of the administration towards the emergence of administrative 
leadership did not come to a unified opinion, we find the theory of leadership 
based on features that believes that the features are the main approach for 
leadership, the theory of leadership in the approach of attitudes that consider 
the attitudes are the main basis in the process of leadership and for the theory of 
combined approaches which combines features and attitudes in the same process. 

Fourth: Modern tendencies in administrative leadership 

After recent developments in management have demonstrated the inadequacy of 
all three previous theories (attributes, attitudes, and interactive) in defining the 
characteristics of administrative leadership, most of the efforts of management 
scientists have been directed towards trying to know the characteristics of 
leadership capable of meeting the requirements of modern management and 
administrative effectiveness, the question arose about the characteristics of 
successful leadership. Is the successful administrative leader effective or 
efficient? This requires knowledge of the difference between administrative 
efficiency and administrative effectiveness, where leadership efficiency means that 
it can achieve the specified objectives using available resources without loss of 
time and effort, , And administrative effectiveness means the ability to achieve the 
maximum possible production using available resources best use possible, and the 
effectiveness of the leadership ability to achieve the maximum results and services 
that can be achieved using the available resources available, In the light of the 
earlier definition of efficiency and effectiveness, it can be argued that if the 
efficiency criterion focuses on measuring the input-to-output ratio and calculating 
the cost of each, The effectiveness criterion focuses on how the objectives meet 
or meet the needs, the depth of the impact of their achievement and the speed of 
their consequences, It should be borne in mind that leadership effectiveness is the 
outcome of the interaction of the leader, the organization, the community, and 
that any attempt to increase management effectiveness must take into account the 
impact of all these elements at the same time, sometimes emphasized at the 
expense of effectiveness, and increased productivity through the introduction of 
modern technological methods may lead to redundancy. 
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The third section: The role of administrative leadership in bringing  
out a successful change process 
The today’s manager has to have a vision for future events when planning 
organizational objectives, this is what must be contain in his method in leading the 
attitudes, in order to reach the role of the administrative leadership in constructing 
a successful change, it is necessary to study how to lead the change process and its 
role in changing the organizational culture, by identifying the most important parts 
of leadership. 

First: Change leadership 

“Sarge Ranial” defines change leadership as: « Dynamic interactions linked to 
internal and external change forces to ensure the survival of the organization in 
constantly changing and evolving environment. »  
The scholars have classified the change leadership according to several 
approaches, namely: 

 The approach based on the adaptation of the organization with the 
environment: 

That is to say, the leadership of change must be in the direction of adapting the 
organization to the various changes that occur, whether at the level of its internal 
or external environment; the environment constantly changes and is reflected 
directly or indirectly in the organization, And thus affect the organizational 
behavior, and the successful leader is taking into account and planning the 
external environment in everything; and this approach relies on several data to 
build the model (reaction), such as, the increasing globalization in the form of: the 
abolition of borders, the spread of communications and information, the spread 
of services, the growth and intensification of competition, and the decline in the 
margins and markets of the Organization and its margins. 

 The approach based on the impact of the organization on the 
environment: 

This approach is based on predicting what the new phase requires, anticipating 
what happens in the future, and being prepared to deal with the new 
circumstances, And to take advantage of the opportunities offered by the dynamic 
initiative that the Organization must have, This approach has several objectives: it 
aims at giving great importance to, and adaptation to, the internal and external 
environment and to the success of the Organization; and to attach great 
importance to the future and not to the blockade in the past, in addition to the 
Recognition of the reality of competition and its necessity, and the pursuit of a 
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competitive edge; this approach has strengthened the organization and supported 
the economic reality; each organization is taking the lead is the strongest and most 
competitive organization through its core competencies and strategy. 

1. Strategic management for change Leadership: 

In order to ensure the survival and control, the organization must rely on well 
thought out strategies and adopt policies that enable it to overcome obstacles by 
providing strategic needs for leadership of change. This is reflected in the need for 
a strategic focus by guiding the leader with a strategic framework that accurately 
defines the organization's nature and direction, as well as the need for consistency 
in order for the organization to be able to advance its strategic direction, there 
must be consistency or congruence between its strategies as a company, and the 
strategies of other units in the organization; also the need for a strategic response 
to change as each change creates an opportunity, and also comes at risk is 
threatened, the addressee must be able to respond to the variables that occur. even 
The rapid development of business organizations has made strategic management 
dependent on modern methods of strategic leadership to drive change, taking 
markedly developmental dimensions, the most important of it are: knowledge 
management, overall quality management, participatory and organizational 
management, human resource management, and strategic marketing. and in In 
order to succeed the leadership of change must provide the basic pillars for the 
success of the leadership of change, which is the organizational structure, where 
the form must be chosen organizational structure for the requirements of change, 
and the structure of organizational structure appropriate for the aspects of change, 
and determine the degree of centralization and decentralization, and the 
harmonization and integration between the various functions and organizational 
units, as for the organizational structures had to considers the nature of the 
conflict, which is a conflict between the behavior of achieving the objective of a 
specific group and the behavior of achieving the objective of another group within 
the same organization, but here the leadership of change can resolve conflict 
between workers through the use of power, as well as organizational culture. The 
last of these pillars is administrative systems such as strategic control systems, 
strategic incentive systems, strategic information systems, and assistive policies 
and procedures. 

Key factors for the success of change leadership are the strengthening of the role 
of human resources based on the effective participation of the team capable of 
leading change effectively and efficiently with the help of staff after explaining the 
expected vision. And the rehabilitation and development of management systems 
through the review of the information system and the adoption of an optimal 
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strategy, and the adaptation of the system of promotion and appreciation, and 
review the criteria for performance evaluation and motivation. In addition to 
changing common values by focusing on the content of these methods and on 
changing the attitudes and behaviors of all workers to conform to the principles of 
change. 

Second: Organizational culture change 

1. Definition of cultural change: 
Can be defined as: «the internal process through which organizations aim to adapt 
to external change processes, and therefore the success of change management in 
organizations depends primarily on the extent to which the internal organizational 
climate», where there can be no effective organizational change without a close 
relationship with the organizational culture, without causing a profound and 
significant change in organizational culture at the macro level of the organization, 
The drivers of changing the organization's culture in general are economic 
globalization: the resulting marked acceleration in technological progress; 
accelerated technological development; the information revolution and the 
emergence of knowledge-based economies.  

Where there are two methods that the institution can use in the process of change 
are reflected in: the method of central change :where the senior management in 
accordance with this method the leading role in changing the culture of the 
organization, Through its report that the new behaviors and values that you want 
to publish must be taken into consideration starting with higher management 
itself, and senior management can try to change culture through leadership and 
examples, and The main problem with this method is that change may not be 
consistent with the values and standards of members at the lower levels of 
regulation, leading to resistance and opposition, and may result in such changes 
not lasting for long, but The method of change by participation, which is the 
process of change through the participation of the members of the organization in 
the process of change by collecting information from them, on their support for 
the new values, and taking their recommendations and suggestions and take into 
account, and this method may be slow implementation compared to the previous 
method, but it lasts longer. 

2. Mechanisms and tools for cultural change: 
In carrying out any change, the leader of the institution must use a set of 
mechanisms or tools that allow him to change the current culture of the 
institution with a new culture that allows acceptance of change within the 
institution, so There are many mechanisms that this last use today for cultural 
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change that we define in communication and language, where communication is 
an effective mechanism for bringing about change. Also Communication may be 
complicated during the period of change, leading individuals to form their own 
perceptions. It is important to clearly articulate principles that work to clarify 
visions so that they do not give an opportunity to the rumors and questions that 
arise during the change period; and about the terms of language, it is considered 
one of the most important cultural symbols that allow the organization to 
distinguish itself from other organizations, since the process of change in the 
organization will necessarily be the introduction of new vocabulary and terms that 
carry new values, which means changing the organizational culture. Education and 
training show their role as a mechanism for cultural change through the 
application of some modern administrative methods such as management of total 
quality, which depends on the composition of individuals, like modern 
management systems, Which is required by the application and use of the basic 
tools of quality, especially the values that carry this new type of management, such 
as self-censorship, respect for the ideas of others, also one of the most important 
its mechanisms: the Vision and expectation are found, as institutions whose 
directors and leaders are far from looking at their leadership are the ones who can 
anticipate the threats that will face the organization and seek to transfer this to all 
the workers of the organization in order to confront these threats and avoid 
possible losses that may lead to the demise of the organization, and the latest of 
these mechanisms are fashion and curricula where fashion can be used or 
exploited to create or create a desire or motivation in individuals to make some 
changes and changes within the organization, out of a new fashion tradition that 
has emerged in leading and innovative organizations The models are another 
mechanism of cultural change, because the model attracts people, which makes 
them seek to imitate it, which eventually leads to the acquisition of the values, 
customs and traditions of this model. 

Third: Transformational leadership 

Transformational leadership is one of the most well-known leadership theories to 
transform organizations, the kind of leadership needed by today's rapidly changing 
organizations, Where the concept of transformational leadership still has some 
ambiguity, and some studies have tried to define its concept, transformational 
leadership means: The extent to which the administrative leader seeks to raise the 
level of subordinates for achievement and self-development, and to work on the 
development and development of the groups and the organization as a whole. 
Transformational driving behaviors consist of four elements, called (Four I’s), 
each element beginning with the letter (I):  
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- Individual influence. 
- Inspiration. 
- Intellectual stimulation. 
- Individual treatment. 

 
1. Characteristics and functions of the transformational leader: 
The characteristics of the transformational leader are to draw realistic practical 
models, inspiration and collective vision, challenge the process, enable others to 
act, encourage. But its functions are five main functions: recognizing the need for 
change, presenting the future vision, choosing a model of change, restructuring 
the organization's culture, managing the transition period: it considered like The 
most difficult tasks of the transformational leader because they require the 
elimination of the old and illusion of greatness and deal with every problem that 
appears due to an appropriate change strategy. 
2. The Role of Transformational Leadership in Change Management: 
By reviewing leadership and change literature, a logical framework for the role of 
transformational leadership in the change management process can emerge, Its 
inception is the formulation of vision, which is one of the key elements of 
successful change management, where individuals need to know why the change is 
adopted and its potential effects, This framework also contains a strategy where 
change management must be linked to the strategic vision and objectives of the 
enterprise, in addition to communication , when The facility undergoing a 
communication process needs to clarify the future situation with regard to 
everything that is relevant to the needs and requirements of the personnel at 
various administrative levels, also The commitment and conviction of the 
leadership in turn affects the success of the change over the enterprise's need to 
adopt a change program, in order to improve the competitive position of the 
facility, The last thing to be aware of this framework is motivation and inspiration. 
The effective leader works to motivate and inspire those involved in the work, 
where the leader of change must be credible. 
3. The challenges facing the transformational leadership, and the 

transformational leader’s reaction to it: 
In light of scientific progress and technological development, global 
transformations have imposed transformational leadership. Many of the 
transformations that these people have responded to wisely and with hindsight, 
such as competition, globalization, overall quality and technological challenges; it 
can be said that: The position of the transformational leader in the future 
challenges in light of the changes of the new century is to influence the employees 
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by spreading the spirit of one team among them and encouraging them to 
understand and see the mission of the organization and respond to strategies to 
achieve and work towards achieving its objectives, and it is assumed that the 
transformational leader will satisfy the needs of the humanitarian workers related 
to change and provide them with force to overcome the obstacles that prevent the 
satisfaction of those needs, so The transformational leader must build good 
relations with the staff to achieve fundamental changes in the organization's 
performance and develop its competitiveness. The transformer must distinguish 
between the management method and leadership method to be adopted, as well as 
the administrative tasks required to better deal with the requirements of change. 
Fourth: Developing administrative leadership 
The developing process begins with the focus on the training process, and training 
is: “an organized activity aimed at changing some of the trainee's attitudes and 
imparting certain skills and knowledge that are supposed to improve performance 
and proficiency in the areas where the training took place”; Leadership training 
program ms take many forms, although most of them follow two individual 
methods and are carried out through individual projects, System cruise work, 
temporary promotion system and interview problem solving, and collective 
methods are carried out through the method of the small community and one of 
the most important means: working Groups or committees, study groups, 
collective Projects, conference method, and the process of developing 
administrative leadership as well as other processes of change goes through several 
stages, starting with identifying the problem or the need for the process of 
developing administrative leadership, then select and choose the goals or possible 
alternatives to accomplish the task and then the action plan is developed, 
implemented and finally the evaluation and reconsideration. 
The fourth section: case study of organizational change through  
the approach of organizational culture 
First: Introducing the organization under study 
Moumen Establishment for the production of semolina and flour, Sidi Khwiled 
branch Ouargla extension of the establishement for the production of semen and 
flour (Beer Al-Attar), the branch contains about fifty workers, the CEO: 
Moumen Mohamed Saleh (OUARGLA), Moumen Luiz (TEBESSA). 
Sample size taken: Thirty workers, the result of the questionnaire was the 
response of twenty-six workers. 
Time and spatial limits for study: The study was conducted in the state of 
Ouargla between 25 December 2016 and 30 December 2016. 
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Second: Analyzing the results 
The questionnaire was divided into four axes that can be highlighted through the 
following: 

The first axis: Analysis and characterization of the culture  
of the organization 
The analysis of the results of the questions from 1 to 7, where workers believe 
that their work is a source of income, honor and prestige, but it is not difficult to 
be difficult and tired, also the motivation of the employees to carry on the work, 
which is the remuneration and respect, where through the level of workers 
management believes that the worker or good official must be obedient and 
responsible and share, And should be concerned with developing his abilities and 
respect others, as the employees of the institution to achieve the joint contribution 
required and should be noted that some employees are working at the request of 
higher authorities for personal purposes, and This is a weak point in the 
management of the organization, as well as the structure of communication within 
the organization flows information from it according to the series of orders and 
comes from top to bottom, While the problems and conflicts within the 
institution are controlled by reference to rules and procedures, in addition to the 
intervention of higher authorities as well as discuss the impact on work. 

The second axis: the desire and ability of the institution to bring about 
change 
The analysis of the results of the questions (08-13 and 25) can be illustrated by the 
following figure: 
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Fig.03: The idea of change in the organization 

Source: Prepared by the researcher based on the results of the questionnaire analysis. 
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From the figure above we observe that 38.46% believe that there is a process of 
change in the organization, and 65.38% believe that the institution has the 
necessary means for change, but the latter is the result of forcing the management 
of workers, where 34.61% believe that workers are not involved in the planning 
and organization of change, although the organization is aware of the need for 
workers to train to cope with change, which represented 53.38% of the total 
number of opinions. The establishment encourages employees to continue and 
continue their education and self-development, and there is a close correlation 
between training needs and strategic needs, which account for 50% of the total 
views. The overall climate of the organization is not resisting change, but it is 
encouraged, as 56.76% of the views indicate. 

The third axis: attitudes towards change 

50
73.07

38.46
53.84

69.23
7.69

11.53
46.15

56.76

19.232
3.84

26.92
7.69
7.69

65.38
53.84

11.53
11.53

30.76
26.92

34.61
38.46

26.92
26.92

34.61
24.3

30.76

0 10 20 30 40 50 60 70 80

You are aware of what is happening in…
 When the employees participate in…

  The leaders have to convince the…
The employees have to be notified with…

 The understand of the change by…
  The leaders should accept the change…
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 Do you prefer looking for new methods…

TH E ATT ITUDE TOWARDS T H E CH ANGE

ambivient disagree agree

 

Fig.04: the attitude towards the change 
Source: Prepared by the researcher based on the results of the questionnaire analysis. 

As seen from the figure that workers have a great desire for change as 56.76% of 
employees support the idea of putting the process of change under consideration 
and applying it, where 11.53% of them against the idea, and note that 53.38% of 
employees have an internal tendency for change and they will follow a new policy 
in the cases of promotion and employment While 11.53% prefer to remain in the 
current situation, 46.15% are threatening that they will resist the process of change 
if they do not understand its reasons. 
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We can conclude that 38.46% of the employees prefer to ask about the reasons 
for the change and its motives if there is a line in the process, while 38.46% prefer 
to tell the direct leaders that the change is wrong, While 23.08% prefer 
implementation without asking the reasons, We also note through the form that 
there is participation in the process, as 53.84% do not agree with the agreement of 
managers and subordinates on the type of change without the consent of the 
workers in advance, and they also see that Managers should be careful when 
choosing the source of change, with 65.38% disagreeing with manager’s ingenuity 
in adopting change and 69.23% of employees believe that empathy for change is 
essential in managing change, And 53.84% believe that employees should be 
informed of any change and that managers should convince the rest of the 
employees of the process of change, by 38.46%, When they consult with the 
change process, it makes them more motivated by 73.07% of the opinions of the 
employees, and 50% of the views are not familiar with the process of change, so 
their views support participation and participation and taking staff in the process 
of change. 
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Fig.05: manner of action towards wrong change 
Source: Prepared by the researcher based on the results of the questionnaire analysis. 

 

The fourth Axis: the effective influence of administrative leadership  
in making change 

Through the sequence of questions from 26 to 34 we note that 61.15% of the 
opinion is that senior management is the one who determines the vision and 
direction of the institution, and 15.38% believe that subordinates are the ones who 
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determine that, while 23.07% believe it should be determined by active 
participation among all. We note that there is equality in terms of differing views 
on whether officials and leaders apply what they say by 50%. We also note that 
61.15% believe that the method of formulating and communicating vision by 
leaders is the most important elements of management and successful 
management, 57.69% believe that creating an alliance with a group of individuals 
and giving them the authority to lead change and work collectively as a team is 
one of the most effective strategic requirements for change, And believe that its 
success supports the opportunity to accept change and improve the competitive 
position of the institution, by adhering to the need to adopt a program for change, 
61.53% of the respondents believe that the effective leader is the one who 
motivates and inspires the followers to complete the process of change, We note 
that the characteristics that are available in the direct president vary from all the 
existing characteristics, but the great difference lies in their opinion on the extent 
of his awareness of the urgent need for change for the better, Change requires 
abandonment of the traditional model of leadership and a leadership that believes 
in participation and consultation, which in turn requires a radical change in the 
roles of action, and from is the relationship between the manager and 
subordinates and this is what we note in the ratio of 65.38% who agree with this 
view and insist on it. 

 

Fig.06: The effective influence of administration leadership in shaping 
the change 
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20/26 The awareness of the need to change for the better 

26/26 Believe in the importance of the participation of employees in the 
change process 

24/26 Able to transform the visions to a reality 

26/26 The efforts of others are appreciated and recognized by the leader 

26/26 He has the trust, admiration and respect of others 

Fig.07: Features and characteristics of the direct manager 
Source: Prepared by the researcher based on the results of the questionnaire analysis. 

 
Conclusion and results reached: 
Cultural change within the organization has become an urgent necessity on which 
the effectiveness and efficiency of other aspects of change depend, but cultural 
change in the organization is largely based on the competence and capacity of the 
change leader, In this way, the leadership aspect of cultural change is of great 
importance, which makes this leader special characteristics that enable him to 
manage and propagate change, And control it by committing to his behavior and 
the embodiment of his words in his actions, humility and justice with its members 
and honesty and love for them and other good values. The study of this subject in 
the Algerian institutions is more urgent and necessary at the present time, 
considering that most of them suffer from many problems, mostly due to the 
traditional control culture that hinders change. 

The focus has been on the role played by transformational management leadership 
in driving change and creating responsiveness among subordinates to the culture 
of expatriate that change carries and make it more appropriate with the direction 
of the new institution. 

The case study concluded that the institution enjoys a flexible organizational 
culture that is subject to change and receives great attention from the leadership, 
especially in terms of clarifying the vision, implementing change, motivating joint 
teamwork and bringing closer to the workers while implementing change, because 
the model of democratic leadership in the institution and climate conducive to 
change and the available material and human resources increased by the desire to 
introduce change, as well as the existence of a wide distribution of information 
within the institution, suggesting the existence of the value of the sense of 
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belonging within, Which is a value in support of the process of change, and that 
the institution lacks young cadres with dirty creative and skills that cannot be 
acquired by the statute of limitations and learning, training, qualification and 
specialization. 

Finally, it should be noted that this research is considered as a fundamental stage 
that enables every economic institution that wishes to change to analyze and 
evaluate the strength and weakness of its current performance, and then activate 
their administrative leadership to adapt and adapt the culture of the expatriate with 
the local culture, enabling them to bring about the expected change 
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Algerian Democratic and Popular Republic 
 

Ministry of Higher Education and Scientific Research 
University of ALAARBI TBESSI 

Tebessa - Algeria 
 

 

Dear employee, the questionnaire, in your hands, aims to try to 
identify the opinions of the employees at the establishment of 
Moumen Establishment for the production of semolina and flour, 
about: The Mechanisms of activating the leadership’s role in the 
change management. 

Please make sure to give this questionnaire part of your time, and 
handle it with accuracy and objectivity in your answer, given its 
importance in this research, knowing that the first goal of this 
questionnaire is academic and the information given will be used only 
for scientific research. 

So thankful for your cooperation 

 

 

 

 

The researcher: 

Dr. BOUALLEG Nawal 
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QUESTIONNAIRE 
Researcher: BOUALLEG Nawal 
Degree: Doctorate 
Year: 2017/2018 
Field: management science 
Study: The role of leadership in change management  
and how to activate it 
Case study: FERPHOS – Tebessa 
 
Bellow, there are a set of sentences that describe the organizational situations in 
the establishment, please put this sign (x) in the box that fits the description 
according the questions. 

With thanks in advance for accepting to answer this questionnaire 

 

1. Age Less than 30 yrs   From 31-40   
 

41-50  
 

More than 50  
 

2. Social 
status 

Single    Married      

3. Gender Male      Female       

4. Education 
level 

    

 University     

 High school      

 Secondary 
school 

    

 Primary 
education 

    

 Without 
answer 

    

5. Job title Employee   Supervisor  
 

Head of dept  
 

Manager   

6. Job 
experience 

Less than 1 year    01 to 05 yrs  
 

05 to 10 yrs   
 

More than 10 
yrs  
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The first axis: The administrative 
leadership has an awareness of the 
importance of the change in organization. 

 

01 The employer constructs a set of values and 
convictions for change within the organization.      

02 The employer establishes a culture of 
cooperation and teamwork.      

03 The employer explains the importance of the 
change to be made.      

04 The employer has the capacity to manage and 
resolve conflicts.      

05 The employer authorizes the employees the 
powers to achieve the required change.      

06 The employer cares about human relations in 
management away from the authoritarian style.      

07 The employer concern is to develop new ways 
to evaluate employees and not just desk visits.      

08 The employer main aim is to identify the quality 
of change required.      

09 
The rules and regulations applied in the 
organization are consistent with the 
requirements of development and change. 

     

The second Axis: Leadership plays an 
effective role in spreading the culture of 
change in the organization. 

 

10 

The employer exploits the motivation of 
individuals for innovation to proceed with the 
change. 
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11 
The focus during the change process is on 
changing the behavior patterns of the 
employees. 

     

12 The employer involves workers in assessing the 
change process.      

13 
The employer honors the employees after a 
successful implementation of the change in 
order to encourage them. 

     

14 
The management of the organization seeks to 
urge workers to adhere to the new situation 
after the process of change. 

     

15 
Main focus of the employer is on the groups 
values and criteria to ensure continuity of 
change. 

     

16 You usually feel that your work environment is 
imposing some new behaviors on you.      

The third axis the employer pursues a 
number of ways to be more effective in his 
change management: 

 

17 
The organization management is interested in 
clarifying the purpose of the change process for 
all individuals involved in the change. 

     

18 The management persuades workers of the 
importance of change before it occurs.      

19 The organization provides the human resources 
needed for the change process.      

20 

The management focuses on the participation 
of employees and teamwork to successfully 
complete the change process. 
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21 
The organization management works to get 
closer with its employees and communicates 
with them during the process of change. 

     

22 
The management tries to use the successful 
experiences of some of the previous change 
initiatives. 

     

23 
The management works to provide the 
employees with the skills needed to carry out 
the change process. 

     

24 
 The employer exploits the motivation of 
individuals for development to proceed with 
the change. 

     

The fourth axis: the organization has 
different conducting styles in the 
organization and the effect of each style 
varies on change management. 

 

25 The employer has a team spirit and participates 
in the teamwork to achieve the desired change.      

26 
The employer encourages the staff to address 
work-related challenges and find solutions 
themselves. 

     

27 The employer motivates the staff to master the 
work to bring about the desired change.      

28 

The employer delegates the authority of making 
decisions and concerns more with the results of 
the change rather than the de details of the 
change itself. 

     

29 

The employer relies on his staff without 
directing them or involving them in making the 
change decision and his role is limited only to 
providing advice. 
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30 
The employer delegates the authority to make 
the decision concerning the change as widely as 
possible. 

     

31 

The main focus of my employer is on blame, 
misjudging, he cares only about what employees 
should handle about the change without taking 
care of their own problems and personal needs. 

     

32 
The employer issues all the information and 
orders dealing with all details of the change and 
insist on their implementation. 

     

33 
My employer asks me to make suggestions on 
the change that is being made and then he 
makes the decision all by himself. 

     

 


