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Abstract 

The role of strategic management and leadership is critical in driving successful organizational 

change within legacy organizations, which are often characterized by entrenched cultures, 

established practices, and historical identities. These organizations face significant challenges 

when adapting to a rapidly changing business environment driven by technological 

advancements, evolving consumer demands, and global competition. This paper explores the 

intricate relationship between strategic management decisions, leadership behaviors, and the 

outcomes of organizational change, particularly focusing on how strategic decision-making 

and leadership styles influence the success or failure of transformation efforts. The study 

examines the importance of aligning strategic management with leadership approaches, 

particularly transformational leadership, in overcoming resistance to change and fostering 

employee engagement. Effective communication, cultural alignment, and a strategic approach 

to managing change are discussed as key factors for legacy organizations to navigate the 

complexities of transformation. By integrating these elements, legacy organizations can not 

only adapt to change but also thrive in dynamic environments. The paper highlights the need 

for a comprehensive approach that combines strategic decision-making with leadership 

behaviors to ensure long-term success in organizational change initiatives. 

Keywords: Strategic Management, Leadership, Organizational Change, Legacy 

Organizations, Transformational Leadership, Resistance to Change, Organizational Culture, 
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Introduction 

Legacy organizations, typically established with a strong foundation and long-standing history, 

often face significant challenges when navigating the turbulent waters of change. As 

organizations age, their traditional methods, structures, and practices become increasingly 

entrenched, making it difficult to adapt to modern demands, evolving technologies, and shifts 

in market dynamics. This is particularly true for organizations that have operated under a 

certain level of stability, where both employees and leaders are accustomed to established ways 

of doing business. However, the need for transformation is inevitable as industries progress, 

competitive pressures increase, and new leadership paradigms emerge. The process of 

organizational change, while critical, is fraught with complexities and resistance, especially in 
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legacy organizations where change might threaten the deeply ingrained culture, values, and 

identity. 

The role of strategic management and leadership in driving change within legacy 

organizations is pivotal. These two components serve as the bedrock for successful 

organizational transformation. Strategic management involves the formulation, 

implementation, and evaluation of decisions that affect the organization’s direction and long-

term success. Effective strategic management ensures that organizations are able to adapt to 

changing external and internal environments, remain competitive, and fulfill their mission. In 

the context of legacy organizations, strategic management is essential for identifying the areas 

that require change, establishing the vision for that change, and ensuring that the right decisions 

are made to bring about transformation while preserving core strengths (Porter, 1985). 

Leadership, on the other hand, is the driving force behind the implementation of strategic 

decisions and the inspiration for organizational change. Leadership influences how change is 

perceived by employees, how the vision for change is communicated, and how employees are 

motivated to embrace the change process. According to Kotter (1996), leadership plays a 

critical role in guiding organizations through the uncertainties of change by providing direction, 

removing obstacles, and fostering an environment of trust and collaboration. 

The intersection between strategic management and leadership is particularly crucial in legacy 

organizations, as these organizations must not only adapt to changing environments but also 

do so without losing their identity and long-standing values. For legacy organizations, a 

significant challenge lies in balancing the preservation of valuable historical attributes, such as 

organizational culture, with the need for innovation and progress. Therefore, the leadership 

within these organizations must be adept in navigating this balance, making strategic decisions 

that honor the past while simultaneously charting a course toward a successful future. The 

ability to manage and guide change in this context requires leadership that is both visionary 

and pragmatic—able to inspire employees while also making tough decisions about 

organizational restructuring, resource allocation, and operational adjustments. 

One key challenge in legacy organizations is the organizational culture that may have 

developed over years or decades of operational stability. According to Schein (2010), 

organizational culture is a set of shared values, beliefs, and practices that shape how things are 

done within the organization. Over time, cultures become deeply embedded, influencing 

behaviors, attitudes, and even decision-making processes. In legacy organizations, culture can 

often become resistant to change, with employees and leaders alike clinging to the traditional 

ways that have worked for them in the past. As such, leadership must be sensitive to the nuances 

of the existing culture and work to modify it in a way that aligns with the strategic goals of the 

organization. Leadership must communicate the necessity for change clearly and effectively, 

addressing employee concerns and demonstrating the benefits of the proposed changes while 

still respecting the history of the organization (Kotter, 1996). 
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A significant aspect of driving change within legacy organizations involves strategic decision-

making. The role of strategic decisions in organizational change cannot be overstated, as these 

decisions ultimately set the trajectory for the future of the organization. According to 

Mintzberg, Ahlstrand, and Lampel (1998), strategic decision-making is not just a process of 

reacting to external factors but a proactive approach to shaping the future of the organization 

by anticipating challenges and seizing opportunities. In legacy organizations, strategic 

management must involve a careful assessment of the current state of the organization—its 

resources, capabilities, culture, and competitive environment—followed by the development 

of a long-term vision for change. These decisions should be aligned with the values of the 

organization but also reflect the changing external environment, whether through digital 

transformation, new leadership structures, or global expansion (Porter, 1985). 

The process of implementing change within legacy organizations, however, often meets 

significant resistance. Employees who have worked in the organization for many years may 

feel threatened by the idea of change, fearing the loss of job security, identity, or familiarity. 

This resistance to change is one of the most significant challenges organizations face in their 

transformation efforts (Oreg, 2003). To mitigate this, leadership must focus on creating an 

environment of trust and engagement. According to Kotter (1996), leadership must build a 

guiding coalition that champions the change effort, ensuring that the vision is communicated 

clearly and that the process is inclusive. Employees must be engaged in the change process 

from the start, with open communication channels that allow them to voice concerns and 

contribute ideas. This approach helps to diminish resistance and build a sense of ownership 

over the changes being implemented. Moreover, leadership must provide the necessary support 

and resources, ensuring that employees feel equipped to adapt to the new ways of working. 

The role of leadership during change extends beyond communication and engagement; it 

involves empowerment as well. Leaders must empower employees by providing them with 

the tools, skills, and autonomy necessary to drive change at all levels of the organization 

(Avolio & Bass, 1994). This means fostering a culture of innovation and continuous 

improvement, where employees feel encouraged to suggest ideas, take risks, and experiment 

with new approaches. Empowerment is essential in legacy organizations where top-down 

structures have often been dominant, as it enables employees to take more initiative in the 

change process, which can increase buy-in and decrease resistance. 

The evaluation of change efforts is another crucial component of strategic management. The 

ability to assess the success of the change initiatives and make necessary adjustments is a 

critical factor in sustaining the transformation. As noted by Beer and Nohria (2000), 

organizations must implement systems for measuring the effectiveness of change efforts in 

terms of key performance indicators (KPIs), such as productivity, employee satisfaction, 

customer satisfaction, and financial performance. Evaluation allows organizations to not only 

assess whether the changes have been successful but also to learn from the process and make 

continuous improvements. 
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For legacy organizations, the timing and scope of change are key factors in determining its 

success. As argued by Tushman and O’Reilly (1996), organizations must choose whether to 

pursue evolutionary or revolutionary change. Evolutionary change refers to gradual, 

incremental changes that build upon the organization’s existing strengths, while revolutionary 

change involves more drastic shifts in strategy, structure, or culture. For legacy organizations, 

evolutionary change may be more appropriate in many cases, as it allows for the preservation 

of key organizational elements while making adjustments that ensure the organization remains 

relevant in an ever-changing environment. 

In conclusion, the role of strategic management and leadership in bringing about change in 

legacy organizations is multifaceted and essential. Leaders must effectively manage the change 

process by making informed strategic decisions, communicating the vision for change, 

empowering employees, and evaluating the outcomes of the change effort. The success of this 

process requires a careful balance between preserving the organization’s legacy and driving 

forward-looking transformations that align with the external environment. By fostering a 

culture of collaboration, trust, and engagement, leaders can guide legacy organizations through 

the complexities of change and position them for future success. Ultimately, the strategic 

decisions made and the leadership exhibited will determine whether legacy organizations can 

thrive in an increasingly dynamic business landscape. 

Literature Review 

The literature on strategic management, leadership, and organizational change is vast and 

multifaceted, highlighting various theories, concepts, and empirical findings on how these 

elements interact to shape the success or failure of change efforts within organizations, 

particularly legacy organizations. Legacy organizations, those with a long history of operations 

and established processes, face unique challenges when undergoing change due to their deeply 

embedded cultures and practices. These challenges are further complicated by the need to 

balance maintaining traditional values with adapting to new organizational environments, 

technologies, and competitive pressures. This literature review synthesizes key theoretical 

perspectives and empirical studies related to strategic management, leadership behaviors, and 

organizational change, providing insights into their interdependent roles in navigating change 

within legacy organizations. 

Strategic Management and Organizational Change 

Strategic management is often defined as the formulation, implementation, and evaluation of 

decisions that enable an organization to achieve its objectives and sustain competitive 

advantage (Porter, 1985). In the context of organizational change, strategic management serves 

as the framework within which decisions regarding the direction and scope of change are made. 

Strategic decisions are essential for determining whether an organization will evolve gradually 

or undergo a more radical transformation (Tushman & O’Reilly, 1996). These decisions 

typically focus on responding to external pressures, such as market changes, technological 
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advancements, and competitive dynamics, and internal pressures, such as organizational 

inefficiencies or declining performance (Barney, 1991). 

The literature on strategic management in legacy organizations suggests that the strategic 

decision-making process in such organizations is often more complex due to the deep-rooted 

organizational culture and established practices (Schein, 2010). Legacy organizations may 

struggle with the need for incremental or transformational changes due to the tension between 

their historical identity and the requirements for innovation (Drucker, 1999). Therefore, 

strategic management in legacy organizations must involve a delicate balance between 

preserving the organization’s core competencies and adapting to the changing business 

environment. Strategic management frameworks like the Resource-Based View (RBV) and 

Dynamic Capabilities Theory have been widely used to explore how organizations can 

maintain their competitive advantage while simultaneously adapting to change (Teece et al., 

1997). RBV, for instance, emphasizes the importance of leveraging unique organizational 

resources and capabilities to navigate change, while dynamic capabilities focus on an 

organization’s ability to sense, seize, and reconfigure resources in response to changing 

environments (Eisenhardt & Martin, 2000). 

In legacy organizations, the strategic decision-making process often focuses on incremental 

changes that refine existing practices rather than revolutionary shifts that disrupt the 

organization’s core identity (Kotter, 1996). This approach is in line with the idea of 

evolutionary change, where the organization incrementally adapts to external and internal 

pressures without losing its core strengths. Evolutionary change is often perceived as less risky 

and more manageable than revolutionary change, which can result in significant disruptions to 

the organization’s culture and operations. The concept of ambidexterity (Tushman & 

O’Reilly, 1996) is particularly relevant in legacy organizations, as it emphasizes the ability of 

organizations to balance exploration (innovation) with exploitation (refining existing 

capabilities). In legacy organizations, strategic decisions often involve managing the tension 

between preserving established practices and adopting new, more innovative approaches to 

ensure long-term success. 

Leadership and Organizational Change 

Leadership plays a critical role in the success or failure of organizational change initiatives, 

especially in legacy organizations. Leadership is typically defined as the ability to influence 

and guide individuals or groups toward achieving organizational goals (Northouse, 2018). The 

role of leadership in driving change has been extensively studied, and research indicates that 

leadership behaviors significantly affect how organizational change is perceived and 

implemented by employees (Bass, 1990). In the context of legacy organizations, effective 

leadership is essential for overcoming resistance to change and ensuring that employees are 

motivated, empowered, and equipped to navigate the change process. 
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Transformational leadership, as conceptualized by Bass (1990), is particularly relevant for 

organizational change. Transformational leaders inspire and motivate their followers by 

creating a compelling vision for the future, providing intellectual stimulation, and fostering an 

environment of trust and respect. These behaviors are essential in legacy organizations, where 

employees may be resistant to change due to their attachment to established practices and 

organizational culture. Transformational leaders, by offering a clear vision and building 

emotional commitment, can help employees understand the need for change and inspire them 

to engage with the process. Kotter (1996) emphasizes the importance of leadership in creating 

a sense of urgency for change, developing a guiding coalition, and communicating the vision 

for change effectively. Leadership is also crucial in removing obstacles to change, fostering an 

environment of trust, and ensuring that employees are empowered to take ownership of the 

change process. 

Another leadership style that has been widely discussed in the context of organizational change 

is authentic leadership. Authentic leaders are characterized by their transparency, self-

awareness, and integrity. In legacy organizations, where trust in leadership may be low due to 

resistance to change, authentic leadership can be particularly effective in creating an open and 

supportive environment for change (Avolio & Gardner, 2005). By being transparent about the 

reasons for change, authentic leaders can help mitigate uncertainty and build trust among 

employees, which is crucial for successful change implementation. 

However, leadership is not a one-size-fits-all concept. Different leadership behaviors are 

required depending on the stage of the change process and the nature of the change itself. For 

example, situational leadership (Hersey et al., 2013) emphasizes the importance of leaders 

adapting their style to the maturity and readiness of their followers. In legacy organizations, 

where employees may be more accustomed to hierarchical and traditional leadership structures, 

a leader’s ability to shift their style according to the context of the change can significantly 

affect the success of the transformation. 

Organizational Culture and Change 

Organizational culture is a key determinant of the success of change initiatives. Schein (2010) 

defines organizational culture as a set of shared assumptions, values, and practices that shape 

how an organization operates. Culture is often deeply embedded in legacy organizations, where 

long-standing traditions, values, and norms have become integral to the way employees interact 

and work. Culture can be a double-edged sword in organizational change efforts: it can either 

support or resist change. On the one hand, a strong, adaptive culture can serve as a foundation 

for successful change, as employees share common values that align with the organization’s 

strategic vision. On the other hand, a rigid or deeply ingrained culture can create significant 

barriers to change, as employees may feel threatened by the departure from established norms. 

The concept of cultural alignment (Denison, 1990) suggests that the organizational culture 

must be aligned with the strategic goals and leadership behaviors in order for change to be 
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successful. In legacy organizations, cultural alignment becomes particularly important, as the 

culture may be resistant to change due to employees’ attachment to the organization’s historical 

identity. Leaders must therefore be sensitive to the existing culture while attempting to create 

a new culture that is more conducive to change. This requires leaders to engage in cultural 

transformation, a process by which organizational values, norms, and behaviors are modified 

to align with the needs of the new strategic direction (Kotter, 1996). 

Resistance to Change in Legacy Organizations 

Resistance to change is a well-documented phenomenon in organizational change literature. 

Oreg (2003) identifies individual resistance as the tendency of employees to resist change due 

to fear of the unknown, loss of control, or concerns about their ability to adapt. In legacy 

organizations, resistance to change can be even more pronounced, as employees may have 

worked within established systems for many years and feel deeply connected to the 

organization’s history and identity. To address resistance, leaders must engage in change 

management practices that focus on reducing fear and uncertainty and creating an 

environment in which employees feel supported throughout the change process (Kotter, 1996). 

Effective change management strategies include clear communication, employee involvement, 

and the creation of short-term wins that demonstrate the benefits of the change. By engaging 

employees early in the process and addressing their concerns, leaders can help mitigate 

resistance and foster greater buy-in to the change effort (Kotter, 1996). Additionally, the role 

of empowerment in overcoming resistance is critical. Empowering employees to take 

ownership of the change process, provide feedback, and contribute to decision-making can 

increase their commitment to the change and reduce resistance. 

The literature on strategic management, leadership, and organizational change highlights the 

critical role these factors play in shaping the success of transformation efforts in legacy 

organizations. Effective strategic management is crucial for aligning organizational resources, 

capabilities, and goals with external changes and competitive pressures. Leadership behaviors, 

particularly transformational and authentic leadership, are essential for guiding employees 

through the uncertainties of change, motivating them, and creating a shared vision for the 

future. Organizational culture plays a central role in determining whether change will be 

accepted or resisted, and leaders must carefully navigate the cultural dynamics within legacy 

organizations to ensure that change is successful. Ultimately, the literature underscores that 

organizational change in legacy organizations is a complex process that requires a combination 

of strategic decision-making, leadership acumen, and cultural sensitivity to achieve lasting 

transformation. 

Objective of the study 

The objective of the study is to review the role of strategic management and leadership in 

driving successful organizational change in legacy organizations. 
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Discussion 

The role of strategic management and leadership in driving successful organizational change 

in legacy organizations is paramount due to the distinct challenges these institutions face in an 

evolving business environment. Legacy organizations often operate under a deeply ingrained 

culture, established processes, and a strong historical identity, which can hinder the change 

process. However, effective strategic management and leadership can facilitate the 

transformation needed to adapt to new market demands, technological advancements, and 

heightened competition. Strategic management guides the organization by aligning long-term 

goals with the external and internal environment, identifying areas for change, and prioritizing 

initiatives (Porter, 1985). In legacy organizations, strategic decisions become critical as these 

institutions might be resistant to change due to attachment to traditional ways of working. 

Leadership, on the other hand, plays a crucial role in executing strategic decisions by 

motivating and inspiring employees, fostering a sense of urgency, and guiding them through 

the complexities of change (Kotter, 1996). Transformational leadership, in particular, is well-

suited for legacy organizations because it emphasizes vision, empowerment, and engagement, 

making it easier for employees to embrace change and overcome resistance (Bass, 1990). 

Resistance to change in legacy organizations often stems from employees’ fear of the unknown, 

attachment to established practices, and concerns over job security (Oreg, 2003). 

Transformational leaders address these challenges by creating an inspiring vision and fostering 

an inclusive environment that helps employees feel empowered and valued throughout the 

change process. Additionally, effective communication is critical, as leaders need to convey 

the purpose, process, and benefits of the change clearly and transparently (Kotter, 1996). 

Legacy organizations also need to align their strategic decisions with their organizational 

culture, balancing the preservation of key values with the need for innovation. Tushman and 

O'Reilly (1996) suggest that legacy organizations can adopt an ambidextrous strategy, 

leveraging existing strengths while exploring new opportunities for growth. The timing of 

strategic decisions is another crucial factor, as leaders must determine when to introduce 

incremental changes versus more radical transformations, depending on the organizational 

context and external pressures. Ultimately, leadership must engage with employees at both 

macro and micro levels, listening to concerns, providing feedback, and ensuring that 

individuals take ownership of the change process. By adopting transformational leadership, 

promoting effective communication, and aligning strategic decisions with cultural dynamics, 

legacy organizations can successfully navigate organizational change and position themselves 

for sustained success in a rapidly changing world. 
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Tabular Summary: Strategic Management and Leadership Impact on Change in Legacy 

Organizations 

Element Key Concept 
Impact on Change 

Process 
Author(s) 

Strategic 

Management 

Formulation, 

implementation, and 

evaluation of strategies 

Guides long-term vision, 

aligning resources with 

change needs 

Porter (1985), 

Tushman & 

O'Reilly (1996) 

Leadership 
Transformation and 

motivation of employees 

Creates urgency, reduces 

resistance, builds 

commitment 

Kotter (1996), 

Bass (1990) 

Cultural 

Alignment 

Integration of 

organizational culture with 

change goals 

Facilitates smoother 

transition, preserves 

essential values 

Schein (2010), 

Tushman & 

O'Reilly (1996) 

Resistance to 

Change 

Employees’ emotional and 

psychological response 

Affects willingness to 

embrace change, creates 

challenges 

Oreg (2003), 

Kotter (1996) 

Leadership Styles 

Transformational vs. 

Transactional leadership 

styles 

Determines the level of 

engagement and 

commitment 

Bass (1990), 

Kotter (1996) 

Communication 
Clarity, transparency, and 

engagement 

Ensures understanding, 

reduces uncertainty, 

increases trust 

Kotter (1996), 

Avolio & Bass 

(1994) 

Conclusion 

In conclusion, the role of strategic management and leadership in driving successful 

organizational change within legacy organizations is critical to navigating the challenges posed 

by a rapidly changing business environment. Legacy organizations, by nature, are often deeply 

rooted in established cultures, practices, and histories that can create significant resistance to 

change. However, strategic management and leadership offer the necessary frameworks and 

tools to facilitate the transformation needed to stay competitive and relevant in an era of 

technological disruption, evolving consumer expectations, and global competition. The 

interplay between strategic management and leadership is essential in ensuring that change 

efforts are well-aligned with the organization's long-term goals, while also fostering an 

environment of support and engagement for employees. Strategic management plays a pivotal 

role in identifying areas for change, making decisions that align resources with the 

organization’s vision, and ensuring that organizational goals are met effectively. However, for 

these strategic decisions to succeed, effective leadership is crucial in guiding the organization 

through the change process. Leaders need to balance respect for the organization’s traditions 

with the necessity of driving innovation and transformation. Transformational leadership is 
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particularly well-suited to legacy organizations, as it inspires followers, motivates them to 

embrace change, and helps them transcend self-interests for the greater good of the 

organization. By promoting empowerment, vision, and engagement, transformational leaders 

can reduce resistance to change, which is often a significant barrier in legacy organizations. 

Moreover, effective communication is a cornerstone of successful change. Leaders must 

communicate not only the objectives and processes of change but also the underlying reasons 

for it, thereby building trust and reducing uncertainty. Clear, consistent, and transparent 

communication ensures that employees feel informed and involved, increasing their 

willingness to participate in the change effort. One of the most important considerations in 

legacy organizations is the alignment of strategic decisions with the existing organizational 

culture. While change is necessary, it is equally important to preserve key aspects of the 

organization’s culture that contribute to its identity and success. The strategic management 

process must, therefore, be sensitive to cultural values and ensure that change initiatives are 

not seen as a threat to the organization’s core principles. This is where strategic decision-

making becomes more nuanced, as it requires understanding when and how to introduce change 

incrementally or radically, depending on the context and needs of the organization. Leadership 

in legacy organizations must adopt a holistic approach to managing change by involving 

employees at all levels, fostering collaboration, and ensuring that their voices are heard 

throughout the transformation process. As organizations strive for innovation, leaders must 

create an atmosphere where employees feel that their contributions matter, and they are integral 

to the change efforts. By embracing these principles of leadership, communication, and 

strategic alignment, legacy organizations can successfully navigate the challenges of 

organizational change and emerge stronger, more adaptable, and better positioned for future 

success. The symbiotic relationship between strategic management and leadership is essential 

for driving lasting change, ensuring that legacy organizations can not only survive in the face 

of disruption but also thrive in a continually evolving business landscape. 
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