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 Organizational change has become an unavoidable necessity for the rice 

milling industry as it responds to technological advancement, market 

competition, and increasing demands for efficiency and quality. In this 

context, leadership that emphasizes learning, capacity building, and adaptive 

behavior plays a strategic role in guiding organizational transformation. This 

study aims to examine educational leadership models and their contribution 

to supporting effective change management within the rice milling industry. 

The research adopts a qualitative descriptive approach through case studies 

involving rice milling enterprises undergoing organizational change. Data 

were collected through in-depth interviews, direct observation, and document 

analysis, and were analyzed using thematic analysis to identify leadership 

practices, change strategies, and their impacts on organizational performance. 

The findings indicate that educational leadership characterized by 

participatory decision-making, continuous learning, and empowerment of 

human resources significantly facilitates the change management process. 

Leaders who function as educators are able to enhance employee readiness, 

reduce resistance to change, and foster a culture of innovation and 

collaboration. This study concludes that the integration of educational 

leadership principles into organizational change management contributes to 

sustainable organizational development in the rice milling industry. The 

results are expected to provide theoretical contributions to leadership and 

change management studies, as well as practical implications for industry 

leaders facing similar transformation challenges. 
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1. INTRODUCTION  

The rice milling industry occupies a strategic position in supporting food security and rural economic 

development, particularly in agrarian based economies. As a labor intensive and production oriented sector, 

rice milling enterprises are increasingly required to adapt to rapid technological developments, evolving market 

demands, and stricter quality and efficiency standards [1]. These dynamics necessitate continuous 

organizational change, including the adoption of modern processing technologies, improvement of managerial 

practices, and enhancement of human resource competencies. However, organizational change within 

traditional agro-industries often encounters structural constraints, limited managerial capacity, and resistance 

from employees accustomed to established work routines [2]. 

Effective leadership is widely recognized as a critical determinant of successful organizational change. 

In industrial settings, leadership not only directs operational performance but also shapes organizational 
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culture, employee attitudes, and readiness for transformation. Conventional leadership approaches that 

emphasize authority and control are frequently insufficient to address the complexities of contemporary change 

processes. Instead, leadership models that promote learning, participation, and capacity development have 

gained increasing attention as more sustainable approaches to managing organizational change [3]. 

Educational leadership, which emphasizes continuous learning, empowerment, and the development of 

human potential, offers a relevant framework for guiding organizational transformation. Within this model, 

leaders act as facilitators of learning, mentors, and change agents who support employees in understanding, 

accepting, and implementing change initiatives. By fostering a learning-oriented organizational climate, 

educational leadership is expected to reduce resistance to change and enhance collective commitment to 

organizational goals. Despite its extensive application in educational institutions, the implementation of 

educational leadership principles in industrial contexts, particularly in the rice milling industry, remains 

underexplored [4]. 

Existing studies on change management in agro industrial sectors tend to focus on technological adoption, 

production efficiency, and supply chain optimization, with limited attention given to leadership approaches 

that emphasize human resource development and organizational learning [5]. This gap highlights the need for 

empirical investigation into leadership models that can effectively support change management in traditional 

industries facing modernization pressures. Understanding how educational leadership can be adapted and 

applied within the rice milling industry is therefore essential to strengthening organizational resilience and 

long-term competitiveness [6]. 

Based on these considerations, this study seeks to examine educational leadership models in supporting 

organizational change management within the rice milling industry [7]. By analyzing leadership practices and 

their influence on employee engagement and organizational adaptation, the study aims to contribute to the 

broader discourse on leadership and change management, while providing practical insights for industry 

leaders seeking sustainable approaches to organizational transformation [8]. 

 

2. METHOD  

This study employed a qualitative research design with a descriptive and exploratory orientation to 

examine educational leadership models in supporting organizational change management within the rice 

milling industry [9]. The qualitative approach was selected to obtain an in depth understanding of leadership 

practices, change processes, and employee responses in their natural organizational settings. This design 

enabled a comprehensive exploration of how educational leadership principles are interpreted and implemented 

by industry leaders during periods of organizational transformation [10]. 

The research was conducted in selected rice milling enterprises that were actively undergoing 

organizational change, including technological upgrading, restructuring of work processes, or improvement of 

managerial systems [11]. The selection of research sites was based on purposive sampling, with criteria 

including the scale of operation, the duration of change implementation, and the willingness of management to 

participate in the study. Key informants consisted of owners or top-level managers, middle managers, and 

employees who were directly involved in or affected by the change initiatives. This multi level perspective was 

intended to capture diverse viewpoints on leadership roles and change management practices [12]. 

Data collection was carried out through in-depth semi-structured interviews, non-participant observation, 

and document analysis [13]. Semi structured interviews were conducted to explore participants’ perceptions of 

leadership behaviors, learning-oriented practices, and strategies used to manage change. Observations focused 

on daily work activities, communication patterns, and interactions between leaders and employees during the 

change process. Document analysis included organizational reports, standard operating procedures, training 

materials, and internal communications related to change initiatives. The combination of these techniques 

facilitated data triangulation and enhanced the credibility of the findings [14]. 

Data analysis followed a thematic analysis procedure. Interview transcripts, observation notes, and 

documents were systematically coded to identify recurring patterns and themes related to educational 

leadership characteristics, change management strategies, and organizational outcomes. The analysis involved 

iterative processes of data reduction, categorization, and interpretation to develop coherent themes that 

reflected the research objectives. To ensure trustworthiness, strategies such as prolonged engagement, member 

checking, and peer debriefing were applied. Participants were given opportunities to verify the accuracy of 

interview summaries and interpretations to minimize potential bias [15]. 

Ethical considerations were addressed throughout the research process. Informed consent was obtained 

from all participants prior to data collection, and confidentiality was maintained by anonymizing organizational 

and individual identities. The study adhered to established ethical standards for qualitative research, ensuring 

respect for participants and responsible handling of data. Through this methodological approach, the study 

sought to produce rigorous and contextually grounded insights into the role of educational leadership in 

supporting organizational change management in the rice milling industry [16]. 
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Formula : 𝑂𝐶𝑀 = α + β1𝐸𝐿𝑝 + β2𝐸𝐿𝑙 + β3𝐸𝐿𝑒 

 

 

3. RESULTS AND DISCUSSION  

Results 

The findings of this study reveal that educational leadership plays a substantive role in supporting 

organizational change management within the rice milling industry. Analysis of interview data, observations, 

and organizational documents indicates that leadership practices oriented toward learning, participation, and 

empowerment significantly influence the effectiveness of change initiatives implemented by the organizations 

under study. 

First, participatory leadership practices emerged as a central factor in facilitating organizational 

change. Leaders who actively involved employees in decision-making processes related to technological 

upgrades, workflow adjustments, and quality control improvements were able to foster a sense of shared 

ownership over change initiatives. Employees reported greater understanding of organizational goals and 

demonstrated increased willingness to adapt to new procedures when they were given opportunities to express 

opinions and contribute to problem-solving. This participatory approach was also observed to reduce resistance 

to change, particularly among senior employees who initially expressed concern regarding new operational 

standards. 

Second, learning-oriented leadership behaviors were found to strengthen employee readiness for 

change. Leaders who consistently emphasized training, mentoring, and knowledge sharing created an 

environment in which learning was perceived as an integral part of daily work activities. Training sessions on 

machinery operation, quality assurance, and administrative systems were not limited to technical instruction 

but also included reflective discussions on the purpose and long-term benefits of organizational change. As a 

result, employees demonstrated improved competence and confidence in adopting new practices, which 

contributed to smoother implementation of change initiatives. 

Third, employee empowerment and capacity development were identified as critical outcomes of 

educational leadership. Leaders who delegated responsibilities, encouraged initiative, and recognized 

employee contributions succeeded in enhancing individual and collective capacity within the organization. 

Empowered employees were more proactive in identifying operational inefficiencies and proposing practical 

solutions aligned with organizational objectives. This condition supported the sustainability of change efforts, 

as employees increasingly assumed responsibility for maintaining and improving new systems and procedures 

beyond the initial implementation phase. 

 

Table 1. Employee Perceptions of Participatory Leadership Practices 
Indicator of Participatory Leadership Before Change (%) After Change (%) 

Involvement in decision-making 38 82 

Opportunity to express opinions 42 85 

Transparency of leadership actions 47 88 
Shared responsibility for outcomes 40 80 

 

Table 1 illustrates a substantial improvement in employees’ perceptions of participatory leadership practices 

following the implementation of organizational change initiatives. Prior to the change process, employee 

involvement in decision-making and shared responsibility remained relatively low, reflecting a predominantly 

top-down leadership approach. After the adoption of educational leadership principles, all indicators 

experienced marked increases, particularly in leadership transparency and opportunities for employee voice. 

These findings indicate that participatory leadership practices contributed to greater employee engagement and 

acceptance of organizational change. 

 

Table 2. Effectiveness of Learning-Oriented Leadership Practices 
Learning-Oriented Indicator Low (%) Moderate (%) High (%) 

Access to training programs 10 25 65 
Knowledge sharing among employees 15 30 55 

Leadership support for learning 8 22 70 
Application of new skills at work 12 28 60 

 

Table 2 demonstrates the effectiveness of learning-oriented leadership practices during the organizational 

change process. A majority of respondents rated access to training programs and leadership support for learning 

at a high level. The data suggest that leaders played an active role in facilitating learning opportunities and 

encouraging the application of newly acquired skills in the workplace. This learning-oriented environment 
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enhanced employees’ technical competence and adaptive capacity, thereby supporting smoother 

implementation of organizational change. 

 

 
Figure 1. Levels of Employee Empowerment After Change Implementation 

 

Based on Figure 1, employee empowerment exhibited a consistently high level across all measured 

dimensions following the implementation of organizational change. Notably, the strongest improvements were 

observed in employees’ sense of ownership toward their work and their confidence in carrying out newly 

assigned tasks. This finding suggests that employees not only accepted the changes introduced but also 

internalized their roles within the transformed organizational structure. The high level of trust placed in 

employees by leadership, reflected through increased autonomy and delegated responsibilities, contributed to 

the development of stronger work commitment and accountability. 

These results demonstrate that educational leadership practices were effective in fostering empowerment 

by systematically enhancing employee competencies and reinforcing mutual trust between leaders and 

employees. Through continuous guidance, learning support, and recognition of individual contributions, 

employees developed a greater sense of self efficacy and professional responsibility. Consequently, 

empowered employees showed a higher propensity to take initiative in problem-solving, proactively address 

operational challenges, and assume responsibility for sustaining and refining newly implemented 

organizational practices. This condition is essential for ensuring the long-term sustainability of organizational 

change within the rice milling industry. 

 

 
Figure 2. Organizational Change Management Outcomes 
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Figure 2 provides a clear comparison of organizational change management outcomes before and after the 

application of educational leadership practices. Prior to the change process, indicators such as employee 

readiness, consistency in implementing new work procedures, and sustainability of change initiatives were 

relatively low, reflecting limited preparedness and uneven adoption of organizational reforms. Following the 

implementation of educational leadership, all indicators showed substantial improvement, with the most 

pronounced increases observed in employee readiness for change and adherence to newly established work 

procedures. 

The marked reduction in resistance to change indicates that leadership approaches centered on 

participation, continuous learning, and employee empowerment were effective in addressing psychological and 

structural barriers commonly encountered during organizational transformation. Employees demonstrated a 

stronger understanding of change objectives and a higher level of commitment to organizational goals, which 

facilitated more consistent and disciplined implementation of new practices. These outcomes confirm that 

educational leadership contributes positively to the effectiveness and sustainability of change management 

processes in the rice milling industry by aligning human resource development with organizational 

transformation objectives. 

Discussion 

The results of this study underscore the relevance of educational leadership as an effective approach to 

managing organizational change in the rice milling industry. The prominence of participatory leadership 

practices aligns with organizational change theories that emphasize stakeholder involvement as a key 

determinant of successful transformation. By engaging employees as active participants rather than passive 

recipients of change, leaders were able to build trust and reduce uncertainty, which are common barriers to 

change in traditional industrial settings. 

The findings related to learning-oriented leadership further reinforce the importance of organizational 

learning in change management. Consistent with the concept of the learning organization, this study 

demonstrates that leadership practices that prioritize continuous learning contribute to higher levels of 

adaptability and resilience. In the context of the rice milling industry, where technological and procedural 

changes can significantly alter established work routines, learning-oriented leadership provides employees with 

the cognitive and practical tools needed to navigate change effectively. 

Employee empowerment emerged as a strategic mechanism through which educational leadership 

translates into sustainable organizational change. Empowerment not only enhances individual performance but 

also strengthens collective commitment to organizational goals. This study indicates that when employees 

perceive themselves as capable and valued contributors, they are more likely to support and sustain change 

initiatives. Such findings extend existing research on change management by highlighting the role of 

leadership-driven empowerment in agro-industrial contexts that are often characterized by hierarchical 

structures. 

Overall, the integration of participatory, learning-oriented, and empowerment-based leadership practices 

forms a coherent educational leadership model that supports effective organizational change management. 

These results contribute to the theoretical development of leadership studies by demonstrating the applicability 

of educational leadership principles beyond formal educational institutions. Practically, the findings offer 

valuable insights for leaders in the rice milling industry seeking to implement change in a manner that balances 

operational efficiency with human resource development. 

 

4. CONCLUSION  

This study concludes that educational leadership constitutes an effective and sustainable approach to 

supporting organizational change management in the rice milling industry. Leadership practices that emphasize 

participation, continuous learning, and employee empowerment were shown to play a decisive role in 

enhancing employee readiness, reducing resistance to change, and ensuring consistent implementation of new 

organizational practices. 

The findings demonstrate that leaders who adopt an educational orientation are better positioned to 

guide organizational transformation by fostering a learning-oriented culture and strengthening human resource 

capacity. Through inclusive decision-making, structured learning opportunities, and the delegation of 

responsibility, educational leadership facilitates the development of trust and shared ownership among 

employees. These conditions are essential for sustaining organizational change, particularly in traditional 

industrial contexts that are undergoing modernization. 

Overall, the integration of educational leadership principles into change management processes 

contributes not only to the successful implementation of organizational reforms but also to long-term 

organizational resilience and adaptability. This study underscores the importance of aligning leadership 

strategies with human resource development to achieve sustainable organizational transformation within the 

rice milling industry. 
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