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[bookmark: _Toc19308336]Abstract 
[bookmark: _GoBack]Organizational cultures appear during the establishment and development of an organization. Organizational cultures serve to improve solidarity and cohesion, including stimulating employees' passion and ingenuity to perform effectively. Leadership plays a crucial role in establishment of an organizational culture; leaders conduct themselves in a manner that is consistent with the ethics and values of the organization in order to emulate it to their employees. Leadership implies a relation between a leader and his followers within an organizational and situational context. Grojean et al. (2004) argues that effective leadership is applauded in organizations because it creates a balance between the wellbeing of the subordinates, employees, the organization’s productivity and the wider community. As such, leaders are required to consider both short term and long-term consequences of their decisions.  The paper examines the construct of leadership and how it influences organizational culture by conducting a case study analysis of Corvallis Crisis Line organization. It is important to understand how different leadership styles impact organizational culture and performance in order to make appropriate leadership approaches. 
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[bookmark: _Toc19308337]Introduction
Typically, in an organizational setting, every employee plays a part in the process of changing organizational culture, but the ultimate process is played by the leaders. The choices of the leaders can either make or break an organizational culture as they cause a ripple effect on employee engagement, commitment and performance that strongly impacts an organization’s performance. Simply, leaders play a vital role in building the foundation of organizational culture because they are tasked with setting the mission of an organization and empowering employees to achieve that mission. This paper reviews the impact of leadership in creating an organizational culture by taking a case study approach; Corvallis Crisis Line regarding whether it will survive with its transitional leadership style.
[bookmark: _Toc19308338]Overview of Corvallis Crisis Line
The Corvallis Crisis Line (CCL) is an organization that gives essential service for the community; particularly its services are aligned to helping people in crisis. It is largely made of volunteer staffs who work in the phone room to listen and utilize techniques and tools learned through the extensive 40-hour training to simply act as an anonymous and warm human presence providing solace amidst a person’s experience of crisis.
However, the organization’s performance in terms of providing services to crisis people has declined over recent years.  Charles Bowden, who is the acting Board President of the organization, cites that the organization’s woes are allied to challenges maintaining consistent organizational culture due to turnover in leadership prompting a series of leadership changes, particularly in the past three years.
In 2013 the CCL organization had two full-time staff positions; the program manager and CCL manager. The Program Manager position was held by Stephanie Dia who was in charge of training cycles, volunteer support, and supervision of the AmeriCorps volunteer and college interns. Consequently, the CCL Manager was held by Pamela LaGrange who was tasked with overseeing the budget, building facilities, and assisting with volunteer support. The two leaders had a productive working relationship and trusted each other to competently meet the expectations of their roles. The leaders worked in collaboration and maintained relationships with other stakeholders; Oregon State University and Lane Community College and other local agencies where the organizations drew interns. This successful period lasted a little over a year before Dia chose to move on from CCL to pursue a new career path. 
 CCL hired Ned Seaton to fill the leadership role. Seaton had the Board change the Program Manager title to Program Director. LaGrange’s title was changed to Operations Manager, and her role became relegated to focusing on building facilities and the budget with no formal interaction with volunteers. This transition in power dynamics began the decline in support for volunteers and interns the Crisis Line depended upon to operate. In spring of 2015, Seaton went on medical leave for two months and never returned.
After a spun of three months, the Board refilled the position by hiring Rachel Olson who was new to the area, from Colorado. With her lack of experience, her introduction letter to mental health professionals in Corvallis was rejected; marking the beginning of Olson’s alienation of the organization to its former supporters. Shortly after her hire, Olson changed her position title from Program Director to Executive Director.  Just like Seaton, Olson too quickly began to affect volunteers through her lack of involvement and abusive behavior. 
Undoubtedly, her values as a leader did not leave room for the best interests of CCL, prompting LaGrange to leave the organization.  Upon the board realizing that CCL was going downhill in the sense that people in the community had a bad reputation because of Olson, they seized control and push out Olson while she was on medical leave. At the moment, the Board is deliberating between immediately beginning the hiring process and refilling the position quickly or focusing on rebuilding the organizational culture of CCL and creating a clear vision for future leadership before hiring. 
[bookmark: _Toc19308339]The Best Approach to Corvallis Crisis Line Survival
Organizations seeking to adapt during turbulent times, the likes of Corvallis Crisis Line (CCL) like now cannot achieve their goals of success if they immediately begin the hiring process and refill the position quickly. Based on the circumstances leading to the current leadership challenges; the organization should focus on rebuilding the organizational culture of CCL and creating a clear vision for future leadership before hiring. In a nutshell, CCL needs a new kind of collective leadership capability to continuously reinterpret options, reframe dilemmas, and reform operations.   
First and foremost, to develop an understanding how rebuilding organizational culture could yield the expected performance in CCL, there is a need to draw a line between the individual beliefs of the leader with the shared beliefs that define the concept of culture. Jiang & Men (2017) argue that organizational culture is created when the individual beliefs of a leader lead to shared experiences that solve an organization’s challenges regarding internal integration and external survival.  By this proposition, it can be argued that organizational culture arises from shared experiences which results when leaders impose their beliefs, values, and expectations at the onset. 
Accordingly, the expected organization culture at Corvallis Crisis Line can be best started not through the new beliefs, values, and expectations brought in by new members and leaders. Nevertheless, the expected organization culture can be started through the learning experiences of group members as their organization evolve in reference to the beliefs, values, and expectations of founders of organization (Alvesson & Sveningsson, 2015).  In this case, the board and the CCL  management need to establish an organizational vision and to implement it in a continuously changing environment by employing associated competencies such as creativity and innovation, external awareness, flexibility, resilience, strategic thinking and vision.
Consequently, one of a clear lesson learned from CCL is that organizational culture cannot thrive if the main culture carriers leave and if the majority of the members of the organization are experiencing some degree of conflict because current leaders hold divergent perspectives and assumptions. In this case, the board and management of CCL can rebuild the organizational culture of CCL and create a clear vision for future leadership by hiring a manager who had originally been with the company or who has been with the company for a while. The manager could highly stabilize the running of the organization because he/she has more credibility by virtue of his prior history and his knowledge of the organization. This perspective refutes the option of stabilizing the organization culture through immediate hiring and refilling the vacant position.  This is because this process of instant hiring and refilling is the root cause of the current organizational strains in its culture. The varied cultures experienced in a spun of three years; 2013 to 2016 had more to do with the assumptions of the people that were hired to run it. 
Subsequently, the CCL organization should focus on building a core team and taking what they value and applying that to their hiring strategies.  The CCL leaders in union with the Board should then take the responsibility of helping define, teach, live, measure, and reward the culture they want to shape. Livermore & Soon (2015) argue that the more leaders can share what an organization values in its culture, the easier it’s going to be for the culture to become a reality. This calls for the CCL management team to adopt authentic and transformational leadership. Since effective leadership is primarily about communicating and connecting, then the CCL leaders’ standard operating procedures should reflect the vision and values of the organization for employees to emulate. Therefore, the leaders need to be transparent by consistently sharing their rationale and being open for feedback.  
 	Moreover, CCL organizational should consider engaging with quality leaders who uphold ethical morals.  Having ethical leaders is substantial because when there is compliance, morally-guided actions can save the organization from falling into chaos with stakeholders.  Northouse (2018) posits that it is significant for leaders to not only instil ethical frameworks, in an endeavor to protect the health of an organization but also to engage in ethical behaviors when possible especially on a team by team focus. Such ethical leadership behaviors, a leader can effectively overall team effectiveness and performance.
[bookmark: _Toc19308340]Conclusion
The Corvallis Crisis Line case study demonstrates that the success or failure of any organization endeavor depends on leadership. Now, more than ever before, CCL needs leaders with the acuity to create and communicate a vision and inspire the subordinate and employees into action to achieve it. Based on the performance challenges faced by CCL, the core task of the board and management is to bring about strategic change, both within and outside the organization, to meet the organization’s goals. Hence, the CCL leadership need to establish an organizational vision and to implement it in a continuously changing environment by employing associated competencies such as creativity and innovation, external awareness, flexibility, resilience, strategic thinking and vision. Thus, the CCL organization should focus on the radical rebuilding of the organizational culture of CCL and creating a clear vision for future leadership before hiring.
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