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Abstract 

This literature review investigates the concepts of innovation and change within the context of secondary education, 

distinguishing between these concepts while highlighting their interconnectedness. It emphasizes the importance of leadership in 

driving innovation and change to better prepare students for the 21st-century workforce, enhance student engagement and 

achievement, and address issues of equity and inclusion. Effective leadership is shown to be crucial for fostering a culture of 

adaptability, creativity, and continuous improvement in schools. The review also explores various theoretical frameworks, 

including Fullan’s educational change theory, Rogers’ Diffusion of Innovation, and Lewin’s process theory, to provide a 

comprehensive understanding of how change and innovation are implemented and sustained in educational settings. Challenges 

such as resistance to change, limited resources, and the need for teacher professional development are discussed, along with 

strategies to address these issues. Recent advancements in educational technology and the growing emphasis on equity-focused 

leadership are highlighted as key factors in shaping the future of secondary education. The review concludes by underscoring the 

necessity of visionary and resilient leadership to navigate the evolving educational landscape and create adaptive, innovative, and 

inclusive secondary schools. 
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1. Introduction 

The purpose of this literature is to explore and clarify the 

concepts of innovation and change, particularly in the context 

of secondary education. It aims to distinguish between inno-

vation and change, highlighting their interconnectedness. 

Furthermore, the literature highlights the significance of 

leading change and innovation in secondary schools by pre-

paring students for the demands of the 21st-century workforce, 

enhancing student engagement and achievement, addressing 

equity and inclusion, meeting the needs of digital natives, and 

preparing students for future careers. 

Moreover, the literature discusses the role of leadership in 

driving innovation and change, emphasizing the qualities of 

effective leaders and their impact on organizational success. 

The task of leading change and innovation in secondary 

schools is not merely about implementing new policies or 

technologies; it's about inspiring a culture of adaptability, 

creativity, and continuous improvement. It highlights that 

innovation extends beyond technological advancements to 

include shifts in economic, social, and behavioral domains [1, 

6, 14, 7]. Innovation is not just the introduction of entirely 
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new concepts but also the perception of something new by 

adopters, while change encompasses the application of new 

ideas. 

Fullan argues that; effective leaders must possess the vision, 

resilience, and adaptability to lead their schools through times 

of uncertainty and upheaval by navigating change and fos-

tering innovation in education [17]. This aligns with findings 

from a meta-analysis by [16], which highlights the significant 

impact of leadership on school improvement and student 

outcomes [19]. 

Moreover, recent developments in educational technology 

have opened up new possibilities for innovation in secondary 

education. The shift to remote and hybrid learning models 

during the pandemic (COVID-19) has accelerated the adop-

tion of digital tools and online platforms in education. Re-

search by Voogt explores how educational leaders can harness 

technology to enhance teaching and learning experiences, 

promote student engagement, and foster collaboration in 

secondary schools [41]). 

Furthermore, the literature discusses the need for change, 

citing factors such as external and internal forces, technolog-

ical, political, and cultural perspectives, and the ultimate goal 

of improving practices in educational institutions [4, 24, 35]. 

In addition to technological advancements, changing de-

mographics and societal expectations are reshaping the edu-

cational landscape. The growing emphasis on equity, diver-

sity, and inclusion calls for a reevaluation of traditional prac-

tices and the adoption of culturally responsive approaches to 

teaching and leadership. Recent work highlights the im-

portance of equity-focused leadership in addressing dispari-

ties and promoting student success in secondary schools [2].  

To sum up, the change and innovation process draws from 

Lewin's force-field model and Robbins' perspective on bal-

ancing driving and limiting forces to achieve effective change 

in secondary schools. 

2. Method 

2.1. Literature Collection 

The reviewer searched the literature on leading change and 

innovation published in databases such as Web of Science, 

Research Gate, and Google Scholarly. To perform the search, 

the reviewer used the keywords “leading change and innova-

tion.” The reviewer also used a snowballing approach to 

identify relevant literature by searching the list of references. 

The reviewer had collected literature related to innovation and 

change in these databases. 

2.2. Concepts of Innovation and Change 

Innovation is portrayed not solely as the introduction of 

entirely new concepts but rather as the perception of some-

thing new by those adopting it. Change encompasses the 

application of new ideas, whether they have never been at-

tempted before or are now being put into practice. Importantly, 

innovation is not limited to technological advancements but 

extends to changes in economic and social environments, as 

well as shifts in human behavior across various roles in soci-

ety [1]. 

Creativity is presented as a catalyst for generating new 

ideas across various domains, leading to innovations in 

products, processes, services, and thoughts. However, change 

does not necessarily equate to innovation; rather, innovation 

requires a readiness to embrace change and a sincere com-

mitment to implementing new approaches. 

Although change and innovation are similar, they actually 

have different content and functions. Change can be either 

planned or unplanned and encompasses both positive and 

negative aspects, while innovation typically proceeds in a 

planned manner and represents a discontinuous change [20]. 

Change also refers to the adoption of an innovation where 

the ultimate goal is to improve outcomes through an alteration 

of practices [6]. 

Change is the differentiation of something in a certain pe-

riod of time which defines change as a constant part of socie-

ties and a phenomenon affecting development, innovation, 

reform, and people [11, 14]. Innovation is knowledge-based 

product, service, technological advancement, and sharing of 

process-oriented information [7]. 

To sum up, the literature distinguishes between change and 

innovation, noting that all innovations are products of change, 

but not all changes qualify as innovations. Change involves 

transitioning from a current state to a desired future state, 

incorporating new processes, systems, organizational struc-

tures, job roles, skills, knowledge, and attitudes. 

3. Importance of Leading Change and 

Innovation in Secondary School 

1. Preparation for 21st Century Skills: In today's rapidly 

changing world, students need to develop skills such as 

critical thinking, creativity, collaboration, and adapta-

bility. The skills as essential for success in the 

21st-century workforce [28]. Effective change and in-

novation in secondary schools can help cultivate these 

skills through innovative teaching methods and curric-

ulum design [10]. 

2. Enhancing Student Engagement and Achievement: Re-

search has shown that innovative teaching approaches, 

such as project-based learning, personalized learning, 

and the integration of technology, can significantly in-

crease student engagement and academic achievement 

[9, 29]. By leading change and innovation, school lead-

ers can create environments that foster deeper learning 

experiences and higher levels of student motivation. 

1. Addressing Equity and Inclusion: Change and innovation 

in secondary schools can play a crucial role in addressing 

equity gaps and promoting inclusion. By implementing 
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culturally responsive teaching practices, providing targeted 

support for diverse learners, and creating inclusive school 

cultures, educators can ensure that all students have equal 

opportunities to succeed [19, 27] 

2. Preparing Students for Future Careers: The jobs of the 

future will require individuals to be innovative, adapta-

ble, and capable of continuous learning. By fostering a 

culture of innovation in secondary schools, educators 

can help students develop the skills and mindsets needed 

to thrive in a rapidly evolving job market [40]. This in-

cludes promoting entrepreneurial thinking, prob-

lem-solving skills, and a willingness to take risks. 

4. Leading Innovation and Change in 

Schools 

Innovation leadership involves introducing new inventions 

to solve future problems and generating new ideas for the 

benefit of individuals, groups, or organizations [37]. This 

implies that leaders should possess creativity and be proactive 

in seeking novel solutions. 

The role of leaders in driving change within organizations 

would lead to effective leaders reinforce productive contri-

butions, which enhance motivation, knowledge sharing, and 

alignment with organizational goals [4]. This underscores the 

importance of leadership in fostering a culture of adaptability 

and progress. 

Kantabutra highlights the role of leaders in inspiring and 

providing direction to members of organizations [24]. They 

are responsible for shaping the organizational culture, values, 

and vision. This suggests that effective leadership involves 

not only setting goals but also cultivating a sense of purpose 

and direction among stakeholders. 

Rowold and Obiwuru argue that successful leaders are 

creative, innovative, and willing to take risks [35, 30]. Inno-

vation leaders exhibit optimism and inspire others to embrace 

change. This implies that leaders must be visionary and pro-

active in driving organizational innovation. 

Leadership is a notion that requires supervisory skills such 

as taking more responsibility than the administrators do, 

gaining a visionary point of view, and making an impact. 

Schools need an effective leader in order to develop a shared 

and supported vision or visions. 

In the management process, the style of the leader is effec-

tive for both the organization and its employees. Effective 

school leadership is crucial for improving educational out-

comes [26, 31]. Leadership style influences both organiza-

tional effectiveness and employee satisfaction. This suggests 

that leadership plays a pivotal role in shaping the educational 

environment and promoting success. 

The value of visionary leadership is fostering innovation 

and stakeholder engagement [33]. Visionary leaders anticipate 

challenges and obstacles, thereby strengthening the organiza-

tion's competitive advantage. This underscores the im-

portance of leadership in driving innovation and strategic 

planning. 

Leadership is someone who has the ability to inspire, guide, 

and implement programs that have been established together 

to advance education into a quality school education and 

synergize to innovate [45]. 

Leading change is a fundamental aspect of leadership [43]. 

Managers and administrators must guide collective efforts to 

adapt to evolving circumstances. This implies that leadership 

involves not only setting goals but also navigating complex 

organizational transformations. 

The researcher’s stated that importance of managing in-

novation effectively for improving organizational perfor-

mance [12, 3]. Leaders play a key role in fostering an envi-

ronment conducive to innovation. This suggests that leader-

ship influences the success of innovation initiatives and or-

ganizational outcomes. 

The study identified that impact of environmental factors 

and stakeholder involvement on educational quality. This 

implies that effective leadership involves collaboration with 

various stakeholders to address challenges and promote in-

novation [39]. 

The study highlights, the importance of innovative leader-

ship in the era of globalization [42]. Leaders must innovate and 

develop policies to meet the challenges of complex, quality 

competition. This implies that leadership is essential for navi-

gating global trends and driving educational excellence. 

Finally, the intertwined nature of leadership and innovation 

in organizational management, particularly in educational 

contexts, Effective leaders inspire change, foster creativity, 

and navigate complex challenges to achieve organizational 

goals and promote excellence in education. 

5. Theory of Change and Innovation 

The review discusses different influential theories related 

to educational change and innovation diffusion: Fullan's ed-

ucational change theory, Rogers' Diffusion of Innovation, and 

Lewin's process theory. Fullan's theory outlines three phases 

of educational change: initiation, implementation, and insti-

tutionalization. This theory provides a framework for under-

standing the process of introducing and embedding innova-

tions in educational settings. 

On the other hand, diffusion of innovation theory presents 

crucial factors for the dissemination of innovations, including 

the properties of the innovation, the adopters, the communi-

cation channels by which the innovation is disseminated, time, 

and the social system in which the adopter lives and works 

[34]. The theory has also been adopted in education research 

to, for example, determine the degree to which institutional 

strategy, structure, and support decisions facilitate or impede 

blended learning adoption among faculty to understand 

pre-service teachers’ perspective of the diffusion of ICTs in 

education; and to understand factors affecting teachers’ 

adoption of game-based learning in schools [32, 36]. 
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Furthermore, recent advancements in educational tech-

nology, as explored by researchers present exciting opportu-

nities for innovation in teaching and learning. By leveraging 

digital tools and online platforms, educational leaders can 

enhance student engagement, promote collaboration, and 

create dynamic learning environments in secondary schools 

[38]. 

Diffusion is the process by which an innovation is com-

municated through certain channels over time among mem-

bers of a social system [34]. It is a social change, a process by 

which alteration occurs in the structure of a social system 

involving interpersonal communication relationships. The 

main elements in the diffusion of new ideas are: (1) an inno-

vation; (2) communicated through certain channels; (3) over 

time; and (4) among members of a social system [34]. Adop-

tion of an innovation depends on three general factors: the 

innovation itself, the adopters, and the ways in which the 

innovation is disseminated. An innovation is an idea or a 

practice perceived as new among the adopters, and the char-

acteristics of an innovation as perceived by the members of a 

social system determine its rate of adoption [34]. 

Lastly, Lewin’s process theories force-field model propose 

that the change process can be divided into three phases [44]: 

Unfreeze; people come to realize that the old ways of doing 

things are no longer adequate. 

Changing, people look for new ways of doing things and 

select a promising approach and 

After refreezing, the new approach is implemented, and it 

becomes established. 

Generally, Fullan's educational change theory, Rogers' Dif-

fusion of Innovation, and Lewin's process theory provide 

frameworks for understanding the phases of change, the pro-

cess of change, the innovation process, and the factors influ-

encing the adoption of innovations within educational contexts. 

6. Change and Innovation in Schools 

Education becomes dysfunctional when there is no change 

according to the need for time [15]. To sustain advancements 

in terms of the future of the country and society, educational 

institutions should be open to change and innovation pro-

cesses, as education creates inputs for other organizations. 

Individuals and institutions can benefit from models devel-

oped for the healthy functioning of change in educational 

organizations [20]. The competencies of school administra-

tors in innovation management are also considered important 

in ensuring the sustainability of innovation in schools. As 

methods of supporting and encouraging innovations may not 

be sufficient, school administrators should also have innova-

tion management competencies to ensure their adoption and 

implementation. These competencies also enable us to benefit 

from innovation effectively [7]. 

According to Fullan,"real change, whether desired or not, 

represents a serious personal and collective experience char-

acterized by ambivalence and uncertainty, and if the change 

works out, it can result in a sense of mastery, accomplishment, 

and professional growth” (p. 23) [18]. For innovation to be 

sustained within an organization, support must be provided to 

those responsible for the implementation of change. Innova-

tion cannot stand alone. 

The school should be an effective organization that requires 

a significant change from “unconnected thinking to systems 

thinking, from perceived reality to information-driven reality, 

and from individual autonomy to collective autonomy and 

collective accountability” (p. 1) [46]. There are two categories 

of schools: those that succeed and those that do not [13]. For 

organizations to lead successful change, schools should create 

a learning community [17]. Consequently, this type of learn-

ing community requires organizational change [17]. Fullan 

possess that one of the main reasons that change fails is that 

there is no underlying conception that grounds what would 

happen with new structures [17]. 

A central focus of scholarly research on educational change 

has indicated that change is a complex process. There is ample 

research evidence that building the capacity of organizations 

to learn through professional learning communities can be 

powerful in establishing collegial trust, organizational change, 

continuous improvement, and ultimately improving student 

learning outcomes [23]. 

7. Types of Change 

Change with external or internal dynamics is classified as 

structure, technology, strategy, roles or attitudes, and eco-

nomics or people [8]. 

Structure: Changes related to the structure include author-

ity relations, coordination of mechanisms, and redesign of 

work and control areas. 

Technological: It is related to business processes, busi-

ness methods, networked workstations, human resource 

information systems, inventory and order processing sys-

tems, sales tracking systems, or an intranet with groupware 

for communication and idea sharing among employees. 

Economics or People: Internal changes in an organiza-

tion may emphasize economics or people, which are 

counted as attitudes, expectations, perceptions, and be-

haviors [5, 17]. The economics approach seeks to improve 

financial performance with changes such as downsizing, 

restructuring, and adjustments in compensation and incen-

tives. The people approach seeks to improve human capa-

bility, commitment, and creativity by increasing individual 

and organizational learning, strengthening cultural values 

that support flexibility and innovation, and empowering 

people to initiate improvements. 

Strategy: Changes for a company include the introduction 

of new products or services, entering new markets, using new 

forms of marketing, initiating Internet sales in addition to 

direct sales, forming alliances or joint ventures with other 

organizations, and modifying relationships with suppliers. 

Roles and attitudes: The attitude-centered approach in-
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volves changing attitudes and values with persuasive ap-

peals, training programs, team-building activities, or a 

culture change program. The leader seeks to convert re-

sisters into change agents who will transmit the vision to 

other people in the organization. The assumption is that 

when work role require people to act in a different way, 

they will change their attitudes to be consistent with the 

new behavior [43]. 

8. Reasons for Resistance to Change and 

Innovation 

Factors regarding resistance to change and innovation in-

clude uncertainty, anxieties toward personal or organizational 

loss, habits, and individuals that are not ready for change and 

innovation [8]. Robins added that the solutions to eliminate 

this situation are seen as ensuring that the individuals of the 

organization participate in the decision-making process re-

garding change and innovation, informing them about the 

process and giving feedback about the implementation of the 

innovation plan, strengthening communication in the process 

of change and innovation, and honoring those who strive for 

the healthy progress of this process [8]. 

Resistance to change occurs within a school; employees 

contain when: 

The proposed change is not feasible. Individuals who lack 

self-confidence will be reluctant to give up established pro-

cedures for new ones that may be too difficult to master. 

Change is not cost-effective. Resources are necessary to 

implement change, and resources already invested in doing 

things the traditional way will be lost. 

Competence: Workers no longer feel that they know what 

to do or how to manage. People sometimes become embar-

rassed when they are faced with new tasks because they don't 

know how to do them. It is hard to admit you don't know how 

to do something. 

The proposed change is not necessary. A change is likely to 

be resisted if there is no clear evidence of a serious problem or 

opportunity that would justify a major change. 

8.1. Change Would Cause Personal Losses 

Major changes in organizations invariably result in some 

shift in power and status for individuals and subunits. Some 

jobs may be eliminated or modified, resulting in layoffs or 

transfers to new locations. People responsible for activities 

that will be cut back or eliminated may lose the basis for their 

current status and power. 

8.2. The Proposed Change Is Inconsistent with 

Values 

If a proposed change is viewed as unethical, illegal, or in-

consistent with strong beliefs about proper behavior, it is more 

likely to be resisted. When the values violated by a proposed 

change are embedded in a strong organizational culture, re-

sistance will be widespread. 

8.3. Leaders Are Not Trusted 

In some organizations, change is resisted because the 

leaders who propose it are distrusted, and this distrust can 

magnify the effect of other sources of resistance. 

Sense of direction: employees lose an understanding of 

where they are going and why they are going there. Meaning 

and mission often become unclear. 

As school leaders, it is important to know what kinds of 

changes are being dealt with in the school setting. 

9. Challenges of Leading Change and 

Innovation 

Leading change and innovation in secondary schools can be 

a complex endeavor, often fraught with challenges. 

Resistance to Change: Educators, administrators, and staff 

may resist changes to established practices and curriculum. This 

resistance can stem from fear of the unknown, concerns about 

increased workload, or attachment to traditional methods [22]. 

Limited Resources: Secondary schools often operate within 

tight budgets and resource constraints. Implementing innova-

tive programs or initiatives may require additional funding, 

staff, or infrastructure, which may not always be readily 

available [17]. 

Teacher Professional Development: Effective implemen-

tation of change and innovation often requires extensive 

professional development for teachers. However, arranging 

and conducting high-quality training sessions while balancing 

existing responsibilities can be challenging [21]. 

Parent and Community Expectations: Parents and the local 

community may have strong opinions about educational 

practices and may resist changes that they perceive as too 

radical or experimental. 

Assessment and Accountability: Traditional assessment 

methods may not align with innovative teaching approaches. 

Balancing the need for accountability with the desire for in-

novation can be challenging. 

Adapting Technological Advances: Integrating new tech-

nologies into the curriculum requires ongoing investment, 

training, and, support. Additionally, ensuring equitable access 

to technology for all students can pose challenges [25]. Ad-

dressing these challenges requires a strategic and collabora-

tive approach, with a focus on communication, stakeholder 

engagement, and continuous learning and adaptation. 

10. Conclusion 

The literature on innovation and change in secondary ed-

ucation emphasizes the critical role that effective leadership 
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plays in driving successful transformations within schools. 

Innovation, while often associated with technological ad-

vancements, extends beyond this to encompass shifts in 

economic, social, and behavioral domains. Change involves 

the implementation of new ideas and practices, which, alt-

hough not always groundbreaking, are essential for progress 

and adaptation. 

The role of school leaders in fostering a culture of innova-

tion and managing change is paramount. Leaders must exhibit 

vision, resilience, and adaptability to navigate the complexi-

ties of educational reform and inspire their teams to embrace 

new approaches. Successful innovation in secondary educa-

tion centers on preparing students with the skills required for 

the 21st-century workforce, enhancing engagement and 

achievement, addressing equity and inclusion, and adapting to 

evolving societal needs. 

Challenges such as resistance to change, limited resources, 

and balancing traditional assessment methods with innovative 

practices present significant obstacles. However, with strate-

gic leadership and a collaborative approach, these challenges 

can be effectively managed. The integration of innovative 

technologies, alongside a commitment to professional de-

velopment and stakeholder engagement, is crucial for 

achieving sustainable improvements in educational outcomes. 

Ultimately, the process of leading change and innovation in 

secondary schools is a dynamic and ongoing endeavor. It 

requires a clear vision, effective management strategies, and a 

willingness to continuously adapt to meet the needs of stu-

dents and the demands of a rapidly changing world. 
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