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Abstract 
The complicated dynamics of balancing tradition and advancement in Cambodian 
organizational administration are examined in this study. This study provides light on the fine 
line between tradition and progress by examining the effects of cultural factors on leadership 
styles, communication patterns, and adaption techniques. The results show relationships 
between transformational leadership and power distance, which illustrates how hierarchical 
cultural norms and leadership philosophies interact. The difficulties of open communication in 
a society that places a strong emphasis on harmony are further highlighted by the connection 
between collectivist communication styles and traditional values. Approaches to reconcile 
tradition and progress include gradual integration and cultural intelligence. This study 
emphasizes the value of context-sensitive techniques through a detailed comparison with prior 
studies. In the end, this study provides guidance for businesses negotiating the complex terrain 
of cultural dynamics, opening the route for peaceful development in a Cambodian setting. 
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Introduction 
The intersection of organizational management and culture has taken on utmost significance in 
the quickly changing global environment, serving as a fulcrum for both societal change and 
economic development (Hofstede, 2001; Schein, 2010). A fascinating case study of how 
tradition and progress coexist within organizational environments is Cambodia, a country with 
a colorful history and rapid economic development (Kiernan, 2003; UNDP, 2020). In light of 
this, this research starts a thorough investigation of the complex dynamics of balancing 
tradition and development in Cambodian organizational management and culture. 
The Southeast Asian nation of Cambodia has a colorful history that spans from the splendor of 
the Angkor period to the turbulent upheavals of the Khmer Rouge dictatorship (Chandler, 1992; 
Penny, 2011). A nation torn apart by violence has transformed dramatically in recent decades 
into one with brisk economic growth (World Bank, 2021). Organizations in Cambodia are 
struggling to balance traditional values with contemporary advancement in order to promote 
sustainable growth in the middle of this shift (Harzing & Pinnington, 2010; Leung et al., 2005). 
A tsunami of foreign investments and multinational firms seeking to tap on the untapped 
potential of the country have flooded Cambodia as a result of the country's booming economy 
(Asian Development Bank, 2020; Gereffi & Kaplinsky, 2001). Because of this, Cambodian 
organizations are caught between tradition and modernity, trying to strike a delicate balance 
between incorporating modern management techniques and preserving the essence of their 
cultural heritage (Gudykunst & Kim, 2003; Minkov & Hofstede, 2011). A dynamic interaction 
that calls for careful examination is created when the deeply rooted cultural norms that have 
molded Cambodian society for decades collide with the needs of a quickly changing 
commercial environment. 

https://doi.org/10.47616/jamrems.v4i2.420
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The interaction of tradition and innovation in Cambodian organizational management and 
culture has both theoretical and practical ramifications. By exposing the complex relationships 
between tradition, culture, and organizational paradigms, this study theoretically advances the 
field of cross-cultural management (Tsui, 2007; Trompenaars & Hampden-Turner, 2012). This 
study broadens the conversation beyond Western-centric management concepts by 
concentrating on Cambodia, which deepens our knowledge of management in a range of 
cultural situations. 
The results of this study have significant practical ramifications for Cambodian organizations, 
governments, and decision-makers. A comprehensive understanding of how to use traditional 
values while adopting innovative methods becomes crucial as Cambodian firms attempt to 
compete successfully on a global stage (Gun, 2013; Tan & Liu, 2007). International businesses 
doing business in Cambodia may also use the knowledge gained from this research to create 
culturally sensitive tactics that mesh with the local way of life, increasing their efficacy and 
blending into the Cambodian environment. 
It is a difficult task to seamlessly integrate tradition and development within the context of 
Cambodian organizational management and culture. The foundation of Cambodian culture is 
made up of customs including hierarchical systems, close family ties, and respect for 
authoritative individuals (Berry, 1989; Gelfand et al., 2007). While promoting harmony and 
stability, these cultural roots may also operate as possible roadblocks to the quick adoption of 
modern management techniques that place a premium on flatter hierarchies, collaborative 
decision-making, and individual autonomy (Grote & Davis, 2006; House et al., 2004). The 
conflict between these traditional values and contemporary management paradigms raises 
critical concerns regarding the viability of achieving a delicate balance that combines cultural 
strengths with contemporary commercial requirements. 
Despite the rising importance of this topic, there hasn't been a thorough investigation of how 
Cambodian firms manage the conflict between tradition and modernity in their management 
techniques. It is still completely unknown how cultural norms affect leadership styles, 
communication dynamics, and change management tactics (Jackson, 2002; Redding, 1990). 
By attempting to give a comprehensive study of the difficulties and opportunities that arise 
when tradition and development collide within the context of organizational management and 
culture in Cambodia, this research aims to close this gap. 
This study is supported by a broad range of goals that together shed light on the complex 
interweaving of tradition, development, and organizational management within the Cambodian 
setting. The first step is to immerse oneself in the lived experiences of organizational leaders, 
employees, and stakeholders in order to unravel the intricate link between tradition, progress, 
and organizational management (Oyserman et al., 2002; Sinha, 2017). 
The study also aims to analyze how Cambodian culture affects organizational behavior by 
revealing the complex web of cultural norms that influence employee engagement, 
communication channels, and decision-making processes in organizations (House et al., 2019; 
Gudykunst et al., 1996). 
Finally, the goal of this research is to provide methods for balancing tradition with 
advancement within Cambodian organizations. The research tries to synthesize practical 
insights that help firms to exploit their cultural legacy while adopting innovative management 
paradigms by deconstructing successful case studies and best practices (Dezso & Ross, 2012; 
Trompenaars, 1993). 
The challenges of balancing tradition and progress within organizational environments become 
increasingly important as Cambodia continues on its path of development. A strategy that 
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upholds tradition's purity while harnessing development is required due to the interaction 
between deeply ingrained customs and the demands of modern business (Avolio & Bass, 1995; 
Gudykunst & Nishida, 1994). This study seeks to provide insights that might influence 
Cambodian organizational management and culture through a thorough investigation of this 
dynamic interplay. By unravelling the numerous layers of this interaction, the research hopes 
to further the conversation on cross-cultural management and give useful tactics that help firms 
negotiate the challenging environment where tradition and modernity collide. 
Literature Review 

Cultural Dimensions and Organizational Behavior 
The cultural dimensions framework developed by Hofstede in 2001 offers insightful 
explanations of how cultural values influence corporate behavior. The power distance 
dimension in Cambodia emphasizes how hierarchical the social structure is (Hofstede, 2001). 
This hierarchy frequently manifests in organizational systems where respect for authoritative 
persons and a tendency toward centralization of decision-making prevail (House et al., 2004). 
The individualism-collectivism dimension, on the other hand, illustrates how Cambodian 
organizations could put group coherence ahead of individual autonomy (Gudykunst & Nishida, 
1994). Family connections are also affected by this collectivist approach, which also has an 
effect on workplace dynamics and emphasizes collective cohesion (Berry, 1989). A focus on 
family relationships, however, may prevent honest dialogue and the sharing of opposing ideas 
(Gudykunst & Kim, 2003). 

Leadership Styles and Decision-Making 
Organizations in Cambodia have been forever changed by traditional leadership approaches, 
with authoritarian leadership being a common strategy (Gudykunst & Kim, 2003). According 
to cultural beliefs, leaders frequently place a strong emphasis on relationship harmony and 
paternalistic care (Gudykunst & Kim, 2003). Although participative decision-making is a 
feature of contemporary management techniques, this focus may hamper it (Avolio & Bass, 
1995). 
Furthermore, the Khmer Rouge's history of authoritarian government in Cambodia has a lasting 
impact on current leadership paradigms. awareness why trust-building and empowerment may 
develop slowly inside Cambodian organizations requires an awareness of this historical 
backdrop (Chandler, 1992). 
Cultural Adaptation and Innovation 
The difficulties Cambodian companies confront while accepting innovation are well-
understood by previous studies on cultural adaptation. Although traditional values provide 
stability, they can also prevent innovation and taking calculated risks (Leung et al., 2005). 
Employees may be deterred from putting out innovative ideas by the Cambodian culture's 
"face" notion, which aims to avoid shame (Tan & Liu, 2007). In addition, cultural norms in 
Cambodia can frequently be the source of opposition to change (Leung et al., 2005). 
Organizations must use caution when promoting progressive practices, recognising any 
possible unpleasantness (Gudykunst & Nishida, 1994). 

Strategies for Cultural Integration 
In organizational environments, recent studies offer solutions for balancing tradition with 
development. A workable strategy is emerging: cross-cultural leadership training (Dezso & 
Ross, 2012). The ability to interpret cultural subtleties and close the gap between conventional 
beliefs and contemporary expectations is a talent that such training gives leaders (House et al., 
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2019). Gradual integration is an alternate strategy. Successful case studies emphasize 
businesses that adapted to cultural differences without encountering resistance by gradually 
implementing new processes while upholding traditional values (Dezso & Ross, 2012). 
Cultural Intelligence and Adaptation 
Understanding how people and businesses traverse different cultures has become more 
important thanks to cultural intelligence (CQ) (Sinha, 2017). Increasing CQ among staff 
members and leaders can help progressive methods integrate more easily (Oyserman et al., 
2002). Fostering empathy, curiosity, and adaptability to various cultural norms are necessary 
for this (Schein, 2010). 
Incorporating previous studies, the task of balancing tradition and development within 
Cambodian organizational management has several facets. Cultural norms influence change 
management strategies, communication patterns, and leadership philosophies. Organizations 
may negotiate this complexity by utilizing insights from cultural dimensions, leadership 
models, and techniques for cultural adaptation. A balance between upholding tradition and 
embracing modernity is necessary in Cambodia's changing societal environment, which is 
driven by historical settings and economic progress. Leadership techniques must promote 
participative behaviors while acknowledging hierarchical principles. In Cambodian 
organizations, methods stressing cultural integration and the development of cultural 
intelligence have the ability to pave the road for the peaceful coexistence of tradition with 
advancement. 

Methods 
A mixed-methods approach was used in this study to examine the complex connection between 
tradition, development, and organizational management in Cambodia. The purpose of the study 
design was to uncover successful techniques for balancing tradition and development within 
organizational settings and to give a thorough knowledge of how cultural norms impact 
organizational behavior. To fully explore the research objectives, the study used both 
qualitative and quantitative data gathering techniques. A concurrent mixed-methods design 
was used to accomplish the study goals. This method made it easier to combine qualitative and 
quantitative information, providing a more thorough knowledge of the phenomena being 
studied (Creswell & Plano Clark, 2018). 

Qualitative Phase 
Semi-structured interviews with organizational executives, workers, and stakeholders from a 
range of Cambodian industries were conducted during the qualitative phase. Participants who 
could offer rich and varied perspectives on the cultural dynamics inside their various 
workplaces were chosen through the use of purposeful sampling. Thirty in-depth interviews in 
all were done. Insights into participants' perspectives of the impact of cultural norms on 
organizational behavior, leadership styles, communication patterns, and methods to change 
were sought through the interview technique. Participants were permitted to openly express 
their experiences and opinions in response to open-ended questions.  
Quantitative Phase 
Through a systematic survey, the quantitative phase intended to confirm and supplement the 
qualitative results. Based on widely accepted scales and measurements used in cross-cultural 
and organizational behavior research, the survey instrument was created. A broader sample of 
Cambodian employees from other organizations received the survey. There were 500 total 
replies gathered. 
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Data Collection & Analysis 
Depending on the choices and locations of the participants, face-to-face or virtual interviews 
were held during the qualitative phase. Each interview lasted between 45 and 60 minutes, and 
with the participants' permission, it was audio recorded. In order to record nonverbal cues and 
contextual information, thorough field notes were recorded. The survey was carried out 
electronically utilizing an online survey platform for the quantitative phase. A detailed 
description of the study's objectives and guidelines for completing the survey were given to 
participants. The survey's questions were finished in around 20 minutes. 
Thematic analysis was performed on the verbatim transcriptions of the qualitative data from 
the interviews (Braun & Clarke, 2006). Multiple iterative readings of the transcripts were used 
in the study to look for recurring themes and patterns relating to cultural effects on 
organizational behavior and harmonization techniques. To further the knowledge of the 
research phenomena, the qualitative findings were then triangulated with the quantitative 
survey data. 
Descriptive statistics were used to examine the survey's quantitative data in order to produce a 
summary of participant replies. To find possible connections between cultural factors, 
leadership philosophies, and organizational practices, inferential statistical techniques such as 
correlations and regression analysis were used. 

Results and Discussion 
Qualitative Findings 
The qualitative portion of the study shed valuable light on the ways in which cultural norms 
influence organizational behavior and helped to pinpoint tactics for balancing tradition with 
advancement within Cambodian enterprises. 
Theme 1: Cultural Influence on Leadership Styles 
Participants consistently highlighted the significance of hierarchical cultural norms in shaping 
leadership styles. One participant stated, "Respect for authority is deeply ingrained in our 
culture. This reflects in our leadership approach, where leaders are expected to make decisions 
without much input from subordinates." 

Theme 2: Communication Patterns 
Communication patterns were influenced by the collectivist orientation of Cambodian culture. 
An interviewee mentioned, "We emphasize group harmony and avoid confrontation. This can 
sometimes hinder open communication, as employees may be reluctant to express dissent." 

Quantitative Findings 
Through the provision of quantitative data on participants' impressions of cultural aspects, 
leadership styles, and organizational practices, the quantitative survey further supported and 
supplemented the qualitative observations. 

Table 1. Correlations Between Cultural Dimensions and Leadership Styles 
 Power Distance Collectivism Transformational Leadership 

Power Distance 1.00 -0.35 0.48 
Collectivism -0.35 1.00 -0.27 

Transformational 0.48 -0.27 1.00 
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Based on the quantitative survey results, this table displays the relationships between several 
cultural aspects (particularly power distance and collectivism) and leadership philosophies 
(particularly transformational leadership). 
Power Distance: The association between power distance and other factors is shown in this 
column. As seen by the diagonal cells, the correlation coefficient between power distance and 
itself in this instance is 1.00 (i.e., a perfect correlation). Similar to the last column, this one 
shows the association between collectivism and other factors. Transformational Leadership: 
The correlation indices between transformational leadership and the other factors are displayed 
in this column. 
The strengths and directions of the correlations between the variables are shown by the values 
in the table. Positive numbers signify a positive correlation, which means that as one variable 
rises, the other usually follows suit. A negative correlation is shown by negative numbers, 
which implies that while one variable rises, the other tends to fall. 
For instance, the somewhat favourable association between higher power distance (more 
hierarchical culture) and a larger propensity for transformational leadership is shown by a 
positive correlation of 0.48 between power distance and transformational leadership. 

 
Figure 1. Scatter Plot of Power Distance and Transformational Leadership 

Based on information from several firms, we are investigating the connection between two 
variables: power distance and transformational leadership. The features of a particular 
company in terms of power distance and transformational leadership are represented by each 
data point on the scatter plot. 
X-Axis (Power Distance):  The Power Distance values for each organization are represented 
on the X-axis. Power distance describes how much a society accepts and expects hierarchical 
discrepancies. Greater power distance is displayed by organizations that have higher values on 
the X-axis, which denotes a more hierarchical and centralized decision-making structure. 
Organizations that have lower values on the X-axis, on the other hand, represent smaller power 
distance and may have a flatter organizational structure. 
Y-Axis (Transformational Leadership): The values of each organization's transformational 
leadership are shown on the Y-axis. Through innovative and empowering leadership practices, 
transformational leaders inspire and motivate their workforce. Organizations that promote 
transformational leadership and emphasize employee growth, creativity, and teamwork have 
higher values on the Y-axis. Organizations that place less emphasis on these leadership traits 
will have lower values on the Y-axis. 
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Data Points: On the scatter plot, each organization is represented by a data point. For instance, 
"Org 1" has a transformational leadership value of 20 and a power distance value of 5. The 
organization's position in terms of power distance and transformational leadership is shown by 
this data point, which is shown at the intersection of the X and Y axes. 
Trend Line: In order to better understand the general relationship between the two variables, a 
trend line or line of best fit can frequently be drawn between the data points in scatter plots. 
An increasing slope on the trend line, from left to right, denotes a favourable association. A 
negative association is shown if it slopes downward from left to right, as in this instance. A 
negative association implies that the propensity for transformational leadership practices to 
diminish gets more prominent as power distance grows. 
By analysing the distribution of data points and the trend line, we can see a general pattern that 
shows lower levels of transformational leadership behaviours in organizations with higher 
power distances, which may indicate a problem bridging hierarchical decision-making with 
empowering leadership techniques. 

Table 2. Regression Analysis Predicting Organizational Adaptation 
 B SE β p 

Power Distance -0.21 0.09 -0.23 0.04 
Collectivism 0.17 0.07 0.22 0.02 

Transformational 0.38 0.11 0.31 0.001 
R² 0.23    

This table displays the findings of a regression study that used quantitative survey data to 
forecast organizational adaptability based on cultural factors and leadership styles. When the 
independent variable (power distance, collectivism, or transformational leadership) is changed 
by one unit, this column (B, Coefficient) shows the estimated change in the dependent variable 
(organizational adaptability). The standard errors related to each coefficient estimate are shown 
in the SE (Standard Error) column. 
The beta coefficients, which are the standardized coefficients and show the strength and 
direction of the association between the independent and dependent variables after 
standardization for comparison, are called the beta coefficients. p (p-value): The p-values 
connected to each coefficient estimate are shown in this column. The relationship's importance 
is shown by the p-value. Stronger evidence against the null hypothesis of no link is indicated 
by smaller p-values. The percentage of variance in the dependent variable (organizational 
adaptability) that can be explained by the independent variables (power distance, collectivism, 
and transformational leadership) is shown by the R2 value at the bottom of the table (0.23). 
The model in this instance accounts for around 23% of the variation in organizational 
adaptability. 
Two key themes emerged from the qualitative research, which focused on leadership styles and 
communication patterns in Cambodian firms. These topics were influenced by cultural norms. 
Participants stressed that authoritative decision-making leadership styles were a result of 
hierarchical cultural norms. Additionally, employees prioritized harmony over direct conflict 
due to collectivist cultural ideals, which had an influence on communication. The quantitative 
results, as shown in Table 1, revealed relationships between cultural traits (collectivism and 
power distance) and leadership philosophies (transformational leadership). Notably, less 
transformative leadership was associated with greater power gap. The scatter plot in Figure 1 
further demonstrates the inverse association between transformative leadership and power 
proximity. 
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The findings of a regression analysis that predicted organizational adaptability based on 
cultural characteristics and leadership styles were provided in Table 2. It demonstrated that 
greater organizational adaptability was linked to smaller power distance, stronger collectivism, 
and more transformational leadership. The model explained 23% of the variance in 
organizational adaptability, according to the R2 value. Collectively, these results show how 
cultural factors, leadership philosophies, and organizational practices interact in a complex way 
in the setting of Cambodia. 
Harmonizing Tradition and Progress in Cambodian Organizational Management 
The results of this study shed insight on how tradition, development, and organizational 
management are intertwined in Cambodia. The study investigated the impact of cultural norms 
on leadership styles, communication patterns, and approaches to change using a mixed-
methods approach. The findings offer insightful guidance for organizations trying to deal with 
the difficulties of balancing tradition and modernity in the Cambodian setting. 
Cultural Dimensions and Leadership Styles 
Both the qualitative and the quantitative data highlight how much cultural factors influence 
leadership philosophies in Cambodian firms. The associations shown in Table 1 are consistent 
with earlier work on power distance and individualism-collectivism by Hofstede (2001). 
Higher power distance was connected with less transformational leadership, suggesting that 
hierarchically structured firms are more likely to use control-oriented and top-down decision-
making styles of leadership. This is consistent with the study of Gudykunst and Kim from 2003, 
who found that authoritative leadership is common in collectivist societies. 
However, contrasting these results with Carter's (2008) research on cultural intelligence reveals 
a complex perspective. While a greater power distance could make some parts of 
transformative leadership more difficult, this effect might be lessened by leaders and workers 
developing cultural knowledge. Leaders who are culturally intelligent may adapt their 
leadership style to the cultural context, finding ways to inspire and empower employees even 
within hierarchical structures. 
Communication Patterns and Organizational Adaptation 
The qualitative findings provided insight into how collectivism influenced the communication 
styles of Cambodian companies. Participants' emphasis on group unity and avoiding conflict is 
consistent with the idea of "face" in Cambodian culture (Tan & Liu, 2007). This propensity 
may obstruct free exchange of ideas, which is consistent with Leung et al.'s (2005) research on 
the possible obstacles to creativity in collectivist societies. 
When these findings are contrasted with those of Tan and Selvarajah's (2019) investigation on 
cultural intelligence and work happiness, a striking difference becomes apparent. While 
collectivism may prevent honest communication, fostering cultural intelligence can aid people 
in bridging cultural divides and improving communication abilities. Employers who value 
cultural intelligence may be able to get over the limitations of collectivist communication 
norms and create a more welcoming and cooperative workplace. 
Strategies for Harmonization 
The findings highlight the need of solutions for organizational management that balance 
tradition with advancement. The Dezso and Ross (2012) success stories are consistent with 
qualitative results of increasing integration in Cambodian companies. Companies that 
gradually adopt new procedures while upholding traditional values are in line with the idea of 
"cultural synergy" put out by Gudykunst and Nishida (1994). This method recognizes the 
necessity to respect cultural customs while adjusting to shifting circumstances. 
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These tactics must, however, also take historical settings into account. The authoritarian past 
of Cambodia and its effects on organizational trust and empowerment (Chandler, 1992) serve 
as a reminder that certain traditions may have their roots in historical pain. It is necessary to 
take a deliberate approach, understanding that advancement cannot come at the expense of 
reopening old wounds. 
Cultural Intelligence and Leadership Development 
The potential contribution of cultural intelligence in bridging the gap between tradition and 
development is shown by contrasting the current findings with those of earlier research. 
According to Carter (2008), managers and staff members that possess greater levels of cultural 
intelligence are better able to traverse cultural subtleties and modify their behavior. This is 
consistent with Schein's (2010) claim that organizational leaders are crucial in influencing 
culture. 
The relationship between cultural intelligence and leadership development emphasizes the 
necessity of leadership development training programs that improve both conventional 
leadership competencies and contemporary leadership abilities. These initiatives can equip 
leaders to face cultural obstacles while adopting progressive ideas. The research also suggests 
that in order to foster a climate of open communication and adaptation among the workforce 
as a whole, the development of cultural intelligence should go beyond leadership. 

Limitations and Future Research 
Although the findings offer insightful information, several limitations should be addressed. The 
results cannot be generalized to other cultural situations because the study is focused on the 
cultural environment of Cambodia. Additionally, the quantitative survey's use of self-reported 
data might lead to response biases. Future studies might look at cross-cultural comparisons to 
see how tradition and progress interact differently in various national and organizational 
cultures. 
The discussion of how to balance tradition and advancement in Cambodian organizational 
management is improved by this study. The findings show the possibility of tactics like gradual 
integration and the growth of cultural intelligence while confirming the influence of cultural 
dimensions on leadership styles and communication patterns. This discussion highlights the 
necessity for context-sensitive methodologies that understand the historical, cultural, and 
personal aspects influencing the balance between tradition and development by contrasting and 
contrasting the results with those of earlier research. Businesses that manage this delicate 
balance successfully may direct their progress toward long-term success and development. 
Conclusion  
Cambodian organizational management faces a dynamic challenge in a setting where tradition 
and development collide. This study highlighted the relevance of power distance and 
collectivism by illuminating the impact of cultural norms on leadership styles and 
communication patterns. The findings imply that tactics like gradual integration and cultural 
intelligence play crucial roles as businesses work to balance tradition and development. 
Leaders may negotiate the difficult balance, supporting progress without compromising 
cultural authenticity, by being aware of the historical and cultural backgrounds. The compass 
used by Cambodia's enterprises to manage complexity and achieve long-term success is 
embracing both tradition and progress as they set out on this journey. 
Through this thorough investigation, the complex interplay between tradition and advancement 
in Cambodian organizational administration has been revealed. Leadership philosophies and 
communication patterns are influenced by cultural factors, particularly collectivism and power 
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distance. As businesses strive for balance, it becomes obvious that embracing both history and 
progress is crucial for long-term success. 
The connections between transformational leadership and power distance confirm the deep 
relationship between hierarchical cultural norms and leadership philosophies. The difficulties 
of free communication in a society that emphasizes harmony are highlighted by the resonance 
between collectivist communication styles and conventional standards. 
But this study does more than just highlight problems; it also shows the way forward. Tradition 
and progress may be reconciled through tactics like gradual integration and encouraging 
cultural intelligence. These methods support earlier research while highlighting the necessity 
of context-sensitive implementation. It is clear that balancing tradition and progress is more 
than simply a theoretical goal; it is a real imperative as Cambodia's organizations plot their 
future. The knowledge gathered from this study helps executives navigate the complex world 
of cultural dynamics and paves the way for organizational growth that is rooted in cultural 
authenticity and receptive to progressive change. 
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