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AN ANALYSIS OF THE INFLUENCE  
OF TRANSFORMATIONAL LEADERSHIP  

AND ORGANIZATIONAL COMMITMENTS  
ON CHANGE READINESS 

Organizations that cannot adapt to changes will be eliminated by competitors and unable to 
maintain their existence. Organizational changes require organizational readiness, for 
example, from a human resources perspective. An important factor affecting the readiness for 
change is transformational leadership, in which the role of the leader is to direct, guide and 
motivate the team to implement changes, and build the trust on facing or implementing 
organizational changes. Moreover, due to the high organizational commitment of employees, 
it can help to implement further company strategies to respond to the changes. This study aims 
to review various previous research that discuss transformational leadership, organizational 
commitment, and change preparation. Literature studies is previous findings related to 
transformational leadership, organizational commitment, and change readiness that used as 
research methodology and a coherent analysis. The results indicated that: 1) there is a positive 
influence between transformational leadership and change readiness; 2) there is positive 
influences between organizational commitment and change readiness. 
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1. INTRODUCTION 

 Under the rapid global development, there are new business risks found, the exciting 
opportunity, innovation and new leadership system which can cause the changes that 
continuously experienced by organization (Madsen et al., 2005). In facts, an organization 
continues to face other challenges and new problem appears, therefore it is needed to 
implement a development or a change in order to survive during the competition. There is 
none of organization located on stable environment, even in a bigger company, which  
has a big impact of market domination, should experience a change. Continuous 
implementation of changes can quickly improve the performance of senior organizations, 
therefore it is able to reach success in an organization and vice versa. The organization or 
the company that cannot adapt to the changes will be defeated by a competitor in order to 
maintain their existences. Organizational change requires organizational change readiness 
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in terms of Human Resources. Organizational change demands human resources to change, 
therefore employee change readiness is one of the important things to achieve the success 
of organizational or company development. Eby et al. (2000) explains that the change is 
needed as a support of a company or an organization, and employee’s support is also needed 
to prepare change readiness. According to Desplaces (2005), positive factors that lead to 
the changes is the readiness of individual changes, individual readiness will have an impact 
on focus, feeling and mind set of the attitude and behaviour, if an individual is ready they 
will be able to adjust himself to the changes. It can decrease the influence on the successful 
of change. Holt et al. (2007) argues that change readiness is a multidimensional form that 
influenced by beliefs of employees which are able to implement the change specific 
efficacy, the proposed change is related to the appropriateness, the leader commitment to 
the changes which proposes a benefit for organization (personal valence). The readiness of 
an individual to change is an important factor of organizational success to implement the 
changes (Bernerth, 2004). 

Under the conditions of organizational change, employee demand to leave their previous 
comfort zone, however, not every employee is ready to change. Furthermore, the 
organizational commitment has an important role to provide change readiness of workers. 
According to Meyer & Allen (1991), organizational commitments have 3 dimensions that 
consist of affective, sustainable and normative commitment. The affective commitment is 
an employee's emotional attachment, identification, and participation in organization. The 
sustainable commitment is a commitment based on the company disadvantage regarding 
the employee resignation. While, the meaning of normative commitment is the individual 
feelings obliged to stay loyal to their organization. In the research by Durkin and Bennett 
(1999) it was revealed that high organizational commitment of employees can help the 
implementation of company strategy to deal with change. The organizational commitment 
is a strong will of individual to become an organization member, the willingness to work 
related to the organizational expectations, certain belief by accepting value and purpose of 
organization (Luthans, 2012). 

The other important factor that influences the change readiness is transformational 
leader, whose role is to direct, guide and motivate the team to implement the change and 
built the trust on facing the organizational change. According to Hughes et al. (2012), 
transformational leadership has a vision, rhetoric and management skills to develop the 
strong emotional relationship between leaders and their team. The initial idea related to 
transformational leadership goes along with the concept of transactional leadership which 
implies in political context. Transformational leadership is believed to be more successful 
in obtaining organizational change because of the development of followers’ emotions and 
the workers willingness to manifesting the leader’s vision, while transactional leadership 
does not reflect the characteristics of leader, which is able to develop strong emotional 
relationship with the team and inspires the team to done their job beyond what they should 
be done. 

Walumbwa et al. (2008) stated that transformational leadership is one of leadership 
styles that support the change readiness because transformational leadership can help to 
improve the effectiveness of employees and provide encouragement “can definitely do!” 
Transformational leadership is the leadership style that inspires and motivate the employees 
to implements the job beyond the expectation and their own interests for the benefit of 
organization, the empirical proof was found in the research that implemented by Kartika 
(2016) which proofed that transformational leadership influenced the readiness for change.  
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Based on the explanation above, this research aims to review the problem of 
transformational leadership and organizational commitment concerning the change 
readiness in an organization. Several research that examines the influence of 
transformational leadership and organizational commitment on the change readiness has 
been done many times in different way. Researchers’ interests to review the study about the 
change readiness of worker which influenced by transformational leadership and 
organizational commitment, then resume it in order to give the recommendation in order to 
improve the change readiness until the resistance of the changes can decrease and the 
influenced on the possibility of changes is getting bigger. 

2. LITERATURE REVIEW 

2.1. Transformational Leadership 
Transformative leader is a leader who creates trust, loyalty, admiration, and respect for 

his followers and among adherents and leaders. The transformational leadership’s 
supporters believe that they are voluntarily ready to achieve the goals, objectives and vision 
of the organization. Robbins (2001) stated that transformative leader is a person who 
inspires the followers to changes their life and affirms that transformational leadership is 
able to aspire to bigger targets and visions. Transformative leader is willing to do anything 
best to achieve the organizational targets, to motivate, and to raise his followers morale 
(Sari, 2018). 

2.2. Organizational Commitment 
A worker can show different levels of commitment based on what he believes. By 

studying the level of commitment can predict how a worker is involved in organizational 
commitment and the factors and the relationship between the factors. Commitment is part 
of the responsibility for the job given. Workers believe that they are required to devote 
themselves to achieving organizational goals, their existence in the organization. Therefore, 
they intend to stay in order to fulfill the obligations or contracts that they have signed. 
Where researchers believe that certain factors have a big impact on each component of 
commitment and different components of commitment show different levels of service 
(Novitasari et al., 2020). 

2.3. Readiness to Change  
Readiness to change is a necessity that must be experienced by an organization in order 

to be able to continue to adapt to a dynamic environment. Organizational change is defined 
as the act of shifting an organization from current conditions to the desired future conditions 
due to increase creativity. While, operational change is defined as a planned and unplanned 
transformation in the organizational structure, technology and/or the people within 
(Santhidran et al., 2013). 

2.4. The Influence of Transformational Leadership on Readiness to Change 
Change is often associated with leadership. Transformational and individual leadership 

are the perceptions of the readiness to change context, including; communication, 
organizational support, and alignment of organizational values (Sari, 2018). 
Transformational leadership is a changing process that will encourage employees to take 
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initiatives change and reduce employees’ reluctance to be more communicative and 
participative.  

2.5. The Influence of Organizational Commitment to Change Readiness 
Nordin (2011, as cited in Sari, 2018) added that affective commitment has a positive 

effect on change readiness through employee involvement through the change process and 
building the value that employees feel about the benefits of change can encourage 
employees to be ready to change. However, there are some studies that have found that 
affective commitment has a negative effect. Battisteli et al. (2014, cited in Sari, 2018) stated 
that one of the characteristics of affective commitment is high employee loyalty. When 
employees do not have a sense of loyalty, the intention to leave the organization is high, 
even though they are involved in the change process. An employee concerns about the costs 
that will arise if they do not provide support for company changes, and perceptions of the 
benefits that obtained if they participate in changes (Sari, 2018). 

3. RESEARCH METHODOLOGY 

This research used a qualitative approach. The method used is literature study which 
implemented by recording previous findings related to the variable of transformational 
leadership, organizational commitment, and change readiness. Then, combine the findings, 
analyzing the finding coherently and clearly. 

This article used secondary data which was obtained from the several previous 
literatures. The supporting literature in this research comes from books and previous 
journal. The data analysis method used in this research is descriptive-qualitative analysis 
technique, the technique was chosen to illustrate the problems related to the change 
readiness then reviewed it back in order to produce relevant input and improve the change 
readiness until the resistance of changes can decreases and causes a great impact on the 
variable. 

4. RESULT AND DISCUSSION  

This research combined the result of several previous studies within the variable of X1 
transformational leadership and X2 organizational commitments to analyze the influences 
on Variable Y in the context of change readiness. There are the results and discussion related 
with the research problem. 

H1. The Influence of Transformational Leadership on the Change readiness 
The initial hypothesis proposed in this research is transformational leadership which has 

positive influence on the change readiness in the organization. There is several research that 
support the influence of transformational leadership toward change readiness. 

Santhidran et al. (2013) stated that this research concerning the organizational change is 
not fully understood in the developing countries especially related with the changes of the 
process and inside this research found the proof that leadership gives the significant 
influence to the change readiness. The successful implementation of organizational change 
has become the important management task. The researcher in Taiwan gives addition of 
mechanism knowledge where the transformation leadership has influenced the behaviour 
supports to change the organization change (Chou et al., 2015). The finding of this study 
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confirms the importance of transformational leadership in successful implementation of 
change. 

The result of previous research by Bommer et al. (2005) found leader with 
transformational leadership style which effectively applie the change in the organization. 
The leaders have the characteristics of charismatic, visionary thinkers, and brave in taking 
the risk, out of the box and energize with having the ability to motivate the other people 
when acts as the role model and mentor for their followers. The other results also concluded 
that leader with the transformational characteristic is the positive change agency, able to 
cope the complex work environment and changing rapidly have the positive behavior to 
apply the evidence-based practice, and the end will positive influenced to the organization 
culture (Aarons, 2006; Mahalinga Shiva & Suar, 2012; Murphy, 2005; Ward, 2002). 

The comparison of the influence can be seen as the following table below: 

Table 1. The Influence of Variable X1 toward Variable Y 

Research Title Variable X1 influence  
Variable Y 

Variable X1 has no influence  
on Variable Y 

Enabling Organizational 
Change Leadership, 
Commitment to Change 
and The Mediating Role of 
Change Readiness 
(Santhidran et al., 2013) 

Leadership positively and 
significantly affects change 
readiness but not commitment to 
change 

 

Transformational 
leadership and change 
readiness and a 
moderating role of 
perceived bureaucratic 
structure: an empirical 
investigation (Abbasi, 
2017) 

Transformational Leadership 
had a positive direct effect on 
employee change readiness and 
its dimensions 

 

Transformational 
Leadership, Change 
Management, and 
Commitment to Change: 
A Comparison of 
Academic and Business 
Organizations 
(Cementina-Olpoc  
& Hechanova, 2013) 

 There were significant 
differences in transformational 
leadership between academic 
and business organizations 

Changing Attitudes about 
Change: Longitudinal 
Effects of 
Transformational Leader 
Behavior on Employee 
Cynicism about 
Organizational Change 
(Bommer et al., 2005) 

Transformational leader 
behaviors (TLB) generally were 
associated with lower employee 
Changing Attitude 
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Based on the summary table above, three of four research result stated that there is  
a positive and significant influence of Transformational Leadership toward change 
readiness within the explanation as stated on the table above. And one of them stated that 
Transformational leadership did not have any effect on change readiness. Therefore, based 
on the majority of result, it can be indicated that Transformational Leadership has 
significant effect on Change readiness. It can be said that Hypothesis 1 is accepted. 

H2. The Effect of Organizational Commitment on the Change readiness 
The second hypothesis of this study is about the organizational commitment that has  

a positive influence on the change readiness in an organization. The success of 
organizational management determined by how organization manages Human Resource. 
The commitment of employees to the company determines the way of an organization to 
achieve the purpose. Human resource management presumes the employee commitment on 
valuable organization. Because, if the employee is committed to the company, the work 
result might be productive and ready to change on every condition, there are several 
organization entering the elements of commitment as the condition to hold a position 
offered in the job vacancy promotion because the role is important. 

Table 2. The Influence of Variable X2 toward Variable Y 

Research Title Variable X2 influence  
Variable Y 

Variable X2 has  
no influence on 

Variable Y 

Readiness for organizational change: Do 
organizational commitment and social 
relationships in the workplace make a 
difference? (Madsen et al., 2005) 

The findings indicate 
significant relationships 
between readiness for change 
and organizational 
commitment 

 

Organizational Culture Change and its 
Effect on Change Readiness through 
Organizational Commitment (Suwaryo 
et al., 2015) 

 SEM analysis find out 
that organizational 
commitment 
negatively affects the 
readiness to change. 

The influence of leadership behavior and 
organizational commitment on 
organizational readiness for change in a 
higher learning institution (Nordin, 
2012) 

Transformational and 
transactional leadership 
behavior could contribute to 
formulation of organizational 
readiness for change and 
subsequently lead to the 
success of a change program. 

 

Employee Readiness for Organizational 
Change: A Case Study in an Export 
Oriented Manufacturing Firm in Sri 
Lanka (Samaranayake, 2017) 

This article unveiled that 
organizational commitment 
and trust in peers and 
management were 
significantly and positively 
correlated to employee 
readiness for organizational 
change. 

 

 



An analysis of the influence of transformational leadership… 13 

Based on the table of comparison above, three of four research stated that Organizational 
change positive and significantly influence change readiness. Only one research stated that 
organizational commitment negatively affect change readiness within the explanation as 
what it stated on the table above. Therefore, it can be said that Hypothesis 2 is accepted. 

Furthermore, Allen and Meyer (1990) stated that organizational commitment reflected 
of three general components which affective commitment, continuance commitment, and 
normative commitment. According to Iverson (1996) the organizational commitment is the 
best predictor in the change than with the job satisfaction, the employee who has the high 
organizational commitment will put more effort into change projects to build positive 
attitudes toward change. Madsen et al. (2005) serves the finding in this research about the 
job satisfaction factor and change readiness, where the results show the organizational 
commitment has positive relationship for readiness that felt to change the organization.  
Al-Hussami et al. (2018) also deliver the research result to the nurse in the hospital there 
are three component of organizational commitment which accounts for a low to moderate 
amount of the readiness for change variant, this is shows that the organizational 
commitment has influenced on the change readiness. 

5. CONCLUSION  

Based on the result and the literature review that has been implemented through this 
research, it can be concluded that: 

1) Transformational leadership has a positive influence on preparation for change. The 
positive relationship between each variable shows that transformational leaders can 
help to direct, guide, and motivate the team to implement changes and build trust in 
implementing organizational changes. 

2) Organizational commitments have the positive impact on change readiness. Positive 
correlation between the variables indicates that if the employee’s organizational 
commitment at a higher level, then the employee’s readiness for change will be at a 
higher level too. Employees with a higher degree of organizational commitment will 
consistently show enthusiasm and positive attitude towards personal development, 
others or company 

6. SUGGESTION 

1) The leader needs to improve the communication with an employee, especially in 
delivering vision, mission, aim and purpose of the organization. Thus, the employee 
can be involved and be ready in the changing process. Besides, the leader is also 
needed to create comfortable and conducive work atmosphere in order to motivate 
the employees and improve employees’ creativity.  

2) In implementing the change, an organization needs to consider the employees’ 
commitment as one of the important factors. Employees are the element of the 
company that must experience change to make the organization running well and 
success. Moreover, employees who are more prepared will see change not as  
a burden but as a challenge. 
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