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AN ANALYSISOF THE INFLUENCE
OF TRANSFORMATIONAL LEADERSHIP
AND ORGANIZATIONAL COMMITMENTS
ON CHANGE READINESS

Organizations that cannot adapt to changes wilimeinated by competitors and unable to
maintain their existence. Organizational changeguire organizational readiness, for
example, from a human resources perspective. Aoritapt factor affecting the readiness for
change is transformational leadership, in whichrtile of the leader is to direct, guide and
motivate the team to implement changes, and bbidttust on facing or implementing
organizational changes. Moreover, due to the highmizational commitment of employees,
it can help to implement further company stratetpegspond to the changes. This study aims
to review various previous research that discumssformational leadership, organizational
commitment, and change preparation. Literature istuds previous findings related to
transformational leadership, organizational comraittnand change readiness that used as
research methodology and a coherent analysis.eBudts indicated that: 1) there is a positive
influence between transformational leadership amahge readiness; 2) there is positive
influences between organizational commitment arahgk readiness.
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1. INTRODUCTION

Under the rapid global development, there are hesiness risks found, the exciting
opportunity, innovation and new leadership systehictv can cause the changes that
continuously experienced by organization (Madseal.e2005). In facts, an organization
continues to face other challenges and new prolappears, therefore it is needed to
implement a development or a change in order tei\siduring the competition. There is
none of organization located on stable environmewgn in a bigger company, which
has a big impact of market domination, should e®pee a change. Continuous
implementation of changes can quickly improve teegfggmance of senior organizations,
therefore it is able to reach success in an orgépiz and vice versa. The organization or
the company that cannot adapt to the changes wilidfeated by a competitor in order to
maintain their existences. Organizational changeires organizational change readiness
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in terms of Human Resources. Organizational chdegeands human resources to change,
therefore employee change readiness is one ofrtpertant things to achieve the success
of organizational or company development. Eby e{2000) explains that the change is
needed as a support of a company or an organizatoiremployee’s support is also needed
to prepare change readiness. According to Despl@f¥5), positive factors that lead to
the changes is the readiness of individual changédivjdual readiness will have an impact
on focus, feeling and mind set of the attitude belaviour, if an individual is ready they
will be able to adjust himself to the changesalt decrease the influence on the successful
of change. Holt et al. (2007) argues that changdiness is a multidimensional form that
influenced by beliefs of employees which are aldleiniplement the change specific
efficacy, the proposed change is related to theogpiateness, the leader commitment to
the changes which proposes a benefit for orgaoizdiersonal valende The readiness of
an individual to change is an important factor gfamizational success to implement the
changes (Bernerth, 2004).

Under the conditions of organizational change, eyg® demand to leave their previous
comfort zone, however, not every employee is re&mlychange. Furthermore, the
organizational commitment has an important rolprtavide change readiness of workers.
According to Meyer & Allen (1991), organizationaramitments have 3 dimensions that
consist of affective, sustainable and normative mitment. The affective commitment is
an employee's emotional attachment, identificatzorg participation in organization. The
sustainable commitment is a commitment based orcdh#any disadvantage regarding
the employee resignation. While, the meaning ofradive commitment is the individual
feelings obliged to stay loyal to their organizatién the research by Durkin and Bennett
(1999) it was revealed that high organizational sotment of employees can help the
implementation of company strategy to deal withngjea The organizational commitment
is a strong will of individual to become an orgatian member, the willingness to work
related to the organizational expectations, cefiairef by accepting value and purpose of
organization (Luthans, 2012).

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

Walumbwa et al. (2008) stated that transformatideatlership is one of leadership
styles that support the change readiness becaarsefdrmational leadership can help to
improve the effectiveness of employees and proeiggouragement “can definitely do!”
Transformational leadership is the leadership dhdeinspires and motivate the employees
to implements the job beyond the expectation aeit thwn interests for the benefit of
organization, the empirical proof was found in theearch that implemented by Kartika
(2016) which proofed that transformational leadgrahfluenced the readiness for change.
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Based on the explanation above, this research #&mseview the problem of
transformational leadership and organizational c@ément concerning the change
readiness in an organization. Several research thamines the influence of
transformational leadership and organizational cadment on the change readiness has
been done many times in different way. Researcimey'ests to review the study about the
change readiness of worker which influenced by sf@mational leadership and
organizational commitment, then resume it in otdegive the recommendation in order to
improve the change readiness until the resistafidheochanges can decrease and the
influenced on the possibility of changes is gettingger.

2. LITERATURE REVIEW

2.1. Transformational L eadership

Transformative leader is a leader who creates, timglty, admiration, and respect for
his followers and among adherents and leaders. ff&esformational leadership’s
supporters believe that they are voluntarily reladgchieve the goals, objectives and vision
of the organization. Robbins (2001) stated thahsf@rmative leader is a person who
inspires the followers to changes their life anfifmk that transformational leadership is
able to aspire to bigger targets and visions. Toamstive leader is willing to do anything
best to achieve the organizational targets, to vatgj and to raise his followers morale
(Sari, 2018).

2.2. Organizational Commitment

A worker can show different levels of commitmensé&a on what he believes. By
studying the level of commitment can predict howaker is involved in organizational
commitment and the factors and the relationshipvéen the factors. Commitment is part
of the responsibility for the job given. Workerslibee that they are required to devote
themselves to achieving organizational goals, twastence in the organization. Therefore,
they intend to stay in order to fulfill the obligarts or contracts that they have signed.
Where researchers believe that certain factors habigy impact on each component of
commitment and different components of commitmedrdve different levels of service
(Novitasari et al., 2020).

2.3. Readinessto Change

Readiness to change is a necessity that must legiemped by an organization in order
to be able to continue to adapt to a dynamic enwirent. Organizational change is defined
as the act of shifting an organization from curnditions to the desired future conditions
due to increase creativity. While, operational d®is defined as a planned and unplanned
transformation in the organizational structure,htetogy and/or the people within
(Santhidran et al., 2013).

2.4. The Influence of Transformational L eader ship on Readinessto Change

Change is often associated with leadership. Tramsfional and individual leadership
are the perceptions of the readiness to changeextonincluding; communication,
organizational support, and alignment of organazel values (Sari, 2018).
Transformational leadership is a changing prodeaswill encourage employees to take



10 T. Akbar, S. Tirtoprojo

initiatives change and reduce employees’ reluctaiocdoe more communicative and
participative.

2.5. The Influence of Organizational Commitment to Change Readiness

Nordin (2011, as cited in Sari, 2018) added thidcsifze commitment has a positive
effect on change readiness through employee inadwé through the change process and
building the value that employees feel about theelits of change can encourage
employees to be ready to change. However, thers@re studies that have found that
affective commitment has a negative effect. Batigt al. (2014, cited in Sari, 2018) stated
that one of the characteristics of affective commeitt is high employee loyalty. When
employees do not have a sense of loyalty, the tioteo leave the organization is high,
even though they are involved in the change proéesemployee concerns about the costs
that will arise if they do not provide support fmmpany changes, and perceptions of the
benefits that obtained if they participate in ches{Sari, 2018).

3. RESEARCH METHODOLOGY

This research used a qualitative approach. Theadatked is literature study which
implemented by recording previous findings relatecthe variable of transformational
leadership, organizational commitment, and chargdiness. Then, combine the findings,
analyzing the finding coherently and clearly.

This article used secondary data which was obtaimech the several previous
literatures. The supporting literature in this ss@ comes from books and previous
journal. The data analysis method used in thisarebeis descriptive-qualitative analysis
technique, the technique was chosen to illustra&e groblems related to the change
readiness then reviewed it back in order to prodat=ant input and improve the change
readiness until the resistance of changes can alEseand causes a great impact on the
variable.

4. RESULT AND DISCUSSION

This research combined the result of several pusviudies within the variable of; X
transformational leadership and #rganizational commitments to analyze the inflesnc
on Variable Y in the context of change readinebgre are the results and discussion related
with the research problem.

H1. The Influence of Transformational L eader ship on the Changereadiness

The initial hypothesis proposed in this researdhaissformational leadership which has
positive influence on the change readiness in tharozation. There is several research that
support the influence of transformational leadgrsbivard change readiness.

Santhidran et al. (2013) stated that this resezonherning the organizational change is
not fully understood in the developing countriegezsally related with the changes of the
process and inside this research found the proatf lFadership gives the significant
influence to the change readiness. The successfikémentation of organizational change
has become the important management task. Therchsean Taiwan gives addition of
mechanism knowledge where the transformation leshiferhas influenced the behaviour
supports to change the organization change (Chal,e2015). The finding of this study
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confirms the importance of transformational leatgrsn successful implementation of
change.

The result of previous research by Bommer et aD0%2 found leader with
transformational leadership style which effectivalyplie the change in the organization.
The leaders have the characteristics of charismasionary thinkers, and brave in taking
the risk, out of the box and energize with havihg &bility to motivate the other people
when acts as the role model and mentor for théoviers. The other results also concluded
that leader with the transformational characterigithe positive change agency, able to
cope the complex work environment and changingdiggiave the positive behavior to
apply the evidence-based practice, and the endedlitive influenced to the organization
culture (Aarons, 2006; Mahalinga Shiva & Suar, 2(M2rphy, 2005; Ward, 2002).

The comparison of the influence can be seen a®lbeving table below:

Table 1.The Influence of Variable Xtoward Variable Y

Research Title Variable Mnfluence Variable X has no influence
Variable Y on Variable Y
Enabling Organizational | Leadership positively and
Change Leadership, significantly affects change

Commitment to Change | readiness but not commitment fo
and The Mediating Role gfchange
Change Readiness

(Santhidran et al., 2013)

Transformational Transformational Leadership
leadership and change | had a positive direct effect on
readiness and a employee change readiness and
moderating role of its dimensions

perceived bureaucratic
structure: an empirical
investigation (Abbasi,

2017)

Transformational There were significant
Leadership, Change differences in transformational
Management, and leadership between academic
Commitment to Change: and business organizations

A Comparison of
Academic and Business
Organizations
(Cementina-Olpoc

& Hechanova, 2013)

Changing Attitudes about| Transformational leader
Change: Longitudinal behaviors (TLB) generally were
Effects of associated with lower employeée
Transformational Leader | Changing Attitude
Behavior on Employee
Cynicism about
Organizational Change
(Bommer et al., 2005)
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Based on the summary table above, three of fowwareh result stated that there is
a positive and significant influence of Transforipaal Leadership toward change
readiness within the explanation as stated onable above. And one of them stated that
Transformational leadership did not have any effecthange readiness. Therefore, based
on the majority of result, it can be indicated tlagansformational Leadership has
significant effect on Change readiness. It candi@ that Hypothesis 1 is accepted.

H2. The Effect of Organizational Commitment on the Change readiness

The second hypothesis of this study is about tigardzational commitment that has
a positive influence on the change readiness inoeganization. The success of
organizational management determined by how orgéiniz manages Human Resource.
The commitment of employees to the company detersnthe way of an organization to
achieve the purpose. Human resource managementmsshe employee commitment on
valuable organization. Because, if the employeeoimmitted to the company, the work
result might be productive and ready to change waryecondition, there are several
organization entering the elements of commitmenthascondition to hold a position
offered in the job vacancy promotion because theisomportant.

Table 2.The Influence of Variable Xtoward Variable Y

Research Title Variable2influence Variable % has
Variable Y no influence on
Variable Y

Readiness for organizational change: [Ote findings indicate
organizational commitment and social significant relationships

relationships in the workplace make a| between readiness for change
difference? (Madsen et al., 2005) and organizational

commitment
Organizational Culture Change and its SEM analysis find out|
Effect on Change Readiness through that organizational
Organizational Commitment (Suwaryq commitment
et al., 2015) negatively affects the

readiness to change.

The influence of leadership behavior afidansformational and

organizational commitment on transactional leadership
organizational readiness for change inbehavior could contribute to
higher learning institution (Nordin, formulation of organizational
2012) readiness for change and

subsequently lead to the
success of a change program.

Employee Readiness for Organizatiorjdlhis article unveiled that
Change: A Case Study in an Export | organizational commitment
Oriented Manufacturing Firm in Sri | and trust in peers and
Lanka (Samaranayake, 2017) management were
significantly and positively
correlated to employee
readiness for organizational
change.




An analysis of the influence of transformationadership... 13

Based on the table of comparison above, threewfrfsearch stated that Organizational
change positive and significantly influence charggdiness. Only one research stated that
organizational commitment negatively affect changgdiness within the explanation as
what it stated on the table above. Therefore,nitlmsaid that Hypothesis 2 is accepted.

Furthermore, Allen and Meyer (1990) stated thatnizational commitment reflected
of three general components whiafiective commitment, continuance commitment, and
normative commitmenAccording to Iverson (1996) the organizationaheooitment is the
best predictor in the change than with the jobsfattion, the employee who has the high
organizational commitment will put more effort inthhange projects to build positive
attitudes toward change. Madsefmal. (2005) serves the finding in this research abloait t
job satisfaction factor and change readiness, whereresults show the organizational
commitment has positive relationship for readingss felt to change the organization.
Al-Hussami et al. (2018) also deliver the reseassgult to the nurse in the hospital there
are three component of organizational commitmeritlvaccounts for a low to moderate
amount of the readiness for change variant, thissHews that the organizational
commitment has influenced on the change readiness.

5. CONCLUSION

Based on the result and the literature review kit been implemented through this

research, it can be concluded that:

1) Transformational leadership has a positive inflgeo preparation for change. The
positive relationship between each variable shdwastransformational leaders can
help to direct, guide, and motivate the team tolémgent changes and build trust in
implementing organizational changes.

2) Organizational commitments have the positive impacthange readiness. Positive
correlation between the variables indicates thahdéf employee’s organizational
commitment at a higher level, then the employee&liness for change will be at a
higher level too. Employees with a higher degreergénizational commitment will
consistently show enthusiasm and positive attitiodeards personal development,
others or company

6. SUGGESTION

1) The leader needs to improve the communication asthemployee, especially in
delivering vision, mission, aim and purpose of thganization. Thus, the employee
can be involved and be ready in the changing psodgssides, the leader is also
needed to create comfortable and conducive worlogphrere in order to motivate
the employees and improve employees’ creativity.

2) In implementing the change, an organization needsonsider the employees’
commitment as one of the important factors. Emmgyare the element of the
company that must experience change to make thaniaagion running well and
success. Moreover, employees who are more prepailedee change not as
a burden but as a challenge.
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