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hange is a constant in life, something that forces a person out of his comfort zone. In this

paper, change is observed as d specific type of critic al thinking method, one that consists

of planning, paricipafion and evaluation of social change. It is 4 comprehensive description of
how and why the desired change is expected to happen, in o padicular context.

In the argonis otion context, the copakility to change will
lecd to o mome promizsing futue. longenec ker ef ol 2007
mentioned thot o aniz ctional changing rotes had griown
tfremendously in the lost few decodes in line with the
increcse in several footons: such oz customer demands.
globdisotion.  cost ond  technology odvoncement.
Accorcding to Buono and KEerber 20100 dus to the
chollenoges coused by these ropid chonges people howve
to be ready for the chonge ond adogt to the chdlenoes of
the envionment.

It is. themrefre, not surprising thot society consicderns the
govemmerts effof: to enhonce the business processes.
which wually involve costly svstems. o o woste of maoney
since society doss not experience any improvem ent. But this
accurrence iz manly due to low qudity ond esporsivenss: of
the pukic senize.

Accorcdng to Public Comploints Burgoo  (20014).
com ploints receved flom  Jonuony o September 2014
are about folue to adhe e to et pocedure: (155%) and
the unsofisfoctons guolity of :2wmice (13%). Thess figures
are consderd high o trends hove shown o “decreose™
potterninlost fve veors. These igures ae onindicotion thot
the public orgonization sendce i still lacking in the ability
to odopt to choange and fronsform otion envionm ent. This
is further suppoted by Fereiro ond Antwerpen (20110,
who cloim thot, if the ole @ cormed out well. the public
arganization will be muoch apprecioted and trusted by the
people, given thot its success depenck on o competent
and occountable worlkfonze.

He nce. vio litercture eview ond o questionnoie suney
anem plovess ofthe public orgonisotionin the country: this
poper dgims to gpproize the chonge monogement of the
Malonsion public orgonis ofio ne with the prim oy objectives
of investigoting the curent proctice of ogonizotion ond
aftitude of emploves: in the public orgonisofion towarck
chonge monogemert o wel o ossesing the focton
irfluencing madness of omanisotion and  em plovess
in the Maloywsion public orgonizotion toward:s chonge

manogement. Itz hopedthot the curent proctice: can be
im poved for the bettement of the notion.

This poper iz highly signiicont oz the emplovess’
reodiness for chonge is vital in determining the succes of
argaonis otionol change. RFeadines: for chonoge 5 on earky
cognitive behoviour which conseqguently leods to suppon
for or opposed reoction towands chonoge  (Armenokds
et al. 1923, The study of reodines: for chonge inour
pubdic omonisotion i clso alioned with the gowvernment’s
capirctions to prov de better guolity senices to the people.
especicdly in pomoting pubic engogement. To ensure
tronsform ction progrmmes  achieve  their obectives
readines for chonge is animpotant feld to study. given
the resistonce to chonge os epofed in post studies.

Thizs poper i expected to help public argoniz otion
em ploves: strengthen the frst ond commonic ofion
hetween themselve: oz this indirectly offects readines: for
chonge. This poperis ko im portant to build undestonding
hetween the monogement oand subordinotes and to
impmove cooperdgtion in the public omonization. This
moy help the monogement creoe on action plan to
ovelcome Edtonce omong emplovess a0 os to ensune
the actuclization of orgonizational chonge: to beneit the
pukic.

This poper will clso contibute rew  inform otion to
knowledge ond exdsting litercture of eodines: for chonge.
The findings moy akbo provide o further undestanding of
reodiness for chonge since eseoch invohing o onisotionol
cammitrent oz o foctor in our pukblic orgonis ofion contexd,
is lirnite d.

The mpid inceoe in knowledge: socicl stotus ond
enhonced technology hos resulted in o dyvnomic ond
cholenging  publc sector emdronment. Newvertheless,
orgonis otions which thrive in the 213t century o those
whe e em plovees: rem cin ready and supportive ofchanges.
Aocomding to Armenoks sf al. (19330 in fozing these
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upcoming cholenges the orgoniz ofio ns veom for em dovess” reodines: for
chonoges.

Howewer. the pimory cholenoe lies in implementing the chonoe
strotenies. monly becowe omoniotiond chonos: often foce intense
Edtonce due to lock of membes” eodines for o chonge (Kotter and
Schlesinger. 1973, Therefore, due to the inceoged lock of emploveess”
reccnes for o chonge. the organisotion’s strofe gic chonge imple me ntotion
wauclly poes oeny (Holkos and Bousinolis, 20127,

Evicdence sugoe:sts thot emploves:s are moe inclined to embroce and
support chonges when their inferests ond beliet ore donificonthy diogned
with the goolk cnd mizsion of the orgonis ction. Woious Eseoch studies howve
extoblizhed that, for emplovess to suppont and appreciote omgonis oionol
chonges such chonges must be signifconty alinned with the woluss of
an argonizotions members (Hics. 2009, Bosed on pevious studies. there
are o number of foctors thot infuence em ploves: " eadines: for o chonoe.
inzluding individud ond worlgploce foctors (Hutagool 2002: Me Ko 2012
Choi and Ruong, 2010 Dam. 2010; Hics. 2002 Hollgimssone 2008; Walino o
2008).

Howewver there o wven few integroted studies which toke o holistic
e mpective by looking into both workploce ond indvidool foctos (Goum yvajo
et of.. 20110, Holt et ol (2007 howve identiied four elements that infusnce
reacdnes for o chonge: Chonge content. process. internol contesxt ond the
incividuol invalved. t alzo found thot most previous studes in em ploveess”
reccnes forchonge do not agee with integroted model of Holt efol, (2007
ar elements os the studies only meogsued singular element: of em plovees”
reacdnes orchoange. such o: chonoge confe nt (Morgeson st ol 2008, Kefern
2008), chonge process (drmenokis ond Horis 20020 internd context Ghoh
2010 Jones e af. 20058 cnd individud cttibotes (A-Abmow,. 2015 Faghihi
cnd Alameh. 20127,

& impotant to pokbe futher ond inestfigote the empoyves:" eodnes: or o
chonge from o holistic pespective, bycorsideing the intemnol contesxdt, process
cnd individucl cttibutes. Redisticallby, thewe s o vitol need for o onisotions
to uncestand employves: " readines: for o chonge toworck the octudizotion
of orgonsational changes. Itis clsoimpaortont to identify the foctos or foces
which will offect an emploves s eadines for chonge, Thess will cllow
the leaders or top monagement to improve the employves:s’ eodines
for chonge by taking appopiate stefs which con lead to o decreose of
resstonce fo chonge in the orgonisotion.

Chonoge monogement is o stroztured opprooch to ensure thot chonoges e
thorougHy and amoothly implemented (Potter 2018) and thot the losting
benefit: of chonge ocre ochieved, According to Judith (2014) chonge
monogement i on gppooch to tronsitoning individools, teams ond
orgonizotions o o desied future stote. The focus @ on the wider impocts of
chonge. poticdoly on people and how thew os individuds ond tecms. mowve
from the curent situctionto the newone. The chonoe in guestion m oy range
fram o simple process chonge to moprchonge: in policy or strategyifthe
argonizcfion iz to achieve its potenticl.

Furthemaore, theoies about how orgonizotiors chonge diow on moony
disciplines. fom pavchology cand behovioml science. to engineening and
syvitems thinking (Motthew: ond Joshooe 20143 The underlving pinciple
is thot chonoe doss not hoppen in Bolation and thot it im pocts the whole
argonizction Gyitem ) and oll the people touche d by it.

Yorous tem s howve been used to describe eodines: for chonge o without
it. possive compdionce and resstonce to chonge will hoppen. Reodiness
wis first defined by Lewin (1247 os getfing on omonisation’s memben to
let orgonisctionol choange happen physicdly ond peovchologicdhy. The
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management has to prove that the existing process
or practice is no lenger acceptable or relevant to the
business environment in order to sustain or to gain
back success. Definition by Armenakis ef al, (1993)
on readiness for change is one of the most cited in the
change management literature, where it is organisational
members’ belief, affitudes and infentions regarding the
extent to which changes are needed and the organisations’
capacity to successfully make those changes. The need for
change can be stressed to employees, so that they feel the
desire for the change.

However, there are many commen issues and limitcrtions
of research on readiness for change documented in the
litercture. Among these is the lack of conceptual studies
on readiness for change, where literature on readiness for
change in journals (such as the Journal of Organisational
Change Management Journal of Management and
Journal of Organisational Behavior) shows that studies have
focused on investigating factors that influence readiness for
change, either individual or workplace factors.

In addition, regardess of the relevance and importance
of readiness for change in an organisation, limited research
was done to examine readiness for change in the public
sector compared to private sector (Mason, 2004; McCann,
2004). lLike the private sector, the public sector has dlso
undergone organisational change to be more effective
in the delivery of public sector services. In the Malaysian
context, research on the public sector was not as extensive
as that on private sector, as indicated in the findings by
Che Awang (2000) and Norman (2012).

Literature dlso shows that previous studies on readiness
for change are lacking in the theorstical approach.
Althcugh there were various theories governing behavioural
change, such as theory of planned behaviour and theory
of trans-thecretical model, there was not much research
on the relevance of these theories with readiness for
organisational change. Most previous studies on readiness
for change, adopted the desciiptive and case studies from
earlier research. Most previous studies were dlso based
on cross-sectional data and therefore, did not allow for
tracing changes in anindividual. Longitudinal paper of the
relationships between variables may better capture the
dynamic nature of readiness for change.

On the other hand, the mgjority of previous studies
explored change process that occurred in a single
crganisation, which prevents consideration of change
content as variable. The difficulty in obtaining data from
multiple organisations and different types of on-going
change, resulted in limited research in this varable. Studies
confined to d limited number of organisations, also limited
the ability to generalise findings and conclusions (Yousef,
2000).

In addition, the variables used are dlso observed by
this paper as one of the issuss related to readiness for
change. Bven though there are four elements - intemcl
context, change content, process and individual attributes
- that influence readiness for change (Holt et al, 2007),
most researchers focus only on one element as their
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independent varable. Lack of integrated studies resulted in
less understanding in determining the key and cucial factor
among the four elements.

Various factors have been determined via literature
review on the factors influencing the readiness for change
management. These are categorised as organisational
and organisational commitment factors, Organisational
factor is further divided into trust in management and
communication while the latter is divided into aoffective
commitment, confinuous commitment and normative
commitment.

In terms of organisational factor, cccording 1o
Korsgaard et al, (2002), trust in management is the
employee’sinclination te follow and support the leader. Trust
in management is an infernal context factor and comporent
of an organisational climate (Bouckenooghe et ai., 2009).
Trust in management provides direction in the relationship
between employee and management especially when
involved with openness and spontaneity (Sztompka, 1998).

It is recommended by this paper that trust in
management is important to ensure the cooperafion of
employaes. Organisational change which may lead to crisis
and risk for the employess, requires the management o
place importance on building trust.

With frust in management, employees may recognise the
management’s good intentions (Harvey and Keashly, 2003)
and believe that they can enjoy the benefits gained from
the change. This is supported by Bymne ef al, (2005) who
stated that employess belisve they will not be manipulated
by the management if the management is trustworthy.
Besides that, Martin (1998) expldined that employees who
trusted the management would give a positive reaction
towards organisational change. Reinke (2003) further
proved that trust in management was a strong factor for
employees to accept any change or new system.

In addition to trust in management under organisational
factor which influences readiness for change management,
communication is also vital in determining the success of
any such initiative (Hultman, 1995). According to Robbins
& Judge (2007), communication is information exchange
and happens in three dimensions: Upwards, downwards
and horizontally. It is important for an organisation to
communicate on changes since weak or low level of
communication leads to the fesling of resentment towards
the change (Covin and Kilmann, 1990).

Hence, open and honest communication is essenticl
for change actudlisation (Jones et al, 2004). It is
therefore observed by this paper that an interrupted
communication, together with misunderstanding during
change, will create o severe impact on strategy
implementation as well as action. This is further
supported by Kotter & Schlesinger (1979), who identified
misunderstanding due to communication problems or
insufficient information as one of the main reasons for
resistance to change.



FERTURE

THE INSTITUTICON CF E NS IM EE FS: RALAYS 1A

Az for orgoanizational commitment. the second foactor thot infuences
readiness for choange monogement, it is the noture of the relationship
between the individuol ond the ormgonizotion. Confidence in the
arganisation’s volugs and mission mean: the individucl will be willing to wark
hord for the inteest of the omonisotion. Therefe, this poper sunoests thot
emploves: who are committed to the arganizotion. howe o stong desie to
be port of the omonisation. dus to the foct thot commitment efects the
noture and relationship between em ploveess and omanis otion (Mow dones
afal. 19730

Cirgonis ational commitment moy be infuenced by manmy foactos. such
oz individud charoctenstics (gender oge and veor of expeience) o wel
cix argonisotiond foactos such o leadeship shde. Omonizationd commitment
is eloted to individud identificoton ond involvement in on o oniscfon and
the level of lovdty (Powel and Mewer 20020, With commitment. emplovess
will feel stionoly ottoched to the orgonisotion cond so. woluntodly odopt 1o the
argonisation’s volues and be alwons ready for changes inthe argonization.

Crgonis ofioncl commitment & divided into offective commitment,
continucanzce  commitment  and  nommotive  commitment. Affective
commitment iz eloted to emotional ottochment ond involve: on em poves
feeling toworck the omaonzotion. Em povees with strong affectve commitment
will stonein the ormgonizotion becouse they wont to.

Jn the other hand. continuance commitment refers to the individools
cworeness on the cost implicotion if one leoves the orgonizotion.
Em ploveess who hald this com mitme nte will stovin the orgonis ofio n bec ause
they howe to. The third component, omgonisational commitment, & the
normiative commitment dealing with indivicdool volues pedaining to the
need: of obligotions to the crgonisction. Em plovees in this cotegony stowvin
the amanization becouse they believe that it is the rght thing to do.

Mewer et ol (2002) stated thot crgonisctional com mitment s higher
among em ployves: who undergo good expeience in waorlk such o feeling
sctisied thot the omonzotion hos fulilled the em poves:” needs. Estokishing
positive behoviour and satisfoctary relationships ot wark will encourcoge
emploves: to be committed to work ossigned. In conclusion, bosed on
previous studies it hos been found thot o oanizationol commitment i one of
the determinonts thot hos o significant effect on the o onis otion.

To cchieve this poper’s obiectives questionnoires were dstributed to the
respo ndents vio soficopy Emoill, online survey softe e fquestionnoire ool
cind hord copy (distibution) owver tawo wee ks

Elivahu 2014) argued thot the guontitotive methodology tends
to estimate o phenomenon from lorge nom bers. therefore the doto i
colected though suneys. Prior to the guestionnoie sureey, o pilot stody: o
rurthrough ar dress eheasal of the actual stuchy wos caned oot A pilat i
o good wony to toubleshoot any equipment probem. fomilioie the team
with the procedurs: and generally. to see if the expeiment design hos
cny potenticl Aow. Folowing Connelly (2008 and Treece & Treece (19820
10% of the sample pojected fr the larmer porent stuchy wos chossn wsing
o comvenience som ping technique on emploves: of the public o o ction.
compizsing three different position levels. nomely top monogement.
profEsiond ond supporting stoff. Conboch® clpho vdoe of 0837 wos
recarded which. occordng to Geome ond Mallens 20033, wos considered
elichle o it folls within o ronoe of 0.7 to 1.0 A fior som ple: thot sugoested
by Krejcie and Maorgon (08700 wos 372, s0 over 1000 questionnoie: we e
distibuted to pudic orgonisofion empoveess. However only 330 wee
successfully retume d with complete answe s,



The level of agreement on the curent practice of
crganisation and employees towards change management
and factor influencing readiness for change management
are investigated via Relafive Importance Index, which is
able to make the ranking based on its level of importance
(Chan and Kumaraswamy, 1997). Both the curent practice
and factors influencing readiness for change management
are investigated from two factors influencing readiness of
change management as discussed earlier: Organisational
factor (frust in management and communication) and
organisational commitment factor as discussed in the
following sub-sections.

1. Current Praclice of Organisafion and Employees
fowards Change Management
Table 1, which shows “the management team has a
positive vision for the future”, is the most agreed current
practice of organisation and employees towards
change management in organisational factor of trust in
management (B1). In addifion, it is also claimed that in
the current public organisation, “the supervisors speak
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up for employees during the change process”; thisis a
very good sign of change management initial practice
in the public organisation in Malaysia. Nevertheless, it
has been found that “the top management does not
pay sufficient attention to the personal consequences
that change may have for the employvees”, although
“they coach employees very well about implementing
the change”.

Meanwhile, “"good communication between the
supervisors and employess about the organisction’s
policy towards the changes” is a major current practice
of organisafion and employees tfowards change
management in organisational factor of communication
(B2). It is also found that “the employees are regularly
informed on how the change is going to be” although on
the contrary, “the employess lack sufficient information on
the progress of the change from the top management”.
In comparing both the organisational factor of trust in
management and communication, it has been found thart
trust in management (Bi) plays a better rdle in the current
practice of public organisation and employees towards
change management with generally higher RII.

Table 1: Ranking of current practice of organisation and employees towards change management

(B1) Trust in management

B1.5 The management feam has a positive vision for the future 0.774 1

B1.3 The supervisors speak up for employees during the change process 0.716 2

The supervisors are capable of fulfilling their new function as a resulf of the

B1.4 0.716 3
change

81 2 The top management coaches employees very well about implementing the 0.701 i
' change '

B1 1 The top management pays sufficient atfention fo the personal consequences 0.669
' that the change may have for the employees '

(B2) Communication

B9 There is good communication between the supervisors and employees about 0.720
' the organisation’s policy towards the changes '

B2.1 Employees are regularly informed on how the change is going to be 0.718

B2.6 Employees are informed about the reason for the change 0.699

B2.5 Departments are informed about the change sufficiently 0.699

B2.3 Information provided on the change is clear 0.693

B2.4 Employees are sufficiently informed of the progress of the change 0.672
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2. Facfors Influencing Readiness for Change
Management

As for factors influencing readiness for change management
ameng employees in ferms of organisational commitment
(C1), it has been found that “the enjoyment discussing abourt
organisation with outsider” and “staying with the current
organisation is a martter of necessty as much as desie” are
the most important factors as shown in Table 2. In addition «ll
the ather 13 factors of organisational commitrment recorded
the Relative Importance Index (RIl) of more than 0.5. This
apparently shows that the Malaysion public organisation
is starting to give its organisafiond commitrment to influence
readiness for change management among employees.

FEATURE

As for individual commitment (C2) factors which
influence readiness for change management among
employees, the mdjority of respondents claimed that
the most important factors are that they are wiling “to
support change” and “to do things in new/credtive ways”.
In comparing the factors that influence readiness for
change management among employess between the
organisational commitment and individual commitment,
this paper found that the individual commitment (C2)
contriibutes a more significant factor than organisational
commitment fowards influencing the readiness for change
management among employess with all of the Rlls record
more than 0.75.

Table 2: Ranking of factor influencing readiness for change management amongst employees

(C1) Organisational commitment

C1.2 | enjoy discussing about my organisation with people outside it 0.751 1

c1a ngh’r now, staying with my organisation is a matfer of necessity as much as 0.75] 5
cesire

c1 One of the major reasons | continue to work in this organisation is that | believe 0.748 3

' loyalty is important and therefore feel a sense of moral obligation to remain '

@I | would be very happy to spend the rest of my career with this organisation 0.734 4

c14 | think | could .eds,.lly become as attached to ancther organisatfion as | am fo the 0.730 5
current organisation

(@21 ) | feel that | have very few options to consider leaving this organisation 0.658 &

C16 It would be very hard for me fo leave my crganisation right now, even if | wanted 0.655 7
fo

Cl.13 | was taught fo believe in the value of remaining loyal to one organisation 0.655 8

(G | recllly feel as if this organisatfion's problems are my own 0.653 9

o114 Thlng§ were better in the days when people stayed in one organisation for most 0.652 10
of their careers

c17 Too much in my life would be disrupted if | decided to leave my organisation 0.648 .
now

C1.10 Jumping frem organisation fo organisation does not seem at all unethical fo me 0.636 12

e This organisation has a great deal of personal meaning for me 0.633 13

c112 If | got another c.>fferfor a befter job elsewhere | would not feel it was right to 0618 14
leave my organisation

c115 | do net think that fo be an organisation man or organisation woman is sensikle 0.592 15

danymore
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(C2) Individual Commitment

FEATURE

C2.12 | am willing to support change 0.815 1
C2.6 | am willing to do things in a new or credtive ways 0.808 2
&2:3 | am willing to be part of the new project team 0.804 3
c24 | am willing fo create new ideas 0.800 4
@2 | am willing to change the way | work because of the change 0.800 5
c2.9 | am willing to be part of the change programme 0.798 6
@) [am wiling to leam new things 0,798 7
—— [ amwiling to Improve what we are currently doing rather than implerment a major S :
change
C2.2 ['am wiling fo solve organisation's problem 0./80 o
(@2l [am wiling To change something even If it appedrs to be working 8] 7! 10
c2.8 [ am wiling To Take responsibllity for the change if it falls In my area 5 11
(@2 [ arm wiling To work more because of the change 0765 12
E25 [arm wiling To find ways To make the change fall 0763 13
c2,14 [ amwiling to sell Ideas about the change 0.756 14

In genercl, from the investigated current practice of
corganisation and employees in the Malaysian public
corganisation towards change management and the
factors influencing readiness of organisation and
employees in the Malaysian public organisation towards
change management, it is suggested that the public
organisation focus on trust in management, the factor in
which the tfop management should pay sufficient attention
to the personal consequences that the change could have
for the employees.

This is reflected in the employees’” opinion on the
management current practice where the organisation pays
insufficient aftention to personal consaguences. Meanwhile,
in communication, the organisation must be focused and
make greater effort to inform employees on the progress of
the changs, in order to make organisational change more
effective. It is also suggested that the public crganisation
pay more attention to the factor of rewards in the form
of appreciation for employees who work on and
contribute to the change programme and encourage
them fo sell the change ideas so as foinfluence readiness
for change management among employess.

Eventually, the results discussed have demonstrated
that this paper has successfully achieved its aim tfo

appraise change management in the Malaysian public
organisation as limited research is available, as claimed
by Mason (2004) and McCann (2004), in examining the
readiness for change in the public sector compared to
private sector. This paper has not only identified various
antecedents and issues for better understanding as
well as improving knowledge in readiness for change
management, but it also provides, for the management,
an understanding of factors that help employees get
ready for organisational change. By considering the
role of the management and employee characteristics,
organisational change can be achieved since it s
impoessible fo implement any change programme
without the involvement of both parties.

As o result, the management can plan and
manage change programmes more effectively since
it is important for public organisations to perform well
and be prepared in the business reengineering and
tfransformation process so as to provide better cutcomes
for the public. This requires public organisation to always
be ready for enhancement and not be complacent.
Through this paper, better strategies can be taken up
to ensure public organisctions are in “high readinass” in
order to achieve the visions and missions established by
the government.
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