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Abstract

BACKGROUND: The study of readiness to change in the context of the education industry is needed in a
situation to prepare for the 4.0 industrial revolution at the Colleges which demands preparation in facing the
VUCA era. The colleges are also in danger of being disrupted if it does not immediately make changes and
adjustments to its role in the world of education. Therefore, readiness for change is the key for organizations
to respond quickly and successfully to change.

METHODS: Review the literature with a literature search strategy through publish or perish (the keywords
used are readiness to change, colleges, tertiary institutions).

RESULTS: Ninety-six journal articles were found to publish or perish (step 1). The author manually screened
the titles for inclusion and exclusion criteria to obtain 15 articles (step 2). All articles were subjected to an
abstract review for screening according to criteria. From the results of the final selection, 11 reviewed journal
articles were obtained.

CONCLUSION: Acceptance and readiness to change is an important part of the organization especially the
colleges which requires immediate attention. Need to be open to changes made before preparing for change.
Alignment of the organization’s vision and mission with employees’ personal needs to be created by
communicating messages of change so that they tend to have a positive attitude towards organizational change.
Besides, trust in management proved to be important in implementing strategic decisions and an important
determinant of employee openness to change.

Introduction

The study of change and development is one of the major themes in social science [1], [2], and interest in
these topics continues to grow as organizations struggle to cope with technological advances, global markets,
and market denationalization and deregulation, resulting in an acceleration of environmental complexity. This
complexity requires organizations to rapidly transform themselves to survive.

Change is not an extraordinary effect, which is produced only in certain circumstances by certain people [3].
Change is inherent in human action and always occurs in the context of human social interaction [1]. Given
that organizations are sites of evolving human action, it is no exaggeration to say that changes are ontologically
prior to organization [3]. We must conclude that organizations are in a state of continuous change and, in order
to survive, they must develop the ability to continue to change themselves gradually and, in most cases,
fundamentally [4].
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Various case studies, theoretical reviews, and applied articles have suggested factors that may be associated

with readiness indicators but most readiness research has shifted to focus on leadership roles, commitment,
general organizational context, and health organizations. There is still little literature that examines readiness
for change in the education industry context. Even though the industrial revolution 4.0 at the industry demands
preparation in the face of the VUCA era which is volatile (fluctuating), uncertain (uncertain), complex
(complex), and ambigue (unclear). The colleges are also in danger of being disrupted if it does not immediately
make changes and adjustments to its role in education.

Change presents a special challenge at the college because college culture is one of which is individualism and
academic autonomy [5]. Coaldrake and Stedman, 1999 [6] suggest that structural and policy changes are
needed to link staff aspirations with the strategic objectives of the institution. Khan, 2001 [7] argues that
colleges need to articulate a strong and unifying vision that will provide staff with a common sense of purpose,
and suggests that they need to focus staff’s minds on context, customers, competition, and challenges.

Readiness for change is the key for an organization to respond quickly and successfully to change. If policies
are seen as consistent with organizational values, it is likely that changes will be accepted and the organization
is likely to change in the direction specified. Organizations must also ensure that when organizational changes
occur, employee behavior changes so as to achieve the desired results [8]. In the process of change, individuals
make judgments and considerations about what they know, experience, and feel. Assessment is mainly
influenced by cognitive and emotional so that changes in mindset that occur in organizational change must be
supported regardless of various reasons and factors that are different from each individual. In addition, high
employee morale, trust, appreciation, leadership, organizational climate as a support, the colleges commitment
to providing easy access, and the use of technology for students are also determinants of change [5].
Individuals make assumptions about the change process, evaluate it, find its meaning, and develop feelings
about it [9].

One study shows that a higher level of employee readiness for change predicts a higher successful
implementation of change [10]. A longitudinal study conducted by Drzensky et al., 2012 [11] found readiness
for change among employees at German Colleges are positively related to the successful implementation of
organizational change. Meanwhile, effective organizational change is influenced by many factors. The
accumulation of empirical and practice-derived evidence conclusively shows the readiness of employees to
change is one of the main considerations. If employees play a central role in implementing change.

Methods
Search for literature

Two search strategies were undertaken to collect research relevant to the literature based on inclusion and
exclusion criteria. First, an electronic database search was conducted using Publish or Perish (Google Scholar
database, journal only) between early May and mid-September 2020, the search term reflects two aspects: The
theory of readiness to change and the research context. Readiness to change. Second, we sorted references
from each study that met the inclusion requirements of readiness to change at the College level

Literature screening

Review the literature with a literature search strategy through publish or perish (the keywords used are
readiness for change, college). A total of 96 journal articles were found (step 1). The author manually filtered
the title for inclusion and exclusion criteria in the context according to the keywords stated in the title so that
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there were 15 articles (step 2). All articles were subjected to an abstract review for screening according to
criteria. From the results of the final selection, 11 reviewed journal articles were obtained (Figure 1).

Results

The selected studies were summarized based on the research context, research subjects, and findings regarding

the Readiness to Change study at the College level. The Table 1 summarizes the review findings. Table 1:
The selected studies were summarized based on the research context, research subjects, and findings
regarding the Readiness to Change study in educational industry.

Writer Year | N Subject Findings

Akbuut [5] | 007 709 teaching staff High staff morale can be seen from trust,
appreciation, and leadership. Most of the staff saw
a supportive organizational climate; and the
University’s ~ commitment  to  providing
convenience and equality, the use of technology
by students, and maintaining quality

Neves [21] | 2009 | 145 full-time Readiness to change is important for an institution
employees to prepare before adopting change. Some of the
steps taken are creating and sharing a strong
message for change and showing the parties
involved that change is in everyone’s best
interests. Managers are key actors in promoting
feelings of readiness for change in employees and
the right time to deliver messages will impact the
organization, enabling successful adoption of
change and institutionalizing the change

Drzensky | 2012 | 166 researchers, Using a social identity approach. The relationship
et al. [11] administrative between organizational identity and readiness for
2 staff, and students | change is higher when the perceived change

culture is strong or when facing change is high. If
the change process is not in line with the interests
and identity of the organization, then the
employees who are bound will fight fiercely.
Large  organizational  changes, adequate
information, and participation are promising
elements of successful change management

Nordin 2012 | 169 Academic staff The findings in this study also succeeded in
[22] determining the  moderating  effect of
organizational commitment on transactional
leadership and readiness to change. This suggests
that a high level of organizational commitment
will benefit transactional leadership behavior
during the early stages of the change process, and
thus may have significant potential as a change
management strategy for implementing successful
change. Another interesting finding in this study

© 2022, [JSREM | www.ijsrem.com DOI: 10.55041/IJSREM13523 | Page 3



http://www.ijsrem.com/

o

%RE International Journal of Scientific Research in Engineering and Management (IJSREM)

w Volume: 06 Issue: 05 | May - 2022

Impact Factor: 7.185 ISSN: 2582-3930

suggests that continuity commitment exhibits a
statistically significant moderate effect on the
relationship between transactional leadership
behavior and readiness to change

Imam et al.
[23]

2013

307

Holders of a
doctorate from a
faculty working at
the university.

Studies illustrate the strength and relationship of
cultural ~ dimensions and  organizational
performance with individual readiness to change
as mediators. This study also makes a significant
contribution through testing mission, consistency,
adaptability, and engagement with organizational
performance, while individual readiness for
change acts as a mediator. Statistical results show
that organizational culture and individual
readiness to change can play a role in
organizational performance. However, the
readiness of individuals to change is proven to be
a partial mediator and the engaged nature of
organizational culture resists change readiness.
Faculties that are highly aware of change and have
a culture of change can do better

Gelaidan,
Al-Swidi
[13]

2018

260

Academic staff

An employee’s emotional intelligence and
effective leadership are more likely to be open to
change. The first strategy is to increase the
readiness of leaders and change agents for change
plans. Second, organizations encourage and
promote employees for change readiness through
a leadership style that facilitates proper
communication.  The  organization  must
communicate with employees, engage employees
and ensure their participation in planning and
implementing change

Zuraida et
al. [16]

2018

40

free lecturer

External factors such as policy support from
faculty/school leaders and intrinsic factors such as
teaching experience. Perceptions of external
factors, especially = management  support,
indirectly affect employee involvement. This
relationship is actually explained through
cognitive mechanisms through an individual’s
readiness for change

Qureshi, et
al. [24]

2018

188

Employees of all
private and public

sector higher
education
institutions in
Karachi

management needs to bring change recipients into
confidence about the suitability of the desired
change long before the implementation of the
change program. if change recipients believe they
must remain committed, they will inherently
motivate themselves to cooperate with the change
process. This underlies their discretionary
behavior which is largely influenced by
subordinates, peer behavior, and organizational
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facilities. There is a desire (affective) and a need
(continuity) for the implementation of the
proposed changes

Workeneh, | 2019
Abebe
[25]

367

administrative
staff

Any changes that may occur if introduced by the
company are likely to be accepted by staff and
they are trying to see the change effort as a
positive thing. On the other side of the challenge,
the determinants are effective enough to bring
about changes on the part of the staff, wherever
the change comes from trust in top management,
whether the quality of communication is good or
not, high or low management participation and
known or unknown history of change. the
determinants of change readiness have a positive
impact on employee readiness to change. Change
needs to be refreshing, bring a good feeling about
change, convince staff that change is a positive
process. Therefore, the governing body must
clearly create awareness about the history of
change and its importance, Top management must
believe in employees about the changes that will
happen to be effective. management must live up
to its promises and consistently implement
changes. Decisions about changes in related
matters are taken in consultation with staff
members to make changes and allow sufficient
time for consultations. Problems must be
discussed openly, both the way of communication
between management and staff must be
transparent, therefore management must be aware
of the history of change before any change
initiatives are implemented, and participate
deeply in bringing about the desired changes and
communication about changes must be
informative, clear and enlightening. management
must live up to its promises and consistently
implement changes. Decisions about changes in
related matters are taken in consultation with staff
members to make changes and allow sufficient
time for consultations. Problems must be
discussed openly, both the way of communication
between management and staff must be
transparent, therefore management must be aware
of the history of change before any change
initiatives are implemented, and participate
deeply in bringing about the desired changes and
communication about changes must be
informative, clear and enlightening. management
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must fulfill its promises and consistently
implement changes. Decisions about changes in
related matters are taken in consultation with staff
members to make changes and allow sufficient
time for consultations. Problems must be
discussed openly, both the way of communication
between management and staff must be
transparent, therefore management must be aware
of the history of change before any change
initiatives are implemented, and participate
deeply in bringing about the desired changes and
communication about changes must be
informative, clear and enlightening

Yeap et al. | 2020 | 330 lecturers from 7 | The workplace culture in different countries can
[26] polytechnics influence a significant difference in the
teaching relationship between leadership behavior and

entrepreneurship | commitment. For practical implications, the
findings serve as a strategy for department leaders
to enhance their leadership and increase lecturers’
readiness to change. These findings have provided
significant insights to a higher level for education
policymakers

Waisya, 2020 | 611 respondents from | understanding  the  relationship  between
Weib [27] public and private | transformational leadership, readiness to change,
universities in | and affective commitment to change helps
Kurdistan provide sound managerial practices to increase

employees’ affective commitment to change

Discussion
Readiness to change and openness to change

Longitudinal study conducted by Drzensky et al. 2012 [11] found readiness for change among employees in
the pre-change implementation of German colleges are positively related to the successful implementation of
organizational change 1 year later. This study shows that encouraging employee change readiness is an
essential prerequisite for successful organizational change. This section describes readiness to build on change
and provides an overview and synthesis of several studies related to it. In general, readiness is essential for
successful change in organizations. If employees are committed to their jobs but are maintained reluctant to
accept organizational change, then top management cannot deliver results on time. Therefore, acceptance and
readiness to change is an important part of an organization that requires immediate attention.

Openness to change is a construct introduced by Van den Berg et al., 2000 based on cognitive adaptation
theory [2], which states that individuals with the highest levels of well-being during stressful life events are
those who also have high levels of self-esteem, optimism, and perceived control [2]. Several authors have
demonstrated also the usefulness of psychological resources in building personalities that are resilient and
open to change [12].
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In describing constructs of openness to change in a rearranging workplace, Van den Berg et al., 2000 [2]
include several variables including acceptance of information about change, participation in the change
process, self-efficacy in belief in change, social support, and personal impact of change. According to these
authors, the variables mentioned are often more responsive to organizational intervention than other variables
in cognitive adaptation theory (self-esteem, general perceived control, and optimism) [2].

Readiness for change and communication of change plans

Research has shown that when there is alignment between employees and organizations with regard to vision,
goals, values, and culture, employees tend to have positive attitudes, and acceptance of, organizational
change.Understanding the notions of employee readiness, behavior, attitudes, and motivators, there are
opportunities to carefully and skillfully combine a broader set of data beyond the traditional research,
normative business and management research components identified in the literature [12]. Several authors
suggest that communication is an important mechanism for the effective implementation of organizational
change [8], [13].

Readiness to change and trust in management

The concept of trust - to some extent - has been explored in research into organizations as well as in other
disciplines (eg sociology, psychology, philosophy and economics), and to a lesser extent in the entrepreneurial
literature. There are many definitions of belief in various disciplines [14]. Most of the definitions of trust
contain general elements of expectations, expectations or beliefs about the intentions and beliefs of others.
Trust is built when others share common values and norms. Emotions - respect, compassion, empathy - are all
important in the production of trust. From a business perspective, belief” lowers transaction costs, fostering
intra and inter-organizational relationships, and assisting with innovation and information sharing. In their
examination of the concept of trust, Hohmann and Malieva, 2005 [14] establish three general elements of trust:
reciprocity, hope and knowledge.

Trust in the top management literature, depicts trust as a concept that represents the degree to which employees
trust the goodwill of their leaders, in particular the extent to which they believe that the leader is honest,
sincere, and impartial when taking a position to take account of. Trust in top management is shown to be
important in implementing strategic decisions and an important determinant of employee openness to change.
One of the most difficult things that employees experience when faced with change is the uncertainty,
ambiguity, complexity and stress associated with processes and outcomes. Trust can reduce these negative
feelings, because it is a resource for managing risk, spreading complexity, and explaining the unknown through
help from others. Therefore, readiness for change will be greatly undermined if the behavior of important role
models (i.e., leaders) is inconsistent with their words.

With regard to trust in top management literature, trust is described as a concept that represents the level of
trust that employees have in their leader’s goodwill, specifically the extent to which they believe that the leader
is honest, sincere, and impartial when considering their position. Trust in top management is very important
in implementing strategic decisions and an important determinant of employee openness to change.

It was argued that leadership affects readiness to change and increases employee commitment. This is
according to a study by Portoghese et al., 2012 [15] that mentioned that employees’ expectations of efforts to
change are strongly influenced by their commitment to change, which results from leadership behavior and
effective communication with all participants in the change implementation. Colleges must realize the
importance of lecturers’ readiness for change. This is because readiness for change is a mediator of the
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relationship between transformational leadership and commitment to teaching entrepreneurship [13]. Most of
the free lecturers at Y University have a positive view of management support, with a high level of readiness
to change, and a high level of interaction. This condition is related to external factors such as policy support
from the faculty and intrinsic factors such as teaching experience. Perceptions of external factors, especially
management support, cannot influence employee engagement [5]. This relationship actually exists in a
person’s reality through the individual’s readiness to change [16].

Readiness to change and the perceived impact to change

Readiness is manifested through different channels (emotions, thoughts and intentions), indicating that
employee readiness for change is the result of a complex interaction between the three forces of psychological
functioning. The relationship between the emotional and cognitive and emotional dimensions and the
intentional dimension partly supports Ajzen’s Theory of Planned Behavior, 1991 [17]. It establishes that
people develop feelings and cognitions about the benefits and disadvantages associated with whether or not
they are involved in change.

Change needs to be refreshing, bring a good feeling about change. Research on readiness to change, initially
mostly derived from the opinion of Armenakis et al., 1993 [8], defines readiness to change as “individual
beliefs, attitudes and intentions regarding the extent to which change is needed and the organizational capacity
to successfully make changes.” These changes, individuals make assumptions about the change process,
evaluate it, find its meaning, and develop feelings about it [9] organizational readiness to change [18].

Some employees welcome organizational change, viewing it as an opportunity to benefit and enhance their
status, while others are distracted by change and tend to continue their work practices as before or perceive
them as threats and formulate negative attitudes toward them [19]. According to Judge et al., 1999 [19], one
of the strongest and most consistent disposition variables related to coping with change is positive
effectiveness. Other authors also support a positive relationship between positive effectiveness and coping
with stressful episodes in work settings [20]. Based on the above findings, core self-evaluation is a
dispositional trait that defines how people evaluate themselves and their relationship to the environment [19].

Managers are key actors in promoting feelings of readiness for change in employees and the right time to
deliver messages will impact the organization, enabling successful adoption of change and institutionalizing
the change [21]. A high level of organizational commitment will benefit transactional leadership behavior
during the early stages of the change process, and thus may have significant potential as a change management
strategy for implementing successful change [22]. The readiness of individuals to change is proven to be a
partial mediator and the engaged nature of organizational culture resists change readiness. Faculties that are
highly aware of change and have a culture of change can do better [23]. Their discretionary behavior which is
largely influenced by subordinates, peer behavior, and organizational facilities [24]. Decisions about changes
in related matters are taken in consultation with staff members to make changes and allow sufficient time for
consultations. Problems must be discussed openly, both the way of communication between management and
staff must be transparent, therefore management must be aware of the history of change before any change
initiatives are implemented, and participate deeply in bringing about the desired changes and communication
about changes must be informative, clear and enlightening [25]. The findings serve as a strategy for department
leaders to enhance their leadership and increase lecturers’ readiness to change [26]. Understanding the
relationship between transformational leadership, readiness to change, and affective commitment [27].
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This finding is consistent with the findings of previous studies that show how important it is for an organization
to create conditions conducive to change. When employees perceive their organization’s high priorities as
aligned with change goals, they think the organization can implement change successfully, and they believe
that there is effective communication on this issue; Their individual capacity for change is also enhanced,
which contributes to the capacity of the organization to change. This finding is consistent with the findings of
previous studies which show how important it is for an organization to create conditions conducive to change.
When employees perceive their organization’s high priorities as aligned with change goals, they perceive the
organization can implement change successfully, and they believe that there is effective communication on
this issue; Their individual capacity for change is also enhanced, which contributes to the capacity of the
organization to change. This finding is consistent with the findings of previous studies which show how
important it is for an organization to create conditions conducive to change. When employees perceive their
organization’s high priorities as aligned with change goals, they think the organization can implement change
successfully, and they believe that there is effective communication on this issue; Their individual capacity
for change is also enhanced, which contributes to the capacity of the organization to change. and they believe
that there is effective communication on this issue; Their individual capacity for change is also enhanced,
which contributes to the capacity of the organization to change. and they believe that there is effective
communication on this issue; Their individual capacity for change is also enhanced, which contributes to the
capacity of the organization to change.

Conclusion

Acceptance and readiness to change is an important part of the organization especially the Education industry

which requires immediate attention. Need to be open to changes made before preparing for change. Alignment
of the organization’s vision and mission with employees’ personal needs to be created by communicating
messages of change so that they tend to have a positive attitude towards organizational change. Besides, trust
in management proved to be important in implementing strategic decisions and an important determinant of
employee openness to change. How important it is for an organization to create conditions conducive to
change. When employees perceive their organization’s high priorities as aligned with the goals of change, they
consider the organization to be able to implement change successfully, their individual capacity for change is
also enhanced, which contributes to the organization’s capacity to change. Employees welcome organizational
change, viewing it as an opportunity to benefit and enhance their status. Change needs to be refreshing, to
bring good feelings about change, to develop feelings and cognitions about the benefits and disadvantages
associated with being involved or not.
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