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The purpose of this study was to investigate the relationships between 

emotional intelligence, leadership behavior (Transformational and 

Transactional) and organizational commitment (affective, normative and 

continuance) in influencing perceptions and responses of organizational 

readiness for change among the academic staff in a Higher learning 

Institution. Specifically, the study attempted (1) to determine the level of 

organizational readiness for change, organizational commitment, emotional 

intelligence and perceived leadership behavior exhibited in UiTM; (2) to 

determine the relationship between emotional intelligence, perceived 

leadership behavior, organizational commitment and organizational 

readiness for change; (3) to determine the contribution of the significant 
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predictors variables towards explaining the variance of the criterion variables; 

(4) to determine whether organizational commitment is a moderator variable 

for the relationship between emotional intelligence, perceived leadership 

behavior and organizational readiness for change among the academic staff 

of UiTM. This is a descriptive-correlational research study. It was based on 

conceptual framework that combined part of adapted model from 

organizational development and change theory (Lewin, 1947, Burke-Litwin, 

1992) and the Three-Component Model (TCM) of organizational commitment 

developed by Meyer and Allen (1991, 1997). A total of 168 academic staff of 

UiTM participated in this study. They were selected based on cluster 

sampling from the main and branch campuses through Malaysia. Data were 

collected using the survey method and were analyzed using both descriptive 

and inferential statistics. 

 

This study provided empirical evidences that the academic staff of UiTM 

perceived that the organization is ready for change. The findings also 

showed that generally the academic staff has high level of emotional 

intelligent competencies, moderate level organizational commitment and 

perceived their superiors having moderate transformational and transactional 

leadership style. In term of the relationships between dependent and the 

independent variables, the result revealed that there was a positive and 

moderate linear relationship between overall scores of emotional intelligence, 

its clusters scores and organizational readiness for change. Besides, there 

was a positive and moderate linear relationship between transformational, 
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transactional leadership behavior and organizational readiness for change. 

The relationship between affective commitment and organizational readiness 

for change showed a positive and moderate linear relationship. However, 

there was positive and low linear relationship of normative and continuance 

commitment and organizational readiness for change. 

 

In terms of determining the contributions of the significant predictive power of 

emotional intelligence, transformational and transactional leadership behavior 

and the three-components of organizational commitment in explaining 

organizational readiness for change, the result revealed 44.1% of the 

variance in readiness for change is explained by emotional intelligence, 

organizational commitment and transactional leadership behavior, In 

determining the role of the organization commitment as a moderating 

variable, the finding shows that organizational commitment moderated the 

effects of transactional leadership on organizational readiness for change; 

and continuance commitment moderated the effects of transactional 

leadership on organizational readiness for change. Based on the results, the 

implications of the findings were discussed in the context of understanding 

the organization readiness for change and its implications to change 

management and adult learning and practices. Suggestions on how to 

enhance organizational readiness for change and avenues for future 

research were also provided in this discussion. 
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Tujuan kajian adalah untuk mengkaji hubungan antara kecerdasan emosi, 

tingkahlaku kepimpinan (Transformasi dan Transaksi) dan komitmen 

organisasi (afektif, normatif dan berterusan) dalam mempengaruhi persepsi 

terhadap kesediaan perubahan organisasi di kalangan staf akademik di 

pusat pengajian tinggi. Secara spesifik, kajian ini ingin (1) menentukan 

tahap-tahap kesediaan perubahan organisasi; komitmen organisasi, 

kecerdasan emosi dan tanggapan tingkahlaku kepimpinan yang dipamerkan 

di UiTM; (2) untuk menentukan hubungan antara kecerdasan emosi, 

tanggapan tingkahlaku kepimpinan dan komitmen organisasi terhadap 

kesediaan perubahan organisasi di kalangan staf akademik di UiTM; (3) 

untuk menentukan sumbangan pembolehubah tak bersandar yang signifikan 

terhadap pemboleh ubah bersandar (4) untuk menentukan peranan 
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komitmen organisasi sebagai angkubah peantara dalam hubungannya 

dengan kecerdasan emosi, tanggapan tingkah laku kepimpinan dan 

kesediaan perubahan organisasi. Kajian ini merupakan deskriptif korelasi 

yang berdasarkan pada kerangka kerja yang diadaptasi daripada 

Pembangunan organisasi dan teori Perubahan Organisasi (Lewin, 1947; 

Burke-Litwin, 1992) serta Model Tiga Komponen (TCM) yang direkabentuk 

oleh Meyer dan Allen (1991, 1997). Sejumlah 168 staf akademik UiTM 

mengambil bahagian dalam kajian ini. Mereka dipilih berdasarkan pada 

persampelan kluster yang ambil dari kampus-kampus utama dan cawangan 

UiTM di seluruh Malaysia. Data dikumpulkan menerusi kaedah soalselidik 

dan dianalisis menggunkan statistic deskriptif dan inferensi. 

 

Kajian ini telah membuktikan secara empirical bahawa staf akademik 

mempunyai persepsi bahawa organisasi mereka telah bersedia untuk 

berubah. Manakala tahap kompetensi kecerdasan emosi mereka adalah 

tinggi dan tahap komitmen organisasi adalah sederhana. Selain itu, mereka 

bertanggapan bahawa pihak atasan mempamerkan gaya kepimpinan 

transformasi dan transaksi yang sederhana. Dalam hubungan antara 

pemboleh ubah bersandar iaitu kesediaan perubahan organisasi; dapatan 

menunjukkan bahawa terdapat hubungan yang signifikan bagi kedua-dua 

angkubah tersebut. 
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Dapatan kajian menunjukkan bahawa terdapat hubungan linear yang positif 

dan sederhana antara skor kecerdasan emosi serta dimensinya dan 

kesediaan perubahan organisasi. Terdapat juga hubungan linear yang positif 

dan sederhana antara kepimpinan tingkah laku (Transformasi dan Transaksi) 

dan kesediaan perubahan organisasi. Selain itu, hubungan linear yang positif 

dan sederhana didapati antara afektif komitmen dan kesediaan perubahan 

organisasi. Walaubagaimanapun hubungan antara komitment normatif dan 

berterusan adalah positif tetapi lemah. 

 

Manakala, bagi menentukan sumbangan pengaruh serentak antara 

kecerdasan emosi, tingkahlaku kepimpinan (Transformasi dan Transaksi) 

serta komitmen organisasi dan perubahan organisasi, dapatan menunjukkan 

bahawa terdapat 44.1% varian ketiga-tiga pemboleh ubah tak bersandar iaitu 

kecerdasan emosi, kepimpinan transaksi dan komitmen organisasi terdapat 

dalam perubahan organisasi. Dalam menentukan peranan komitmen 

organisasi sebagai angkubah perantara, dan hubungannya dengan 

kecerdasan emosi, tingkahlaku kepimpinan dan kesediaan perubahan 

organisasi, dapatan menunjukkan bahawa komitmen organisasi bertindak 

sebagai perantara antara hubungan tingkahlaku kepimpinan dan kesediaan 

perubahan organisasi, Manakala dapatan juga menunjukkan bahawa 

komitmen berterusan bertindak sebagai perantara antara hubungannya 

dengan tingkahlaku kepimpinan transaksi dan kesediaan perubahan 

organisasi. Berdasarkan pada keputusan-keputusan statistik, maka implikasi 

dan hasil dapatan turut dibincangkan bagi memahami peranan kesediaan 
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perubahan organisasi serta implikasinya ke atas pengurusan serta 

pembelajaran dan amalan pendidikan dewasa. Di samping itu, beberapa 

cadangan untuk meningkatkan kesediaan perubahan organisasi dan arah 

tuju untuk kajian-kajian akan datang juga dikemukakan. 
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