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Abstract 

The purpose of this study was to look into the impact of change leadership on employee readiness to change in a few 
public organizations in Ethiopia’s Amhara national regional state. The study’s population consists of 2546 employees 
from eight public organizations that had begun implementing various change initiatives. Quantitative survey method 
was applied to conduct this study. A total of 514 employees were chosen for the survey using a simple random sam-
pling technique. The measurement instruments’ reliability and validity were tested using exploratory and confirmatory 
factor analysis methods. The data were analyzed, and the hypotheses were tested using structural equation modeling 
method. Change leadership and organizational culture, as well as organizational culture and employee readiness to 
change, were found to have a significant relationship. However, change leadership has no direct effect on employees’ 
readiness to change, and organizational culture does not affect the relationship between change leadership and 
employee readiness to change. The study will add knowledge and provide a base for future research.
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Introduction
There is a pressing need for public organizations to 
implement organizational change in today’s world [56]. 
However, implementing organizational change in public 
organizations is a huge challenge [33, 37]. For organiza-
tional change to take place, both individuals and organi-
zations must be willing to change [3]. Several studies 
have shown that a large percentage of change initiatives 
fail [13, 36]. There have been numerous reasons cited for 
such failures in change implementation. The most com-
mon reason was discovered to be a lack of employee 
readiness to change. The theories and approaches of 
change management do not provide a clear framework 
on how to manage change successfully. Previous studies 
disclosed the inherent contradictions and lack of empiri-
cal evidences about organizational change management 

[14]. The main question here is where to begin and how 
leaders can prepare their employees for change. These 
questions have prompted researchers to seek out appro-
priate solutions for successful change.

According to research, the readiness of employees 
to change is a key factor in change’s success [19, 39]. 
However, in many previous studies, this critical factor 
was frequently overlooked [56]. Many researchers have 
focused on individual behaviors that contributed to 
the failure or success of change implementations. Tak-
ing this into account, numerous studies have empha-
sized the importance of increasing employee readiness 
for a specific change initiative [3]. During organiza-
tional change, the importance of change leadership has 
been emphasized [19]. Previous research has looked 
into and demonstrated how transformational leader-
ship can help employees support a specific organiza-
tional change. They did, however, overlook leadership 
behaviors that have been discussed in the literature 
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on change management [19, 56]. Researchers suggest 
that the majority of studies arguing for the importance 
of change leadership in government organizations are 
qualitative case studies [55]. As a result, little empirical 
evidence exists about how and to what extent change 
leadership contributes to the change process [19, 22].

Government in developing countries shoulder a major 
responsibility for maintaining the stability and the pro-
motion of rapid economic and social development. One 
possible way of achieving this is by delivering effective 
and efficient public service to citizens. Change manage-
ment is not only essential component of public sector 
transformation, but also a crucial factor to the success 
of efficient public service delivery. In the context of 
public sector institutions, change management should 
focus on how to bring a transition from old public 
administration approach to modern adaptive processes. 
Ethiopian government organizations have been imple-
menting a variety of change initiatives. Most of these 
change initiatives have been part of public management 
reform programs aimed at making public organizations 
better in terms of service deliver through process and 
structural changes. These change initiatives were aimed 
at improving the performance and service delivery in a 
more efficient and transparent manner. These include 
change packages from the federal government through 
sponsorship (sometimes by imposition) by interna-
tional donor agencies and foreign governments. When 
we see the civil service reforms programs implemented 
for the last two decades in the country, it can be con-
cluded that most of them (if not all) did not achieve 
their desired results and failed. However, because the 
majority of them claimed to have failed, the success 
rate for change is lower than expected. Ethiopian pub-
lic institutions can be characterized by lack leadership 
commitment, slow official decision and action, staffed 
by old aged people, common practice of nepotism, and 
unresponsive to the public.

This study was made on the fact that public organiza-
tions in Ethiopia faced with problems in terms of effec-
tively implementing change initiatives. The problem of 
change leadership in Ethiopian public organizations can 
be supported by the prevalent nationwide challenge in 
change implementation. This challenge is due to change 
fatigue [50–52]. Change initiatives were short-lived, and 
new change initiatives introduced before the evaluat-
ing the outcomes of the previous one. These reduced the 
civil service willingness to accept new change initiatives. 
The main problems associated with the problem include 
resistance, ignorance of context during implementa-
tion and lack of leadership capacity. This indicates that 
the change management practice in Ethiopian public 

sector organizations needs to be examined. This piqued 
the researchers’ interest in why change initiatives fail 
and what factors can improve employees’ readiness for 
change.

The above-mentioned realities necessitate identifying 
the most effective factors that will assist change leaders 
in scientifically understanding change processes. They 
may be able to solve problems of change resistance as 
well as improve their readiness to change by doing so 
[28]. The purpose of this study was to look into the role 
of organizational culture in mediating the relationship 
between change leadership and follower change readi-
ness. As a result, the following two research questions are 
addressed in this study: (a) How does change leadership 
affect employee readiness to a specific change in govern-
ment organizations? And (b) How does organizational 
culture influence the relationship between change lead-
ership and employee change readiness? Based on this, 
the objective of this research is to investigate the effect 
of change leadership behavior on employees’ readiness to 
change and how the relationship between change leader-
ship and employees readiness is mediated by organiza-
tional culture.

The researchers believe that this research will be use-
ful and have both practical and theoretical implica-
tions. First, this research contributed to the literature 
on change management. In future studies, the research 
model will be validated and replicated. The model could 
be useful in the future. Second, the findings of this study 
will encourage change leaders in Ethiopian government 
organizations to prioritize change readiness as a key fac-
tor. Finally, the study assists change leaders in obtaining 
and utilizing study data, which may be used to assess, 
design, and evaluate new and existing change initiatives.

Theoretical and conceptual framework
Change leadership and employees’ readiness to change
Leadership often cited as an important element in terms 
of creating conducive environment for effective change 
implementation. Literature on organizational change 
management indicates that boosting employees’ readi-
ness for change depends on specific attributes of the 
leader and how the leader promotes the change leader 
[2, 42]. There are different styles of leadership, and most 
studies mention transformational and change leadership’s 
effect on employees’ readiness for change, but there is 
some level of difficulty of differentiating between them. 
Some writers and researchers tend to use them inter-
changeably, asserting that they share common elements 
[19]. One criterion to differentiate between the two is 
time orientation. Transformational leadership argued 
to emphasize on long-term effects on followers, while 
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change leadership focuses on short-term and specific 
change project [19, 39]. Most change leadership dimen-
sions such as communicating the plan for change, build-
ing a guiding coalition, developing a sense of urgency or a 
compelling rational for the change and providing support 
can be linked to one or more dimensions of transforma-
tional leadership [19, 39, 56]. On the other hand, trans-
formational leadership is related to strategic leadership, 
while change leadership is more attached to tactical lead-
ership behavior [19].

Change leadership is defined as the behavior of direct 
supervisors, which aimed at framing and shaping organi-
zational change, and creating capacity among change 
recipients to implement change [1]. Change leadership 
involves enhancing favorable attitude among change 
recipients concerning change [56]. Change leadership 
behaviors include ensuring the need for change, pro-
viding vision and plan, building support and commit-
ment, and monitoring the implementation [2]. Leaders 
by exhibiting change leadership behaviors such as high-
quality change information and employee participation, 
communication about change and providing individual 
employees the opportunity to contribute in the change 
process [19]. Specific attributes of a leader and the way 
how he or she promotes the change is one critical factor 
to increase individual employee’s readiness to change. 
The attribute and change-promoting behavior embraces 
the concept of change leadership. Change leadership can 
be conceptualized as the behavior of direct supervisors, 
and it is aimed at framing and shaping organizational 
change along with boosting the capacity of employees to 
implement the change initiative [1]. It involves crating 
favorable attitudes among change recipients regarding 
the change [56]. It includes ensuring the need for change, 
providing vision and plan, building support and commit-
ment to the change, and monitoring its implementation 
[2]. Change leaders should also show behaviors such as 
high-quality change information and employee partici-
pation, communication about the change and providing 
individual employee the opportunity to contribute in the 
change process [19].

Many failure stories of change implementation 
reported along with various factors as a reason [13]. 
Among these, individual employees’ lack of readiness to 
change is one of the commonly mentioned reasons for 
change ineffective implementations [29]. Change lead-
ers can influence their employees’ readiness to a given 
change, and they can use numerous factors. Among oth-
ers, participation in decision making [29, 44, 56], com-
munication and information [21, 44], organizational 
support [21, 29], organizational culture [8, 21, 38, 44] are 

the factors that change leaders could use to enhance their 
employees’ readiness to change.

Empirical studies have also indicated the positive and 
significant effect of leadership in employees’ readiness to 
change [49]. Change leader’s attribute found to be cru-
cial in the process of creating employees’ readiness to 
change. Bakari et  al. [28] suggest that successful imple-
mentation of change requires its leader to boost employ-
ees’ readiness and provide behavioral support for change. 
Employees’ participation in the change management pro-
cess found to create a feeling of empowerment, control 
and motivation [44, 56]. Diab et al. [23] reported a posi-
tive correlation between employees’ readiness to change 
and leader’s behavior. In addition to this, psychological 
empowerment by the change leader [43] and support by 
the change leader [16, 29] found to significantly predict 
employees’ readiness to change. Thus, the following is 
hypothesized:

H1:  Change leadership is positively related to individual 
employee’s readiness to change.

Change leadership and organizational culture
The emergence of organizational culture as a pivotal vari-
able in determining the successful effort to implement 
institutional change has been mentioned by authors. 
They argued that organizational culture determines 
employees’ readiness to a given change initiative [38]. 
Change initiatives that are aligned with the organiza-
tional culture may be embraced with enthusiasm and 
implemented quickly [17]. Organizational culture can 
be defined in many ways perhaps the central essence 
of these different definitions circulates around rela-
tively similar concepts. Organizational culture can be 
defined as “a pattern of shared basic assumptions [47], as 
“beliefs and behavioral norms [53], and as “a belief, atti-
tudes, and intentions of employees [8]. The core values 
of an organization begin with its leadership [53]. Lead-
ers have to play their role in shaping and maintaining an 
organization’s culture [38]. They have to ensure consist-
ent behavior between members of the organization [53]. 
They should also be explicit about the type of culture 
and underlying behaviors that will best support the new 
ways of doing things, and find opportunities to socialize, 
model, and reward those behaviors [38]. Normative per-
spective defines organizational culture as a shared beliefs 
and expectations. Organizational culture in this study is 
viewed from this normative perspective and conceptual-
ized including six sub-dimensions. These dimensions are 
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teamwork and conflict, climate and moral, information 
flow, involvement, supervision and meeting.

Leadership styles are theoretically and empirically 
related to organizational culture. Leaders mold organi-
zational culture; they do this through role modeling, 
teaching and coaching [48]. They can also shape sound 
organizational culture through articulating vision, direc-
tion, valuing and nurturing organizational members [20]. 
Leaders who can align and communicate core values 
and provide support can shape organizational culture. 
A strong positive relationship between leadership styles 
and organizational culture is suggested [5]. Leadership 
can shape the culture of an organization [40]. Framing 
a vision for change that catalyzes cultural elements of 
the organization creates a powerful means of stimulat-
ing support for change among employees [38]. Charis-
matic personality of a change leader largely influences 
followers to support the change as well as change their 
values, beliefs and working attitudes, which help employ-
ees understand and accept the organizational change 
[2]. Organizational culture that matches to employees’ 
change readiness should be evaluated by the change 
leader and change-related dimensions should be identi-
fied [8, 38]. This will lead to change leadership efforts tar-
gets only the areas where employees’ change readiness is 
need to be improved [8]. Based on this, the following is 
hypothesized:

H2:  Change leadership is positively related to organiza-
tional culture.

Organizational culture and employees’ readiness to change
The relationship between organizational culture and 
employees’ readiness to change, as well as how the for-
mer influences the latter, has been investigated and 
reported by numerous researchers [8, 27, 44]. There are 
cases where the characteristics of organizational culture 
led to failures of change programs. Enhancing employ-
ees’ readiness to change requires assessment of organi-
zational culture. Such an assessment should target the 
areas where improvement in change readiness is needed 
[8, 38]. Understanding organizational culture enables 
leaders to leverage existing values and behavioral norms 
in designing change interventions. Thus, it is essential to 
identify those aspects of organizational culture targeted 
for modifications as well as those dimensions intended 
to be preserved or strengthened [38]. As a multidimen-
sional concept, change readiness entails values, beliefs, 
attitudes, thoughts, emotions and intentions.

Values, beliefs, behaviors and other cultural elements are 
related to change readiness. Organizational culture boosts 
employees’ readiness to change through motivation, align-
ment, flexibility and trust. They are organizational culture 
dimensions impacting change readiness [32]. Organiza-
tional culture can impact employees’ readiness to change 
through intrinsic motivation. Intrinsic motivation is 
referred to the desire of employees to comply with organi-
zational norms and values. Organizational identification 
positively affects change readiness if the values of employ-
ees match with the values levied by the change initiative. 
Change that is based in the existing culture value is more 
likely to be accepted by employees [21]. Flexibility as an 
organization value directly leads to employees’ readiness 
to a given change initiative. Organizations with flexible 
structures and flexibility-oriented values are more ready to 
change [31]. Another dimension of organizational culture 
that has an impact on employees’ change readiness is trust. 
It refers to the willingness to cooperate to achieve goals 
[54]. Relationships that are based on trust lead to employ-
ees’ readiness to change [34].

Empirical studies made have confirmed the direct rela-
tionship between organizational culture and employ-
ees’ readiness to change. These findings further suggest 
organizational culture as a crucial to successful organiza-
tional change implementation; through boosting employ-
ees’ readiness to change. Gelaidan and Ahmed [27] 
indicated the positive influence of organizational cul-
ture on employees’ readiness to change. They suggested 
that public organizations which are interested to imple-
ment change initiatives to be concerned with organiza-
tional culture. Adil [2] reported the positive relationship 
between organizational culture and employees’ readiness 
to change. Positive organizational culture found to trigger 
employees’ motivation and commitment to participate in 
the change implementation [44]. The role of culture of 
effectiveness in terms of increasing employees’ readiness 
to a change initiative is also found [40].

Based on the above theoretical and empirical asser-
tions, the following hypothesis is posited:

H3:  Organizational culture is positively related to 
employees’ readiness to change.

Mediation of organizational culture
Change leaders are responsible to shape and maintain 
appropriate organizational culture, which is conducive 
to foster employees’ willingness to accept and imple-
ment change initiative. They are required to shape the 
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behaviors and attitudes of their employees. By doing 
this, they create a favorable climate toward change [4]. 
According to Kin et al. [35], change leadership refers to 
leadership which possesses the necessary abilities and 
attributes that are crucial to shape appropriate organi-
zational culture that enable them enhance their employ-
ees’ readiness to change [35]. This implies that leaders 
may positively influence employees’ readiness to change 
through organizational culture [40]

Leadership can be beneficial by creating cultural 
aspects which is favorable to organizational change. 
Literature suggests that leaders’ behavior greatly influ-
ences all aspects of organizational culture and indicates 
the expected influence of culture on employees’ readi-
ness for change [27]. The role of organizational culture 
between leadership and employees’ readiness for change 
is reported. Organizational culture and change manage-
ment have a positive return, and also organizational cul-
ture mediates the relationship between leader–member 
exchange and organizational change management [41]. 
Organizational culture has previously been reported as 
a mediating factor between leadership style and affective 
commitment to change [27]. The impact of ethical lead-
ership on employees’ readiness for change and the partial 
mediation role of organizational culture between the two 
is reported [40]. The mediating role of organizational cul-
ture between change leadership and employees’ readiness 
to change is also found [2]. Therefore, this study intends 
to investigate the mediating role of organizational cul-
ture in the relationship between change leadership and 
employees’ readiness to change by postulating the fourth 
hypothesis:

H4:  Organizational culture will positively mediate the 
relationship between change leadership and employees’ 
readiness to change.

Methods
From the total of 2560 employees of the seven organi-
zations, representative sample size was included in the 
study. Based on Morgan table, the sample size was esti-
mated to be 334. Selecting a larger sample size to com-
pensate for the likelihood of response rate lower than 
100% is recommended by authors [11]. The researcher 
believes that the issues to be raised in this research are 
very sensitive and respondents may hesitate to give 
response to them. Taking into account the research cul-
ture of the country, the researcher adjusted the sample 
size assuming the response rate of 65%. The adjusted 
sample size is 513.

Krejcie and Morgan [46] formula

where s = the required sample size, χ2 = the table value of 
Chi-square for one degree of freedom at the desired level 
of confidence level = 95% = 3.841 = (1.96*1.96), N = pop-
ulation size, P = the population proportion (assumed 
to be 0.5). Krejcie and Morgan recommended 0.5 as an 
estimate of population proportion as this proportion 
will result in the maximization of variance and produce 
maximum sample size [46], d = the degree of accuracy 
expressed as a proportion (0.05)-error the researcher 
wants to accept.

Using the above formula

So the adjusted sample size is 334/0.65 = 514.
Seven items from the Herold et  al.’s [19] instrument 

were used to measure the independent variable change 
leadership. The organizational culture (mediating vari-
able) instrument was adapted from Glaser et  al. [24], 
which has 13 items for the six sub-constructs of team-
work and conflict (2 items), climate and morale (3 
items), information sharing (2 items), involvement (2 
items), meetings (2 items), and supervision (2 items) 
(2 items). Employees’ readiness for change was meas-
ured using nine items from an instrument developed by 
Dave et al. [18] (three items for each of the three sub-
constructs: intentional, emotional, and cognitive readi-
ness). The three instruments’ items are all rated on a 
Likert scale of 1–5, with 1 indicating strong disagree-
ment and 5 indicating strong agreement.

A total of 340 instruments were collected out of 
514, with a good response rate of around 65%. Thir-
teen cases were removed from the data set because 
they had more than 10% missing values. In addition, 
the data were screened for respondents who were 
uninterested in participating. In this case, 11 people 
were excluded because they answered yes or no to the 
majority of the questions. There were no outliers, and 
missing values were identified and imputed using the 
marching response method [45]. In terms of skewness, 
the indicators and all other variables have a fairly nor-
mal distribution. Statistical Package for Social Sciences 
(SPSS) version 22 and structural equation modeling 
method of analysis using Analysis of Moment Structure 
(AMOS) version 23 were used to analyze the data Using 

S = χ2
N P (1− P)/d2(N − 1)+ χ2

P (1− P)

S = 3.842 ∗ 2560 ∗ 0.5 ∗ 0.5/ 0.52(2560− 1)

+ 3.841 ∗ 0.5(0.5)

S = 334
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respondents are between the ages of 45 and 55, 16.1% are 
under the age of 25, and only one (0.3%) is over the age of 
55. Male respondents make up 70.9% of the total, while 
female respondents make up 29.1%. When it comes to 
educational attainment, 61.1% have a bachelor’s degree 
and 27.5% have a master’s degree. Diploma, third-degree, 
and certificate holders make up small percentages of 
the respondents, accounting for 9.5%, 1.3%, and 0.6%, 
respectively.

The majority of respondents (36.1%) have between 
2 and 5  years of work experience, while 30.4% have 
between 6 and 10 years of work experience. Only 5.7% of 
respondents have less than one year of experience, with 
27.8% having more than ten years of experience. Employ-
ees’ perceptions of change leadership that are rated 
as most important to them and their readiness for the 
change were determined using descriptive statistics. The 
descriptive table represents scores from subscales of the 
316 sample when reporting the results. It is calculated 
descriptive statistics on employee responses to change 
leadership, organizational culture, and employee readi-
ness for change. The mean, standard deviations, skew-
ness, kurtosis, and zero-order Pearson correlations are 
shown in Table 2. A check for multi-collinearity between 
variables was also performed. If Pearson R-values exceed 
0.90, a multi-collinearity problem will be assumed [26].

Factor analysis exploratory
The researchers used principal component factoring to 
condense a total of 29 Likert scale items into the three 
required variables. Due to their low-reliability scores, 
eleven items (four from organizational culture, two from 
change leadership, and five from readiness to change) 
were reduced. In the confirmatory analysis, the remain-
ing 18 items were used. For change leadership, organi-
zational culture, and employees’ readiness for change, 
the Kaiser–Meyer–Olkin sampling adequacy value was 
0.0.876, 0.790, and 0.876, respectively, which is higher 
than 0.70 (Table 3). This indicates that each variable can 
be predicted with a sufficient number of items. When we 
look at the KMO and Bartlett’s test results, we can see 
that the data from the questionnaire are suitable for con-
firmatory factor analysis.

Table 1  Demographic profiles of respondents

Variable N Percentage

Age 316 100

 Below 25 51 16.1

 Between 25 and 44 211 66.8

 Between 45 and 55 53 16.8

 Above 55 1 0.3

Gender 316 100

 Male 244 70.9

 Female 92 29.1

Education status 326 100

 Certificate 2 0.6

 Diploma 30 9.5

 First degree 193 61.1

 Second degree 87 27.5

 Third degree 4 1.3

Work experience 316 100

 < 1 year 18 5.7

 Between 2 and 5 years 114 36.1

 Between 6 and 10 years 96 30.4

 > 10 years 88 27.8

Table 2  Mean, standard deviation, skewness, kurtosis, and correlations

CL change leadership, ERC employees’ readiness to change, OC organizational culture

Mean SD Skewness Kurtosis CL OC ERC

CL 3.50 1.13 − .195 − .619 1.000

OC 2.79 .680 − .183 − .325 .372 1.000

ECR 3.18 .876 − .243 − .454 .284 .391 1.000

Structural Equation Modeling has some advantages. 
One advantage is that latent variables are more reli-
able measures than observed variables because meas-
urement errors are estimated and removed. Another 
advantage is that it easily allows the researcher to 
examine models with multiple dependent variables 
[15]. It permits the estimation of the goodness of fit of 
an entire model. AMOS is the appropriate software for 
the analysis of structural equation modeling. It also has 
a user-friendly graphical interface and the potential to 
enhance conceptual understanding and communication 
of results [15, 45].

Study result
The demographic profiles of the respondents were 
described before the hypotheses were tested. Table  1 
shows the demographic characteristics of respond-
ents, including their age, gender, educational status, and 
work experience. The majority of the workers (66.8%) 
are between the ages of 25 and 44. In addition, 16.8% of 
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Confirmatory factor analysis (measurement model)
A confirmatory factor analysis was conducted, which 
included 18 items and explained three major latent 
variables. Table  4 shows the results of construct and 
convergent validity for each of the three latent con-
structs, including Cronbach alpha (EFA), composite reli-
ability (hereafter CR) of the scales, and average variance 

explained (hereafter AVE) (Table 4). To test the measure-
ment model, major goodness-of-fit (GoF) measures were 
used [10, 12, 15, 45]. Chi-square statistics to the degree 
of freedom (CMIN/DF), goodness-of-fit index (GFI), 
adjusted goodness-of-fit index (AGFI), normed fit index 
(NFI), Tucker–Lewis index (TLI), also known as the non-
normed fit index (NNFI), comparative fit index (CFI), 

Table 3  Summary of exploratory factor analysis results to examine the validity of questionnaire

Change leadership Organizational culture Employees’ 
readiness for 
change

KMO 0.876 0.790 0.876

Bartlett’s test chi-square 1049.777 684.285 1611

Df 15 28 28

Significance .000 .000 .000

Table 4  Factor loadings, composite reliability and average variance explained

CL change leadership, OC organizational culture, ERC employees’ readiness for change, SWR standardized regression weight, SMC squared multiple correlation, CR 
critical ratio

***p < 0.001

Variable Item Sd coeff CR and AVE Source

Change leadership Change leadership3—My leader made a case for urgency of this change 
prior to implementation

0.62 CR = 0.854
AVE = 0.57

Herold et al. [19]

Change leadership4—My leader built a broad coalition up front to sup-
port the change

0.75

Change leadership5—My leader empowered people to implement the 
change

0.79

Change leadership6—y leader carefully monitored and communicated 
progress of the change implantation

0.84

Change leadership7—My leader gave individual attention to those who 
had trouble with the change implementation

0.75

Organizational culture Team work and conflict 2—People I work with accept criticisms without 
becoming defensive

0.57 CR = 0.887
AVE = 0.47

Adil [2]

Climate and moral1—This organization respects its workers 0.76

Climate and moral2—This organization motivates people to be efficient 
and productive

0.70

Climate and moral3—There is an atmosphere of trust in this organization 0.63

Information flow2—I get enough information to understand the big 
picture here

0.72

Supervision1—My supervisor delegates responsibilities 0.69

Supervision2—My supervisor gives me criticism in a constructive manner 0.70

Meeting1—Time in meetings is time well spent 0.74

Meeting2—Our discussions in meetings stay on track 0.66

Employees’ readiness for change Employees’ readiness to change5—Plans for future improvement will not 
come too much

0.67 CR = 0.835
AVE = 0.56

Dave et al. [18]

Employees’ readiness to change5 6—I have good feeling about the 
change project

0.80

Employees’ readiness to change7—I experience the change as a positive 
process

0.81

Employees’ readiness to change9—I found the change refreshing 0.72
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and root-mean-square error of approximation are some 
of the most commonly used measures (RMSEA).

The model fit the data well, with GFI = 0.905, 
AGFI = 0.876, NFT = 0.900, and CFI = 0.942, and the 
hypothesized model adequately described the sam-
ple data. The TLI value in this study is 0.930, indicat-
ing that there is a good fit (Table 5). The hypothesized 
model’s RMSEA is 0.063, with a 90% confidence inter-
val of 0.047 to 0.059 and a p-value of 0.176 for the test 
of the closeness of fit. This means that we can be 90% 
confident that the true RMSEA value in the population 
will be between 0.053 and 0.072 (Table  5). This repre-
sents a high level of precision, and it can be concluded 
that the model that was initially proposed fits the data 
well.

The overall results of the structural model analysis 
using SEM are shown in Table 6. The structural model 
is well-fitting. The Chi-square index (CMIN/DF) 2.589 
with a p-value of 0.000, as well as other fit indices 
(GFI = 0.892; AGFI = 0.856; NFI = 0.894; TLI = 910; 
CFI = 0.924; RMSEA (CLOSE) = 0.071(000), can be 
used to determine this (Table 6). All of these model fit 
indices are above the recommended level, indicating 
that the structural model has an acceptable goodness-
of-fit (GoF) to the sample [10, 12, 15, 26, 45].

The researcher compared the hypothesized model 
to two alternative models to see if it was robust. First, 
alternative model 1 specified a mediation-only model 
that differed from the original model only in that the 
direct link between change leadership and employees’ 
readiness for change was set to zero.

The model has a lower good fit (2 = 0.145) than the 
others. The descriptive fit indices were nearly identi-
cal (AGFI = 0.001TLI = 0.001, CFI = 0.001), with the 
CFI being marginally better. The second model was 

the direct effect only model (alternative model 2). 
Only the direct effect of change leadership on employ-
ees’ change readiness was allowed in this study, while 
the other two relationships were set to zero. The 
model was found to be less accurate than both the 
original and alternative models (1(2 = 63.617 df = 1). 
The descriptive fit indices GFI = 0.010, AGFI = 0.012, 
NFI = 0.001, TLI = 0.019, CFI = 0.017, and RMSEA 
(RMSEA = 0.007) all decreased. As a result, when 
compared to the alternative model, the original model 
produced a better fit. Furthermore, the original model 
is less resource-intensive than the two alternatives.

The variables’ structural relationships
The structural part of the specified model was examined 
in addition to testing the appropriateness of the measure-
ment model. Figure  1 shows the outcome of the analy-
sis. Standardized coefficients and significant numbers 
were used to confirm or reject the research hypotheses 
(Table  7). The full hypothesized model shows sufficient 
model fit (GFI = 892; AGFI = 856; TLI = 910; CFI = 924, 
and RMSEA (PCLOSE) = 0.071) (2 = 333.835 df = 129 
GFI = 892; AGFI = 856; TLI = 910; CFI = 924, and 
RMSEA(PCLOSE) = 0.071) (000).b The direct and indi-
rect effects were accounted for in the structural model. 
The model shows a negative and insignificant direct 

Table 5  Model fit indices

a Byrne [15], bHair et al. [26], cBagozzi and Yi [10], dBentler [12], eLomax and Schumacker [45]

CMIN/DF p-value GFI AGFI NFI TLI CFI RMSEA

Recommended < 5a Insignificant ≥ 0.85a ≥ 0.80b > 0.90c > 0.95d > 0.90c 0.05–0.08e

CFA(measurement) 2.269 000 0.905 0.874 0.900 0.930 .0.940 0.063 (0.012)

Table 6  Model comparison

All models are compared to the hypothesized model

***p < 0.001

Structural model χ2 Df Δχ2 GFI AGFI NFI TLI CFI RMSEA

Hypothesized model—Full 333.83 128 – 0.892 0.856 0.894 0.910 0.924 0.71 (000)

Alternative model1: Mediation only 333.98 129 0.15 0.892 0.857 0.894 0.911 0.925 0.0071 (000)

Alternative model2: Direct effect only 379.60 130 63.6 0.882 0.845 0.893 0.892 0.908 0.078 (000)

Organizational Culture

Readiness to changeChange leadership

Fig. 1  The research model (adapted from literature)
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path from change leadership to employee readiness for 
change, which contradicts H1. Organizational culture 
is significantly and positively linked to change leader-
ship (= 0.42; p 0.01). As a result, H2 is accepted (see also 
Fig. 2).

Organizational culture, according to H3, should be pos-
itively related to employees’ willingness to change. This 
hypothesis is supported by the data (= 0.15; p 0.04). A 
direct link between a predictor and an outcome variable 
is not required to postulate a mediation effect, accord-
ing to one argument. As a result, we put the proposed 
organizational culture mediation of change leadership 
and employee readiness to change to the test (H4). The 
data show that change leadership has no indirect effect 
on employees’ readiness for change through organiza-
tional culture (= 0.063). To claim that there is mediation, 
the coefficient for the indirect effect must be significantly 
lower than the direct effect. However, the indirect effect 
(= 0.063) has a higher coefficient than the direct effect 
(= − 0.03). As a result, H4 is not supported (Table 8).

Discussion
The study investigates whether organizational culture 
mediates the relationship between change leadership 
and employee readiness to change. Change leadership 
has a negative and insignificant direct impact on employ-
ees’ readiness for change, according to the findings of 
the study. This finding is consistent with Herold et  al. 
[19] and Mangudjaya’s [39] findings that "change leader-
ship has no significant impact on employees’ readiness 
(commitment) to change." There is also a lack of a direct 
relationship between change leadership and change 
recipients’ commitment to change [56]. He confirmed 
that the link between change leadership and employees’ 
willingness to change should be viewed as an indirect 
one. Other leadership styles may have a stronger relation-
ship with followers’ willingness to change as a result of 
this. The findings of Herold et al. [19], which found that 
transformational leadership was more strongly related to 
employees’ change commitment than change leadership, 
could support this argument.

Change leaders and change agents can boost their fol-
lowers’ motivation to adapt to the desired change initia-
tive by communicating clearly and consistently. Employee 

empowerment and participation in change-related prob-
lem-solving will also increase their belief that change is 
possible. Giving followers the authority to use resources 
to solve problems related to the change initiative can 
increase followers’ intrinsic motivation to participate in 
the change. Change leadership and organizational cul-
tural change have a strong relationship. Change lead-
ership has a positive and significant relationship with 
organizational culture, according to this study (regression 
weight = 0.42, p = 0.01). This study’s finding is consistent 
with Adil’s [2] research. With (regression weight = 1.5, p 
0.04), the results show that organizational culture has a 
direct positive and significant effect on employees’ readi-
ness for change.

The findings on the impact of organizational culture on 
employees’ willingness to change are in line with the pre-
vious research. It has been reported that organizational 
culture has a positive impact on employees’ willingness to 
change [27]. If a link between organizational change and 
employee readiness to change can be found, it is a win–
win situation [2]. It is also discovered that organizational 
culture plays a role in enhancing employees’ readiness to 
take on change initiatives. The role of organizational cul-
ture in increasing employees’ readiness to change initia-
tives [44], and more specifically the role of organizational 
culture in boosting employees’ motivation and commit-
ment to participate in change implementation [40, 44]

One important area of investigation was the role of 
culture as a mediator in the relationship between change 
leadership and employee readiness for change. The role 
of organizational culture as a mediator has been well 
documented in the literature [38]. The indirect beta value 
must be significantly reduced for mediation to occur. 
The direct effect of change leadership on employees’ 

Table 7  Hypothesis testing

Hypothesis Regression path SRW SMC SE CR Sig Remark

H1 CL → ERC − 0.033 0.020 0.084 − 0.039 0.696 Not supported

H2 CL → OC 0.421 0.177 0.068 5.579 *** Supported

H3 OC → ERC 0.152 0.023 0.095 2.052 0.04 Supported

Table 8  Mediation effect

**(p < 0.05); ***(p < 0.001)

H4 Direct 
without 
mediation

Directβ 
mediation

Indirect β Mediation 
type

CL → OC → ERC 0.42*** 0.15** 0.063 No media-
tion
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willingness to change is negative in this study (−  0.03). 
The indirect beta coefficient is 0.063, indicating the 
possibility of mediation, i.e., the path passing through 
organizational culture (0.42*0.15). When organizational 
culture was added as a mediator, the indirect coefficient 
increased in comparison with the direct coefficient.

The findings revealed that organizational culture has 
no bearing on the relationship between change leader-
ship and employee readiness to change. The findings of 
this study differ from those of previous studies in that 
organizational culture does not mediate the relationship 
between change leadership and employee readiness to 
change. Previous research has found that organizational 
culture mediates the relationship between leader–mem-
ber exchange and organizational change management 

[41], as well as the relationship between leadership style 
and employees’ affective commitment to change [27, 41], 
as well as the relationship between ethical leadership 
and employees’ willingness to change [40]. The result 
also contradicts the findings of Adil’s [2] research. His 
research discovered that organizational culture plays a 
role in mediating the relationship between change lead-
ership and employee readiness to change. The findings 
of this study suggest that the role of organizational cul-
ture in mediating the relationship between other leader-
ship styles and employees’ willingness to change should 
be investigated further. Previous research has found that 
organizational culture plays a moderating role between 
leadership and employees’ willingness to change, and it 
has also been suggested that organizational culture plays 

.66**   

74** 0 .42

.70**

.69** -0.03

.72**

.70**

.76**                                                      0.15                                                     

.57**

67** .80**  .81**      .72**

SUP1

SUP2

INF2

CLM3

CLM2

CLM1

TC2

RCE8ERC7RCE6ERC5

MET2

MET1

Employees’ 
readiness to 

change

Organiza�on
al culture

CL6 CL7CL5CL3

Change 
Leadership

CL4

Fig. 2  Confirmatory factor analysis (measurement model)
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a moderating role between leadership and other outcome 
variables [27, 41]. Leaders of a change process need to 
understand how to create and manage organizational 
culture that promotes openness to change. This requires 
them to have focus on ongoing basis. The role modeling 
behavior of change leaders must be practiced in public 
sector organizations.

During change times, employees may feel that they are 
vulnerable, and they require their leaders to provide the 
necessary psychological and resource support. This indi-
cates change leaders create and maintain organizational 
culture with the crossover model of conservation theory. 
The model outlines how experiences, emotions, and 
resources are transferred within the social and organiza-
tional context [30]. The crossover of resources from the 
leader to the followers must exist. The leader–member 
exchange theory focuses on a two-way social exchange 
relationship between superiors and subordinates. Change 
leaders should provide vital resources like social sup-
port, control, and self-efficacy to followers. The existence 
of a positive and high-quality social exchange between 
change leaders and employees is a crucial factor. Change 
leaders’ high engagement is found to have a better rela-
tionship with the followers, and this, in turn, benefits 
the followers’ work engagement (Guterman et al. 2012). 
Leader–member exchange may play an important role 
in employees’ engagement. The mechanisms of resource 
exchange at the individual or organizational level may be 
fundamental to creating and maintaining engaged and 
resilient employees and organizations during change 
time [25, 30]. To summarize, having good change leader 
and member exchange will create positive organizational 
culture, and through this change leader may boost the 
employees’ readiness to accept the change initiative and 
engage them to effectively implement it.

Conclusion
The main purpose of this study was to investigate the 
mediating impact of organizational culture on the rela-
tionship between the change leadership behavior of 
change leaders of selected public organizations in Ethio-
pia and their employees’ readiness to a specific change 
initiative. In addition to that, the direct impact of change 
leadership on employees’ readiness to change as well 
as the impact of organizational culture was examined. 
The study revealed a mixed result. Two of the hypoth-
eses were found to be accepted, while the remaining 
two were not accepted. On the one hand, the impact of 
change leadership on organizational culture as well as 
the impact of organizational culture on employees’ will-
ingness to change was discovered. On the other hand, 
neither the direct relationship between change leader-
ship and employee readiness to change nor the mediating 

role of organizational culture in the relationship between 
change leadership and employee readiness to change is 
supported. The study concludes that change leadership 
does not have a direct impact on employees’ readiness 
to change and organizational culture does not mediate 
the relationship between change leadership and employ-
ees’ readiness for change. This may indicate that future 
research should test the moderating role of organiza-
tional culture and possible mediation of other variables.

Limitations and suggestions for future studies
The study will have its own set of limitations, which 
future researchers can address. This study is one of the 
few studies conducted in the context of Ethiopian public 
organizations and centered on the role of change lead-
ership in determining employee readiness for change, 
with organizational culture serving as a mediator. Thus, 
future studies should include many more variables to get 
a more comprehensive result. It is necessary to conduct 
a comparative analysis of the effects of different leader-
ship styles on employees’ readiness for change in private 
organizations. This study was conducted using cross-
sectional data. Longitudinal studies to know the level 
of commitment (the behavioral component) employ-
ees require for successfully implementing a change ini-
tiative should be considered. Carefully designed studies 
that seek to investigate changes over time can aid in 
understanding the phenomenon and devising possi-
ble intervention mechanisms to improve employees’ 
change readiness levels. Fourth, future research on the 
antecedents of change readiness and the potential mod-
erating effects of organizational culture and other vari-
ables should be studied and reported. Fifth, the research 
focused on seven public organizations with 513 employ-
ees in one Ethiopian regional state. Taking a large sam-
ple size from private and public organizations would 
help to increase generalizability. Finally, the finding is 
from employees’ perceptions and self-reports, and to get 
a more comprehensive understanding of the variables, 
probing deeply into respondents’ opinions and feelings 
may be beneficial.

Managerial and policy implications
Organizations that make a conscious decision to change 
their operations must also identify change agents respon-
sible for leading and implementing the change effort. 
Organizations should formally identify change agents, 
which is beneficial in two ways. Firstly, it assigns respon-
sibility in that certain organizational members are now 
accountable for the change implementation process. Sec-
ondly, change agents become a guiding force to support 
other organization members who may struggle with or 
question the change. The level to which change agents 
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are personally involved with the change implementation 
is also crucial. They should have day-to-day (not a mere 
collection of reports at some point in time) involvement. 
It minimizes resistance because other organizational 
members sense that someone in a formally designated 
leadership role is present and supportive. The change also 
requires the engagement of the appropriate personnel.

The findings suggest that change leaders in public 
organizations in Ethiopia can use their change leader-
ship behaviors and characters to enhance their employ-
ees ’readiness to change. Public organizations in Ethiopia 
must realize the contribution of change leadership’s role 
in boosting their employees’ willingness to change and 
look at intervention mechanisms in leadership develop-
ment. They must design appropriate leadership training 
and development programs. They can get the required 
change leaders equipped with the essential ability and 
competence. IT is a crucial factor for employees to be 
willing to accept and implement a change initiative.

The result of the study will imply public institutions, 
their policymakers (change designers), and leaders who 
are in charge of implementation. Public organizations 
in Ethiopia know little about why change efforts fail to 
deliver their desired outcomes. The importance of change 
leadership toward effective formulation and implementa-
tion of changes has not gotten due attention. At the insti-
tutional level, policymakers and leaders will gain good 
insight into the change management practices of their 
institution and thereby determine where to intervene and 
decide what kind of intervention to deploy in the change 
management process to enhance their employees’ level of 
readiness.
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