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Abstract 
Organizational change is an intricate process that requires the keen involvement and 
commitment of employees to ensure its success. Employee commitment to organizational 
change is influenced by a variety of factors in the case of public universities including 
motivation, leadership, and organizational culture in the change process. The objective of this 
study is to investigate the conceptual framework of employee commitment to organizational 
change at a Malaysian public university. This study employs quantitative methods. A 
questionnaire was distributed to lecturers and administrative employee at a Malaysia's public 
university in order to gather information. In order to speed up the process of change and 
provide better services for it, the organization will undoubtedly benefit from this study of 
factors that contribute to employee commitment during the change process, which reduces 
the role of work fear. This study contends that employee commitment should be maximized, 
particularly in a system based on standard operation procedures and current circumstances, 
such as management in local universities. This study provides recommendations for 
administrators at public universities who want to facilitate successful change initiatives. The 
study's findings have important implications for the development of effective change 
management strategies in public universities. 
Keywords: Employee Commitment, Motivation, Leadership, Culture and Work Fear  
 
Introduction  
Change is unavoidable in business, particularly during uncertainty situation. Typically, 
changes are made only when something unfavorable occurs that necessitates immediate 
implementation. Despite being classified as successful, organizations still require attention in 
terms of organizational management adjustments. As a result, a company’s ability to deal 
with change has a significant impact on its long-term performance and growth. Effective 
change management, on the other hand, is challenging, and employee commitment to 
change is unsettling. At this juncture, it is essential to comprehend employee dedication and 
actionable measures. According to (Boulagouas et al., 2021), an important part of change is 
the extent to which employees who embrace change regard the change favorably. 
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In previous years, pandemic has posed a significant and unexpected challenge to Malaysian 
Higher Education Institutions (HEI), with the organizational structure frequently changing in 
response to the global pandemic (Sia & Adamu, 2021). As colleges and universities were 
required to close to prevent the spread of the virus, they ceased all face-to-face teaching and 
meetings, closed all buildings to physical access, and sent their student’s home. Educational 
institutions, like other organizations, have made immediate changes based on the current 
situation in order to continue providing services. Many HEIs struggle to respond quickly to 
increasing and pandemic situations (Rafiqul & Talukdar, 2020). Moreover, HEI is a government 
body that follows the public sector’s rule of thumb when it comes to management and 
administration, but in other areas, changes in standards of procedures (SOP) bring about new 
things into the organization. HEI must adopt and adapt to the situation as quickly as possible 
in order to meet the challenges and the increased demand posed by its stakeholders, who are 
more sophisticated than in the past. An important aspect of this is the employee’s ability to 
accept change and demonstrate the utmost dedication to bringing the organization’s vision 
and mission to fruition while also meeting the needs of its stakeholders. By studying the 
factors that contribute to employee commitment during the change process, the institution 
will be able to capitalize on the attributes to accelerate the change process and provide a 
better service to the movement and the nation. Previous research has emphasized the 
significance of motivation in driving employee commitment to change, but little is known 
about how motivational factors influence commitment in the context of public universities. 
Prior research has demonstrated the interdependence of employee commitment’s primary 
variables (State, 2018; Qureshi, 2018; Insana & Johan, 2020). Most are concerned with 
keeping employees within an organization, but no research has been conducted to provide 
insights into the many factors that can affect employee commitment consistently during an 
outbreak with strict standard operating procedures. In addition, nothing can explain the 
direct impact of employee commitment on the frequency of change in the organization during 
times of transition. This study examines how work fear moderates the relationship between 
motivation, leadership, organizational culture, and employee commitment to change. 
Consequently, this study is likely to address this need. This study aims to determine the 
factors that contribute to employee commitment to change at public universities: the 
moderating role of work fear. 
 
The purpose of this research is to: 1) to determine whether motivation, leadership, and 
organizational culture can contribute to employee commitment to change, 2) to investigate 
how work fear influences the relationship between motivation, leadership, organizational 
culture, and employee commitment to change, 3) to make recommendations for overcoming 
the obstacles to change that the institution faces. The main point of the study produces 
several research questions related to the problem statement, such as the factors that 
contribute to employee commitment in managing organizational change and the extent to 
which work fear moderates the association between motivation, leadership, organizational 
culture, and employee commitment to change. What action plans and effective tactics can be 
recommended to revitalize the university and make it a best practice in organizational change 
management? In general, this study assists institutions in improving their effectiveness, 
efficiency, and sustainability by managing change effectively, particularly during uncertainty 
situation. The findings of this study can be used by the institution to encourage its employees’ 
commitment to navigating the change process smoothly. This is because the university 
operates in an environment that requires the organization to adapt to the needs and demands 
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of its stakeholders. Some of the recommendations may be implemented by HEI to assist them 
in remaining sustainable in the face of global challenges. The study's findings have important 
implications for public university leaders who want to encourage employee commitment to 
change. Leaders can take steps to address these concerns and create a more supportive 
environment for change initiatives by understanding the role of work fear as a potential 
barrier to change. 
 
Literature Review 
The study emphasizes the importance of organizational change during the pandemic 
transition period. Employee commitment is essential in change management. The emphasis 
is on variables that encourage employee involvement in the transition process. 
 
Employee Commitment to Change 
 In accordance with a pandemic situation, time, individuals, environments, and 
organizations will be subject to transformations. Change (organizational changes) frequently 
causes unease among employees and can occasionally lead to conflict. These new pandemic 
situations inevitably force employees out of their comfort zone and into the unknown 
(Boulagouas et al., 2021). Therefore, when things do not appear favorable, change is required 
(Onyeneke & Abe, 2021). Currently, the COVID-19 pandemic may highlight the need for 
organizations to be responsive and adaptable to an environment that is constantly changing. 
Each organization, including HEI, is, however, unique in terms of the forces that drive them 
to change. 
 

By managing employees’ commitment to the change process, the organization gains an 
advantage in accelerating the change process, increasing the likelihood of achieving a better 
response throughout the entire process outcome, which results in the desired outcome in the 
end. Furthermore, studies on employee commitment have piqued the interest of many 
academics. Employee commitment has been studied from a variety of perspectives, including 
affective, continuous normative commitment (State, 2018; Qureshi, 2018) employee work 
commitment (Insana & Johan, 2020), high turnover, absenteeism, poor motivation, and 
underperformance. According to Mahmmud et al (2020), the majority of academic employees 
reported a high level of position ambiguity, and academic employee commitment to change 
is significant. According to Akintayo (2010), employee commitment is the extent to which an 
employee feels loyal to their employer. Despite varying definitions of employee commitment 
among academics, the vast majority concur that employee commitment to change is 
essential. Affective commitment (workers’ emotions); continuous commitment (employees’ 
perceptions of expenses); and normative commitment (employees’ perceptions of 
responsibilities and promises) to the organization. 
 
Motivation 
 The forces that drive individuals to perform work-related tasks with energy, 
enthusiasm, and persistence are referred to as motivation. It is a complex construct that is 
influenced by several factors such as leadership style, organizational culture, job design and 
employee engagement. Employees can be highly motivated by rewards and recognition 
because they provide tangible and intangible benefits that meet their needs and desires. 
Employees' extrinsic motivation, such as a desire for financial or material benefits, can be 
satisfied by rewards, whereas intrinsic motivation, such as a desire for autonomy, 
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competence, and relatedness, can be satisfied by recognition. Employee motivation is 
regarded as a key competitive advantage for many firms. According to Haryanto (2021), 
motivation enhances employee engagement, work pay, involvement, and decision making, 
which helps the organization achieve its goals and objectives. As a result, a study found a 
positive association between motivation and commitment at an engineering company in 
Dungun, Terengganu (Suffian & Zahari, 2016). As a result, employees come to consider non-
monetary or economic value as a reward for their participation in the process. When a 
corporation has the correct basis for change (including shared goals, responsibilities, and 
acceptance of a payment system), there will be a reaction in systematic change 
implementation (Huang et al., 2019). Matloob et al (2021) discovered that financial and non-
financial incentives, as well as employee commitment, are significant for employee 
motivation. On the one hand, high levels of motivation can help to alleviate the effects of 
workplace fear by giving employees the confidence and drive to embrace change and 
overcome their fears. Change may be viewed as an opportunity for growth and development 
by motivated employees rather than a threat to their job security. Additionally, a study 
conducted by Shaheen & Farooqi (2014) demonstrated that employee motivation had a 
considerable influence on employee commitment. This situation has an impact on employees’ 
willingness to change. This situation implies that the higher the level of work motivation in an 
organization, the greater the likelihood of employee commitment. 
 
Leadership 
 Leadership is the process of motivating others to work together to achieve common 
goals. Employee commitment is increased when leaders instils hope, trust, positive emotions, 
and confidence. Employee commitment and satisfaction with the organization are positively 
related to leadership style (PHAM THI et al., 2021). They discovered that leadership skills have 
a direct and greater influence on organizational commitment. In addition, when employees 
feel empowered, trusted, and appreciated for their performance, their organizational 
commitment increases, regardless of whether they work from home or in a flexible office. 
Typically, the leadership style of an organization influences employee commitment to the 
organization. Furthermore, Mwesigwa et al (2020) discovered that academic employee age, 
length of service, job level, leadership style, and job satisfaction all have an impact on 
organizational commitment in Ugandan public institutions. These elements are expected to 
influence employee commitment to the organization. 
 
Organizational Culture 
 Good relationships between coworkers and employees are closely related to employee 
dedication. The organizational culture, which determines employee behavior, can affect 
employee commitment positively or negatively.  Organizational culture influences employee 
loyalty. The development of an organizational culture (ethics of teamwork, communication, 
training, and reward recognition) will build a sense of belonging and employee loyalty to the 
company (Ramdhani et al., 2019). Numerous studies have found a connection between 
organizational culture and commitment (Marchalina et al., 2018). Individual learning can be 
integrated into organizational learning by influencing a company’s ability to learn, 
communicate information, and make decisions. As a result, the greater the corporate 
accomplishment, the better organizational cultural values align with employees' beliefs and 
values. Thereby, the greater the fit between organizational cultural values and employees’ 
beliefs and values, the greater the commitment. 
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Work Fear  
 Workplace anxiety is defined as an employee's anxiety, stress, or worry about their job 
or work environment. Job insecurity, bullying or harassment, conflict with colleagues or 
supervisors, performance pressure, or negative feedback are all factors that can contribute 
to it. Fear is a negative emotion that is frequently associated with emotional instability and 
avoidance behavior (Fiskars Group, 2020). Previously, most of the research focused on 
workplace fear involving the environment, specifically COVID-19 among healthcare workers. 
According to Gasparro et al (2020), healthcare workers are more susceptible to infection due 
to their close contact with sick patients (COVID-19). Furthermore, the Fear of COVID-19 Scale 
demonstrates that it is an effective psychometric tool for assessing and reducing individuals' 
fear of COVID-19 (Ahorsu et al., 2020). However, job fear is so severe that it can affect 
employees' willingness to change, particularly to comply with ever-changing workplace SOPs. 
Furthermore, several previous studies have investigated the potential link between job fear 
and employee commitment at work. Workers who are more concerned about the possibility 
of being harmed by an uncertain work environment will perceive their job prospects as more 
uncertain than those who are less concerned, because if they become insecure, they will be 
unable to work for an extended period of time due to an emergency. This, however, suggests 
that work fear influences employee commitment. 
 
Change Tool 
 There are change tools that can be utilized to facilitate the change process. Kurt Lewin, 
a renowned social psychologist, developed a model (unfreezing, movement, and refreezing) 
for organizational development that highlights the role of leadership and the contributions of 
employees (Hussain et al., 2018). At the point of unfreezing, organizations evaluate their 
internal and external environments to determine whether a problem has prompted them to 
change. It is crucial to determine whether the members of the organization are prepared for 
the next phase. Moving stage refers to the stage at which the change process is carried out 
after the change drivers have been identified and the members of the organization have 
accepted the change. This is a delicate stage that must be carefully managed if the 
organization member is to be led and brought into the new environment. Finally, refreezing 
necessitates the development of new organizational rules, culture, and values. Here, the 
company will improve its new profile with the assistance of both employees and 
management. At this stage, continuous improvement is used to accomplish new goals and 
objectives designed to accommodate a changing environment. According to Mahmmud et al 
(2019), in their study,  there established a Three-Component Model of Change Commitment, 
comprising of “normative (obligation-based), continuation (cost-based), and affective 
(feelings-based) attachments change initiatives”. It has subsequently become the mainstream 
model for understanding change commitment, with the development of organizational 
commitment units.  
 
 Additionally, the employee’s constructive emotional attachment to the firm is known 
as affective commitment, whereas continuation commitment is driven by a variety of 
considerations, ranging from the financial costs of money and benefits to the social costs of 
relationships and reputation. Employee commitment exists when proper leadership styles 
and demographic features are applied, and the employee feels required to repay the 
organization’s value guarantees to him/her. The association between leadership style 
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(transformational, transactional, and laissez-faire) and employee commitment is commonly 
utilized to determine the impact of variables (Abasilim et al., 2019). 
 
The Framework 
 Figure 1 shows the conceptual framework for this study. This study employs and 
modifies a few variables to identify the factors that influence employee commitment to 
change in the workplace. The independent variables (motivation, leadership, organizational 
culture) that influence the dependent variable (employee commitment) and the moderating 
role of work fear.  
 
 
 
 
 
 
 
 
 
 
Figure 1: The Framework 
 
Methodology 
This study investigates the factors that influence employee commitment to change. The study 
employs a quantitative approach. Besides, this research is quantitatively analyzed using the 
Statistical Package for Science and Social (SPSS) software. The total population for this study 
is at a public university in Malaysia. The respondents work at a Malaysian public university. 
There are employees working there as of the year, which also serves as the sampling frame 
for this study. Sampling table, the sample size recommends for this study according to 
Sekaran table (Sekaran and Bougie, 2013). The figure enough to represent the entire 
population (Sekaran and Bougie, 2013). 
 
A questionnaire is a tool used to collect data for this study. It is distributed online through 
Google forms. It is a 6-section self-administered questionnaire. Section A: respondent 
demographic information such as age, gender, marital status, level of education, salary, and 
current position in the institutions.  Each question has a multiple-choice format. Sections B-F 
used a five-point Likert Scale, with responses ranging from 1-Strongly disagree; 2-Disagree; 3-
Neutral; 4-Agree; and 5-Strongly Agree. Section B: the motivational aspect of respondents 
that leads to commitment to organizational change. It consists of questions about how and 
why motivation can increase employee commitment to change. Section C: the goal is to 
gather information on leadership skills and investigate how it affects employee commitment 
to the change process. It is one of the variables that previous studies have emphasized 
because the research also aims to determine the relationship between leadership and change 
commitment. Section D: aim to collect questions about the culture embedded in public 
universities. It consists of questions about how organizational culture affects employee 
commitment to change. Section E: the questions are designed to ascertain whether the 
perceived benefit factor influences employees’ commitment to change.  Section F: questions 
base on the Ahorsu et al (2020) scales assessing the work fear. 

Motivation 

Leadership 

Organizational 

Culture 

Employee 
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to Change 

Work fear  
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This study employs an online survey (questionnaire) via a series of self-administered 
questionnaires. The respondents will be random from a population of employees at a public 
university. Following completion, the researcher will collect the data for analysis. 
 
For the main study, a pilot test is used to determine whether the instrument (questionnaire) 
is reliable and valid for this study. Following the completion of the coding process and the 
completion of the questionnaire, SPSS will apply to analyses the descriptive statistics, 
Cronbach’s Alpha, frequency, reliability analysis, and regression analysis to answer the study 
questions. Cronbach’s alpha is a reliability coefficient that determines how closely the study’s 
elements are related. The purpose of frequency analysis is to identify demographic profiles 
that may influence respondents’ commitment to change. To conduct descriptive analysis, 
determine the mean for each component and identify the most important factors (variables) 
that contribute to employee commitment. The responses are measured on a 5-point Likert 
Scale. In the context of this study, a score below the mean would indicate room for 
improvement. On the work fear scale, the higher the score above the average, the greater 
the fear. Following this, use crosstab analysis to determine the relationships between the 
factors. There are plans for more research to examine the relationship between the meaning 
of each measure and a selection of demographic factors. This study uses a multiple regression 
approach. The objective is to determine whether motivation, leadership, and culture are 
related to employee commitment by examining the relationship between the independent 
variables and the dependent variables. 
 
Conclusion 
The purpose of this study is to evaluate whether motivation, leadership, and organizational 
culture can contribute to employee commitment to change and to examine the extent to 
which work fear moderates the relationship between motivation, leadership, and culture and 
employee commitment to change. Furthermore, the study sought to determine whether 
referring to these aspects helped employees better understand the necessity, urgency, and 
rewards of change, or vice versa.  One of the most difficult challenges during this time period 
has been securing employee commitment for managing change during a pandemic, locating 
an appropriate and simple method for implementing changes to online work, and fostering 
flexibility in the digital age workplace. In addition, the study’s findings will consider how 
commitment to the process of change contributes to the success of the change process, 
especially in pandemic and endemic conditions. In addition, the scope of this investigation 
should be broadened to include more government agencies and departments.  To improve 
the overall performance and delivery system in the public sector, it is essential to comprehend 
the factors that contribute to the dedication of the public university sector. This will have a 
ripple effect on the public’s satisfaction with the services provided by government bodies and 
agencies. This study offers practical recommendations for organizational leaders seeking to 
develop effective change management strategies that contribute to the advancement of 
knowledge in this important area by identifying the specific motivational factors that drive 
employee commitment to change in a public university context. 
 
Acknowledgements  
The highest appreciation to Universiti Teknologi MARA, colleagues, and all parties who 
assisted in preparing this paper. The contributions, suggestions, and encouragement in 
completing the writing of this research paper are greatly appreciated. 



International Journal of Academic Research in Business and Social Sciences 

Vol. 1 3 , No. 4, 2023, E-ISSN: 2222-6990 © 2023 HRMARS 

709 
 

Authors’ Contribution  
All authors contributed to the writing and gave input to help produce this manuscript. 
 
Conflict of Interest Declaration  
We certify that this article is the author's and co-authors' original work for submission to 
HRMARS journals. 
 
References  
Abasilim, U. D., Gberevbie, D. E., & Osibanjo, O. A. (2019). Leadership Styles and Employees’ 

Commitment: Empirical Evidence From Nigeria. SAGE Open, 9(3). 
https://doi.org/10.1177/2158244019866287 

Ahorsu, D. K., Lin, C. Y., Imani, V., Saffari, M., Griffiths, M. D., & Pakpour, A. H. (2020). The Fear 
of COVID-19 Scale: Development and Initial Validation. International Journal of Mental 
Health and Addiction. https://doi.org/10.1007/s11469-020-00270-8 

Akintayo, D. I. (2010). Work-family role conflict and organizational commitment among 
industrial workers in Nigeria. Journal of Psychology and Counseling, 2(1), 1–8. 
http://www.academicjournals.org/JPC 

Boulagouas, W., Garcia-Herrero, S., Chaib, R., Garcia, H. S., & Djebabra, M. (2021). On the 
contribution to the alignment during an organizational change: Measurement of job 
satisfaction with working conditions. Journal of Safety Research, 76, 289–300. 
https://doi.org/10.1016/j.jsr.2020.12.006 

Fiskars Group. (2020). Impact of COVID-19 pandemic. Fiskars As An Investment, Icosec, 6–7. 
https://www.fiskarsgroup.com/investors/fiskars-investment/impact-covid-19-
pandemic 

Gasparro, R., Scandurra, C., Maldonato, N. M., Dolce, P., Bochicchio, V., Valletta, A., 
Sammartino, G., Sammartino, P., Mariniello, M., Lauro, A. E. Di, & Marenzi, G. (2020). 
Perceived job insecurity and depressive symptoms among Italian dentists: The 
moderating role of fear of covid-19. International Journal of Environmental Research and 
Public Health, 17(15), 1–12. https://doi.org/10.3390/ijerph17155338 

Haryanto, B. (2021). Coaching for Performance Management:The Role of Motivation and 
Commitment in the Workplace. International Journal of Social and Management Studies 
(IJOSMAS), 2(4). 

Huang, J., Krivkovich, A., Starikova, I., Yee, L., & Zanoschi, D. (2019). Women In The Workplace 
Report Summary 2019. McKinsey & Company Report, October, 2–10. 
https://www.mckinsey.com/~/media/McKinsey/Featured Insights/Gender 
Equality/Women in the Workplace 2019/Women-in-the-workplace-2019.ashx 

Hussain, S. T., Lei, S., Akram, T., Haider, M. J., Hussain, S. H., & Ali, M. (2018). Kurt Lewin’s 
change model: A critical review of the role of leadership and employee involvement in 
organizational change. Journal of Innovation and Knowledge, 3(3), 123–127. 
https://doi.org/10.1016/j.jik.2016.07.002 

Mahmmud, N. A., Hassan, H. B., & Shaharudinc, S. (2019). Employee commitment to change: 
A literature review. International Journal of Innovation, Creativity and Change, 7(4), 248–
261. 

Mahmmud, N. A., Hassan, H., & Shaharudin, S. (2020). Employee Commitment to Change: A 
Pilot Study. In Asian Journal of Behavioural Sciences (Vol. 2, Issue 3). 
http://myjms.mohe.gov.my/index.php/ajbs 

Marchalina, L., Ahmad, H., & Gelaidan, M. H. (2018). Employees’ Commitment to Change: 



International Journal of Academic Research in Business and Social Sciences 

Vol. 1 3 , No. 4, 2023, E-ISSN: 2222-6990 © 2023 HRMARS 

710 
 

Personality Traits and Organizational Culture. International Journal of Economics & 
Management Sciences, 07(03). https://doi.org/10.4172/2162-6359.1000524 

Matloob, S., Shah, A. S., & Shah, H. M. (2021). Employee Motivation in Light Oncial, Non-
Financial Rewards and Employee Commitment among Pharmaceutical SMEs of 
Indonesia. The Economics and Finance Letters, 8(1), 82–91. 
https://doi.org/10.18488/journal.29.2021.81.82.91 

Mwesigwa, R., Tusiime, I., & Ssekiziyivu, B. (2020). Leadership styles, job satisfaction and 
organizational commitment among academic employee in public universities. Journal of 
Management Development, 39(2), 253–268. https://doi.org/10.1108/JMD-02-2018-
0055 

Onyeneke, G. B., & Abe, T. (2021). The effect of change leadership on employee attitudinal 
support for planned organizational change. Journal of Organizational Change 
Management, 34(2), 403–415. https://doi.org/10.1108/JOCM-08-2020-0244 

Qureshi, M. A. (2018). Impact of Organizational Commitment on Readiness for Change: A Case 
of Higher Learning Institutions of Karachi. September. 

Rafiqul, M., & Talukdar, I. (2020). Uncertain time calls for agile management and adaptation 
of contingency plan : Lessons from HEIs in Bangladesh. 17(December), 219–238. 

Ramdhani, A., Ramdhani, A. M., & Ainisyifa, H. (2019). Conceptual Framework of Corporate 
Culture Influenced on Employees Commitment to Organization. International Business 
Management, 11(3), 826–830. https://doi.org/10.36478/ibm.2017.826.830 

Insana, R. M. D., & Johan, S. R. (2020). MBA-Journal of Management and Business Aplication 
EMPLOYEE COMMITMENT INCREASE IN VIEWED FROM SOCIALIZATION OF STANDARD 
SANITATION OPERATIONAL PROCEDURE (SSOP) IN FOOD INDUSTRY COMPANIES (Case 
Study at PT Yummy Food Utama, Jakarta). In Journal of Management and Business 
Aplication. 

Shaheen, A., & Farooqi, Y. A. (2014). Relationship among employee motivation, employee 
commitment, job involvement, employee engagement: A case study of university of 
Gujrat, Pakistan. International Journal of Multidisciplinary Sciences and Engineering, 
5(9), 12–18. www.ijmse.org/Volume5/Issue9/paper3.pdf 

Sia, J. K. M., & Adamu, A. (2021). Facing the unknown: pandemic and higher education in 
Malaysia. Asian Education and Development Studies, 10(2), 263–275. 
https://doi.org/10.1108/AEDS-05-2020-0114 

State, E. (2018). The Influence of Employees ’ Commitment on Organizational Performance in 
Nigeria. International Journal of Research Publications The. 

Suffian, A., & Zahari, M. (2016). The Influence of Work Motivation on Organizational 
Commitment in the Workplace Knowledge Management View project financial literacy 
View project Suzila Mat Salleh. Journal of Applied Environmental and Biological Sciences, 
6(April), 139–143. www.textroad.com 

Sekaran, U., and Bougie, R. (2013). RESEARCH METHODS FOR BUSINESS (6th editio). John 
Wiley & Sons Ltd. 

 
 
 


