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Abstract: This study aims to explore the relationship between planned
organisational change and organisational commitment-to-change and how
would leader-member exchange moderates the relationship in regards to change
readiness, valences and perception of change. Organisational change is a
complex process and the behavioural responses of employees towards the
change are rather complicated. Despite the complexity, not much research has
been conducted to show how these variables are related to each other. One
hundred eighty-four respondents from the financial industry of Malaysia had
participated in this study. Based on the nature and characteristics of this
research the SmartPLS method was used. Surprisingly, the results of planned
organisational change and organisational commitment-to-change show different
implications as compared to past research but leader-member exchange remains
as the determinant in moderating the relationship between the two variables. In
conclusion, the findings of this research create a new path for the study of an
approach, unlike others.
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1 Introduction

Change can be regarded as an attempt or a process that transforms something different as
compared to the initial state. However, changes are rather subjective whereby it can
either be good or bad from a different perspective but it is often seen as a form of
progress or improvement. Hence, it is a process that no organisation is immune to it due
to the tendency to generate a competitive advantage over its competitors or to create core
competencies that would benefit the organisation from the change (Anderson, 2019).
Despite changes being so subjective, organisational change can be classified into three
categories namely minor, major, and transformative change (Lewis, 2019). The minor
change is often related to the surface level issues that should be resolve without affecting
the organisation’s belief or causing perception shift within the organisation. Whereas
changes that come with a strong driving force and require the undertaking of the entire
organisation to derive from its fundamental states are often classified as major or
transformative changes whereby it is often the crucial step to ensure the sustainability and
survivability of an organisation (Cullen-Lester et al., 2019). Considering the attributes
and nature of organisational change, it often requires the organisation to alter their limited
resources to adapt to the required changes despite the unpredictable future of many
changes but more often than usual organisational change are rather planned, depending
on its returns or impact of the alteration required (Stouten et al., 2018).



