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Transformational leadership and change readiness

and a moderating role of perceived bureaucratic structure:
an empirical investigation

Abstract

The purpose of this study was to examine the relationship between transformational leadership and change readiness through
perceived bureaucratic structure among government employees in Rasht. As a methodology, descriptive method was applied
using questionnaire to collect data. The studied population consisted of 600 employees from three state organizations includ-
ing Municipality, Gilan Tax Department and Gilan Justice Court. According to Morgan table, the sample size was estimated
at 234. This study examined six hypotheses, which were tested using multiple regression method. The results showed that
transformational leadership had a positive direct effect on employee change readiness and its dimensions. However, substitu-
tion of the bureaucratic structure in the model eliminated the effect. Finally, the hypothesis on the effect of transformational
leadership on change readiness through perceived bureaucratic structure was rejected.

Keywords: transformational leadership, perceived bureaucratic structure, employee change readiness, emergent change read-

iness, planned change readiness.
JEL Classification: M12, D73.

Introduction

Organizational change is the process of transformation
in attitudes, structures, policies or outputs of some de-
partments (Chaghari et al., 2012). Currently, scholars
are unanimous on the fact that organizational trans-
formation is a planned change, which takes place in
the context of the organization (Malhotra and Hinings,
2015; Holloway, 2015; Thistle and Molinaro, 2016).
Moreover, sources of change play a vital role in mak-
ing changes and, more importantly, in organizational
change readiness. In organizations, leaders are the
source of change readiness (Mousavi, 2005).

Change readiness refers to understanding of the re-
quired changes in general structures and processes of
the organizations for better implementation of opera-
tions. In this case, change management vision refers to
the content and effects of organizational changes in the
public sector or at the national level. Based on willing-
ness of employees, change readiness can be classified
into planned and emergent change. Planned change is
through a top-down rational process, while the imme-
diate change requires strong organizational readiness
to implement the changes bottom up (Van der Voet,
2014; Kickert, 2010).

Although change readiness has become an institutional
mission in government agencies, no change has been
made in structures yet. There is a conflict between or-
ganizational missions and the current structures. Thus,
the conflict perceived by employees discourages
change readiness; the existing bureaucratic structure
prevents the effectiveness of transformational leader-
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ship. New organizational goals may not be achieved
when there is no change readiness; thus, this will take
years and organizations do not progress in the com-
petitive world. On the other hand, organizations can
play their roles well when they have active,
pro+ductive, capable, creative and effective human
resources. Bureaucratic structure is a main barrier for
activity of the people and, consequently, the organiza-
tion, followed by the entire society and will impose
irreversible damages to the society in the long term.
Therefore, the focus of this study is the relationship
between transformational leadership and change readi-
ness considering the perceived bureaucratic structure.

1. Literature review

All managers agree that effective changes along with
positive attitude are important features of administra-
tive systems. This is not specific to a particular organi-
zation or institution; all administrative, social and state
organizations, institutions and agencies should attempt
to implement effective changes and reform the proce-
dures commensurate with current conditions (Raeeisi,
2006). In making organizational change, it is important
that employees embrace the changes. To embrace and
internalize the changes as an element of behavioral and
personal structure of employees, it is first required to
provide the needed readiness in employees and make
them ready for change. Change readiness of employ-
ees is associated with characteristics, which they per-
ceive during interactions with factors and organiza-
tional phenomena (Soltani, 2005).

Although some researchers believe that the context of
government agencies is inconsistent with change
mechanisms, it is controversial whether the change and
its effectiveness must necessarily follow an organiza-
tional nature, because change is associated with vital
consequences for the organization. This is especially
true for government agencies with relatively static na-
ture. The question is whether the organizational
change can be managed effectively in the public sec-
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tor, how changes can be managed in government or-
ganizations by the least conflict (Van der Voet, 2014).
In the process of making and instituting change and
positive attitude to government agencies, three per-
spectives are generally considered. The first group
analyzes abilities of managers to overcome organiza-
tional inertia and make organizational changes suc-
cessfully. Others focus on discovery of the relation-
ship between demographic variables of managers.
The third group evaluates the subjective models of
managers (Rahmanseresht & Moghaddam, 2007). In
fact, most studies point out to the concept and content
of change rather than its process. Studies have criti-
cally addressed the organizational change and the
concept of change readiness using two approaches:
planned change readiness and emergent change read-
iness. The significance of these two approaches chal-
lenges their application in public and private organi-
zations. In addition to the growing significance of
change readiness as the main factor of organizational
transformation, its underlying factors should also be
taken into consideration.

In addition to transformation, which refers to ability
and attitude of top and middle managers in embracing
organizational change and explaining it to subordi-
nates, change depends on the organizational context.
Considering the above factors, organizational change
control is an effort to improve the organization (Frazja
& Khademi, 2012). Government agencies generally
operate under strict legal framework and face with a
growing demand for accountability. This is why gov-
ernment agencies tend to avoid risk, formal operation
and concentrated decisions. Accordingly, structure of
government agencies is bureaucratic. Organizational
structure is important as a determinant of organization-
al change. Despite transformational attitudes, effect of
transformation on positive change readiness will
change when there is a strong assumption in the pres-
ence of strict change structures. Isett et al. (2012) have
argued that government agencies with perceived bu-
reaucratic structure may have changed management
tolerance; however, little empirical evidence confirms
this (Van der Voet, 2014; Van der Voet et al., 2016).

Obviously, positive change is vital, because future
needs change. Successful organizations incorporate
change within their organizational framework. Clearly,
any organization is founded to meet needs. Since hu-
man needs are constantly changing or shifting to new
needs, organizations are always required to change.
The need for change management is now more vivid
(Tseng, 2010; Russ, 2008). In fact, organizations are a
key element of social communities. Management and
leadership are the most important indicators of surviv-
al, dynamism, growth and even destruction (Gill,
2010). Diverse advances in science and technology
have changed the traditional structure of management;
organizational change has replaced traditional man-
agement by dynamic management. In addition to their
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traditional task, which is the realization of ultimate
organizational goals, organizations need to respond
and be receptive to demands and criticisms of internal
and external societies (Burnes, 2011).

Transformational leadership is the most basic element
of successful or failed transformation program. Trans-
formational strategies are those techniques and pat-
terns, which practically cause changes in various fields
(Pawar, 2003; Pearce et al., 2003; Robbins, 2002).
Managers who use transformational leadership style
motivate members through dimensions of leadership,
which can be ideal effects of inspirational motivation
and rational stimulation (Jalilian et al., 2010). There-
fore, transformational leadership and its dimensions
contribute to change readiness. Planned changes and
emergent changes are evaluated as a means of measur-
ing success or failure of an organization to achieve its
goals. In fact, one of the factors, which can hinder ef-
fectiveness of transformational leadership is the struc-
ture of government organizations. In bureaucratic or-
ganizations, administrative tasks are distributed within
the organizational hierarchy. This structure is governed
by a formal system of regulations on activities and
decisions of employees (Nabavi et al., 2013).

In a bureaucratic organization, the regulations may be
used for interests of people who work in that organiza-
tion. This system is adapted to business and technolog-
ical needs. Dimock (1994) defined the concept of bu-
reaucracy as anti-mobility and anti-innovation in the
organization. According to Dimock, bureaucracy is a
fundamental combination, which tends to inflexibility
and destruction of a sense of character. Theorists who
have argued bureaucracy rationally have realized prob-
lems such as delays at works and paperwork, which
may appear reasonable for the organization; noting
inefficiency of the organization, they believe that bu-
reaucratic structure slows down the process of organi-
zational change.

2. Objectives

1. To evaluate the effect of transformational leadership
on change readiness of government employees.

1.1. To evaluate the effect of transformational leader-
ship on planned change readiness of government em-
ployees.

1.2. To evaluate the effect of transformational leader-
ship on emergent change readiness of government em-
ployees.

2. To evaluate the effect of transformational leadership
on change readiness of government employees through
the perceived bureaucratic structure.

2.1. To evaluate the effect of transformational leader-
ship on planned change readiness of government em-
ployees through the perceived bureaucratic structure.

2.2. To evaluate the effect of transformational leader-
ship on emergent change readiness of government em-
ployees through the perceived bureaucratic structure.



3. Theoretical framework

Theoretical framework is a basis on which the study
relies. It is a logical, developed, described and perfect-
ed network between variables characterized through
processes such as interviews, observation and literature
review. These variables are associated with the studied
problem. A well-established theoretical framework
identifies important variables of a defined problem and
describes the relationships between variables logically.

The dependent variable in this study is change readi-
ness. According to Linstone and Mitroft (1994), three
factors are effective on organizational change readi-
ness: personal, organizational and technological. Per-
sonal factors are the most difficult and most important
factors. Juechter et al. (1998) assert that organizational
change readiness is required to challenge and clear
beliefs, assumptions, attitudes of individuals. Van der
Voet (2014) believes that both planned and emergent
change readiness are effective way to make change in
the bureaucratic structure.

The independent variable is transformational leader-
ship. Brnez believes that transformational leaders have
vision and change their followers to do extraordinary
things, both in emergent change planning and in
planned changes. According to Brnez, transformation-
al leaders are able to draw the required paths for new
organizations, because they are the source of change
and fully dominant on the changes. According to
Bmez, transformational leadership is applicable by
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everyone, in every organization and to any situation.
According to Shamir et al. (1993), transformational
leaders increase efficiency of their employees by their
ability to organize and increase the skills required. Van
der Voet (2014) states that lower or higher degree of
transformational leadership provides the same support
for employees in planned processes. Moreover, the
role of transformational leadership is more effective at
the highest levels of management.

The moderating variable in this study is the perceived
organizational structure. According to literature, this
variable influences the relationship between dependent
and independent variables and has a separate variance
to explain its variations. Veber believes that bureau-
cratic characteristics are important factors of work al-
ienation. Because bureaucracy has different character-
istics, different characteristics of bureaucratic structure
can be expected to influence work alienation different-
ly. Van der Voet (2014) claims that transformational
leadership behaviors of direct supervisors slightly con-
tribute to change through planned process, while the
role of emergent process is very important, but in a
non-bureaucratic structure. In fact, bureaucratic struc-
ture interrupts the effectiveness of emergent process.

Theoretical framework of this study, which is derived
from the model of Van der Voet (2014) reflects the
governing relations on independent and dependent
variables based on literature. The conceptual model is
shown in Figure 1.

[ Percerved bureancratic stiucture

_] ¥

Transformational leadership

Change readmess

J

|

[ Emergent change readiness

Planned change readmess ]

Fig. 1. Conceptual framework

4. Hypotheses

Hypothesis 1: Transformational leadership is effective
on change readiness of government employees.

1.1. Transformational leadership is effective on
planned change readiness.

1.2. Transformational leadership is effective on emer-
gent change readiness.

Hypothesis 2: Transformational leadership is effective
on change readiness of government employees through
perceived bureaucratic structure.

2.1. Transformational leadership is effective on
planned change readiness of government employees
through perceived bureaucratic structure.

2.2. Transformational leadership is effective on emer-
gent change readiness of government employees
through perceived bureaucratic structure.

5. Materials and methods

Method shows how to progress toward an objec-
tive. Research involves a series of activities,
which are properly thought and carefully come
into force. It also includes the processes of search,
review, test and experiment. These processes
should be regular, careful, critical, objective and
reasonable. The end result is discovery of new
facts, which will help us to deal with the problem.
Research methodologies in behavioral sciences
can be categorized based on two important dimen-
sions: A) purpose, B) data collection.

Accordingly, this study is an applied research and
uses a descriptive correlational method for data
collection. Applied research acquires the
knowledge or understanding required to determine
the instrument by which a particular need is met.
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Descriptive research describes and interprets the
things already exist; it is concerned with existing
conditions or relations, common beliefs, ongoing
processes, vivid effects or developing trends. Cor-
relational research is a type of descriptive re-
search. The main goal in correlational research is
to determine whether a relationship exists be-
tween two or more quantitative (measurable) vari-
ables and to what extent, if so.

The studied population included 600 employees of
three government agencies in Rasht including Mu-
nicipality (284), Gilan Tax Department (124) and
Gilan Justice Court (192). Based on Morgan table,
the sample size was estimated at 234. These agen-
cies were selected for their cooperation in conduct-
ing the present study. A convenient sampling meth-
od was used, in which a group of members of the
studied population are selected because of the ease
of sampling (Table 1).

Table 1. Distribution of samples in organizations

5.1. Validity of questionnaire. Validity deter-
mines whether the measurement tool can measure
the trait for which it is designed. Validity is im-
portant, because incorrect measurements can
make any scientific research invalid. There are
several ways to measure validity. This study used
content validity to measure validity of the ques-
tionnaire. For this purpose, relevant experts and
professors were asked to provide their opinions.
By applying these opinions and making required
modifications, content validity of the question-
naire was confirmed. Based on available text-
books regarding methodology, the questionnaire
was purposeful, short and easy to respond, with
adequate guideline. A brief introduction was
available at the beginning of the questionnaire;
moreover, oral explanations were considered to
simplify the questions during data collection.

5.2. Construct validity of questionnaire. This sec-
tion presents the results of measurement model. Ta-
ble 2 shows the factor loading for all research varia-

Organizations Population Sample bles. Figures 2, 3, 4 show the obtained results of
Municipality 284 "3 LISREL Software for confirmatory factor analysis.
Tex Department 124 48 Confirmatory factor analysis shows significant posi-
iusnlce Court ;Zg 27;3 tive correlation between all the observed variables
ota and latent variables.

Table 2. The results of confirmatory factor analysis
Variable Observer variable Factor loading Variable Observer variable | Factor loading
X1 0.69 X1 068
Supervisor expression X2 0.74 High-performance expected X12 0.73
o X3 067 X13 075
5 X4 083 X14 0.72
8 | Intellectual Mode! X5 0.83 Empl i X15 0.78
®© mployee suppol
g X6 079 povee stp X16 081
£ X7 0.88 X17 062
o
2 X8 091 X18 074
@©
~ | Encouraged embracement of goals X9 0.85 Intellectual stimulation X19 0.69
X20 073
X10 0.78
X21 077
X1 065 X1 059
X2 058 X2 0.72
Concentration X3 0.72 Planned changes X3 0.68
o X4 073 g X4 056
=1 [72]
g X5 0.75 8 X5 081
4 X6 0.60 3 X6 0.7
g X7 0.70 S X7 0.74
3 X8 056 & X8 072
>
@ | Formalization X9 0.74 Emeraent chandes X9 0.69
X10 058 gentenang X10 056
X11 064 X1 055
X12 053
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5.3. Reliability of questionnaire. Reliability deter- | Female 97 414 2030 73 309
mines whether a measurement tool developed to | Male 134 | 568 | 3140 122 517
measure a variables or trait can provide similar results | Total 231 979 | 4150 39 165
under similar conditions in another time or place. In | Unknown 5 2.1 >50 2 08
other words, a reliable tool is repeatable and provides | Total 236 100 | Total 236 100
similar results. Cronbach’s Alpha can be considered as Education Experience
a good indicator for validity and internal consistency. | High school diploma gl 47 <5 76 322
In this way, reliability is usually considered low if | Associate degree 61 258 | 5010 66 28
0. <0.60, reasonable if a=0.70 and good if a > 0.80. Undergraduate 1M 47 10-15 51 216
Table 3 reports the Cronbach’s Alpha obtained for | Postgraduate 49 208 | 1520 2 9.3
variables (Table 3). PhD 4 17 >20 19 8.1
Table 3. Cronbach’s Alpha Total - 236 100 | Total 234 99.2
mployment Unknown 08
Variable Number of questions Alpha Official 97 411
Transformational leadership 21 0911 Experimental 22 9.3
Change readiness 1 0.921 Contractual 7 30.1
Bureaucratic structure 12 0.759 Pact 46 195
Total 236 100

The obtained Cronbach’s Alpha indicates good relia-
bility of the questionnaire.

6. Data analysis

In this study, the data collected were presented in
the form of descriptive and inferential statistics us-
ing two software SPSS19 and LISREL 8. The de-
scriptive statistics including distribution of samples
in terms of demographic variables (gender, age, ed-
ucation, and work experience) and dependent and
independent variables were presented by mean,
standard deviation, variance and frequency. Using
structural equations modelling, hypotheses were
tested in inferential statistics.

Table 4. Demographics of respondents

As shown in Table 4, 41.1% of respondents were fe-
male, 56.8% were male and gender of 2.1% was un-
known. The age groups included people aged 20-30
(30.9%), 31-40 (51.7%), 41-50 (16.5%) and older than
50 (0.8%). Educational level of respondent ranged
from high school diploma (4.7%), associate degree
(25.8%), undergraduate (47%), and postgraduate
(20.8%) to PhD (1.7%). Work experience of respond-
ents ranged from less than 5 years (32.2%), 5-10 years
(28%), 10-15 years (21.6%), 15-20 years (9.3%) to
more than 20 years (8.1%). Moreover, 0.8% of re-
spondents did not answer this question. Employment
of respondents was official (41.1%), experimental
(9.3%), contractual (30.1%) and pact (19.5%).

6.1. Description of variables. Before data analysis, it

Gender Age is essential to describe the variables. In this regard, the
[ Frequency | % [ Frequency [ % variables are descriptively reported in Table 5.
Table 5. Descriptive study
Descriptive statistics Number Minimum Maximum Mean Standard deviation Variance
Transformational Leadership 236 157 5 34019 0.62525 0.391
Supervisor expression 236 1.33 5 3.37115 0.79476 0.632
Intellectual Model 236 1 5 3.3743 0.91518 0.838
Encouraged embracement of goals 236 1 5 3.3955 0.85991 0.739
High-performance expected 236 1.67 5 3.8242 0.74092 0.549
Employee support 236 1 5 3.2574 0.76749 0.589
Intellectual stimulation 236 1 5 3.1882 0.78240 0.612
Change readiness 236 1.88 5 3.3793 057929 0.332
Planned changes 236 2 5 34374 0.56753 0.322
Emergent changes 236 14 5 3.3212 0.69145 0478
Bureaucratic structure 236 1.76 471 3.3768 0.50458 0.255
Concentration 236 1 5 3.6572 0.65098 0.424
Formalization 236 1.71 5 3.1007 0.63800 0.407

6.2. Dimensions of transformational leadership.

¢ Table 4 reports minimum value (1.57), maxi-
mum value (5), mean (3.4019), standard devia-
tion (0.62525) and variance (0.391) for trans-
formational leadership.
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¢ Table 5 reports minimum value (1.33), maxi-
mum value (5), mean (3.3715), standard devia-
tion (0.79476) and variance (0.632) for supervi-
sor expression.

Table 5 reports minimum value (1), maximum
value (5), mean (3.3743), standard deviation

¢



(0.91518) and wvariance (0.838) for intellectual
model.

¢ Table 5 reports minimum value (1), maximum
value (5), mean (3.3955), standard deviation
(0.85991) and wvariance (0.739) for encouraged
embracement of goals.

¢ Table 5 reports minimum value (1), maximum
value (5), mean (3.8242), standard deviation
(0.74092) and variance (0.549) for high perfor-
mance expected.

¢ Table 5 reports minimum value (1), maximum
value (5), mean (3.2574), standard deviation
(0.76749) and variance (0.589) for employee sup-
port.

¢ Table 5 reports minimum value (1), maximum
value (5), mean (3.1882), standard deviation
(0.78240) and wvariance (0.612) for intellectual
stimulation.

According to Table 5, the lowest mean is related to
intellectual stimulation and the highest mean belongs
to high performance expected. In bureaucratic organi-
zations, this high performance expected can prevent
the effect of transformation on change readiness; that
is, transformation is more prominent in high-
performance expected.

6.3. Dimensions of change readiness.

¢ Table 5 reports minimum value (1.88), maximum
value (5), mean (3.3793), standard deviation
(0.57929) and variance (0.332) for change readi-
ness. In addition, Table 4 shows dimensions of
change readiness as follows:

¢ Table 5 reports minimum value (2), maximum
value (5), mean (3.4374), standard deviation
(0.56753) and variance (0.322) for planned
change.

¢ Table 5 reports minimum value (1.4), maximum
value (5), mean (3.3212), standard deviation
(0.69145) and variance (0.478) for emergent
change.

According to Table 5, the lowest mean is related to
emergent change and the highest mean belongs to
planned change.

6.4. Dimensions of bureaucratic structure.

¢ Table 5 reports minimum value (1.76), maximum
value (4.71), mean (3.3768), standard deviation
(0.50458) and variance (0.255) for bureaucratic
structure. In addition, Table 4 shows dimensions
of bureaucratic structure as follows:

¢ Table 5 reports minimum value (1), maximum
value (5), mean (3.6572), standard deviation
(0.65098) and variance (0.424) for concentration.

¢ Table 5 reports minimum value (1.71), maximum
value (5), mean (3.1007), standard deviation
(0.63800) and variance (0.407) for formalization.
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According to Table 5, the lowest mean is related to
formalization and the highest mean belongs to con-
centration.

6.5. Normality tests. According to Table 6, sig >0.05
for K-S test of variables. Therefore, the variables are
normally distributed.

Table 6. Kolmogorov-Smirnov test for variables

Test value Sig.
Bureaucratic structure 1.302 0.067
Change readiness 0917 0.369
Transformational leadership 0.626 0.828

6.6. Hypotheses. Hypothesis 1: Transformational
leadership is effective on change readiness of gov-
ernment employees. Regression analysis (Table 7)
shows the extent of correlation (0.593) between
transformational leadership and change readiness of
government employees. Transformational leadership
can explain change readiness by 35.2%. Given the
positive f, transformational leadership is positively
and significantly effective on change readiness of
government employees.

Table 7. Regression analysis

R R? B Sig. Result

Transformational lead-
6.1 | ership and change
readiness

0.593 | 0.352 | +0.593 | 0.000 | Confirmed

Transformational lead-
ership and planned
change readiness

Transformational lead-
ershipand emergent
change readiness

6.2 0.526 | 0.277 | +0.526 | 0.000 | Confirmed

6.3 0.557 | 0.310 | +0.557 | 0.000 | Confirmed

Hypothesis 1.1: Transformational leadership is effec-
tive on planned change readiness.

Regression analysis (Table 7) shows the extent of
correlation (0.526) between transformational leader-
ship and planned change readiness of employees.
Transformational leadership can explain planned
change readiness by 27.7%. Given the positive f3,
transformational leadership is positively and signifi-
cantly effective on planned change readiness of
government employees.

Hypothesis 1.2: Transformational leadership is effec-
tive on emergent change readiness.

Regression analysis (Table 7) shows the extent of
correlation (0.557) between transformational leader-
ship and emergent change readiness of employees.
Transformational leadership can explain emergent
change readiness by 31%. Given the positive f,
transformational leadership is positively and signifi-
cantly effective on emergent change readiness of
government employees.

Hypothesis 2: Transformational leadership is effective
on change readiness of government employees through
perceived bureaucratic structure.
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As shown in Table 8, the linear regression model ob-
tained is significant (sig <0.05); thus, there is a signifi-
cant relationship (0.593) between transformational
leadership and change readiness of employees. The
second linear model is obtained by substitution of the
variable bureaucratic structure. However, the hypothe-

sis that transformational leadership is effective on
change readiness of employees through the perceived
bureaucratic structure is rejected, because sig>0.05.
Moreover, Durbin-Watson value = 2.163, which indi-
cates no auto-correlation between residuals of the
equation estimated.

Table 8. Multiple regression analysis of transformational leadership on employee change readiness through
perceived bureaucratic structure

R R2 Sig. R2 change B B Sig. Durbin-Watson
Model 1 Transformational leadership 0.593 | 0.352 0.000 0.593 0.000
1.7 | Model 2 Transformational leadership 0.005 0.581 0.000 1.859
- 0598 | 0.357 0.000
Bureaucratic structure 0.074 0.167
Model 1 Transformational leadership 0526 | 0.277 0.000 0.526 0.000
2.7 | Model 2 Transformational leadershi 0.007 0513 0.000 2018
odel rans ormaf ional leadership 0533 | 0284 0,000
Bureaucratic structure -0.084 0.135
Model 1 Transformational leadership 0577 | 0.310 0.000 0.557 0.000
3.7 | Model 2 Transformational leadership 0.003 0.548 0.000 1.747
- 0.313 | 0.559 0.000
Bureaucratic structure -0.054 0.328

Hypothesis 2.1: transformational leadership is ef-
fective on planned change readiness through per-
ceived bureaucratic structure.

As shown in Table 8, the linear regression model
obtained is significant (sig < 0.05); thus, there is a
significant relationship (0.526) between transforma-
tional leadership and planned change readiness of
employees. The second linear model is obtained by
substitution of the variable bureaucratic structure.
However, the hypothesis that transformational lead-
ership is effective on planned change readiness of
employees through the perceived bureaucratic struc-
ture is rejected, because £ sig>0.05. Moreover,
Durbin-Watson value = 2.018, which indicates no
auto-correlation between residuals of the equation
estimated.

Hypothesis 2.2: transformational leadership is ef-
fective on emergent change readiness through per-
ceived bureaucratic structure.

As shown in Table 8, the linear regression model
obtained is significant (sig < 0.05); thus, there is a
significant relationship (0.577) between transfor-
mational leadership and emergent change readiness
of employees. The second linear model is obtained
by substitution of the variable bureaucratic struc-
ture. However, the hypothesis that transformational
leadership is effective on emergent change readi-
ness of employees through the perceived bureau-
cratic structure is rejected, because sig> 0.05.
Moreover, Durbin-Watson value =1.747, which
indicates no auto-correlation between residuals of
the equation estimated.

Conclusion

As findings of this study show, transformational
leadership is effective on planned and emergent
change readiness. Accordingly, the following re-
marks are provided for organizations:
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It is essential that managers increase the expected
performance by regular evaluations and appropriate
incentives to make planned changes. The method of
choice in this type of planning is called hearts and
minds method, which is a thorough effort for chang-
ing attitudes, values and beliefs of all employees.
Through this normative method, the manager attracts
employee commitment and creates a shared vision
(Geijsel et al., 2003).

Managers should pay attention to personalities and
personal needs of employees to manage their perfor-
mance effectively.

Senior managers should support and encourage their
employees in thinking about previous problems and
solving them in new ways. In this respect, they can
consider delegation of authority and encourage
innovation.

Senior managers should promote knowledge of organ-
izational goals based on greater interaction within
work groups. This is called adaptive planning method,
which is the division of power between employers and
employees. Change requires negotiation, agreement
and consensus resulting from regular interactions.

For intellectual stimulation of employees, managers
can use creativity of employees in problem solving by
holding regular meetings and using their suggested
solutions. Managers can also reward people who use
new methods.

To use intellectual models of employees, managers
can raise questions to make employees think about
their tasks, revise their routines and select the best
solutions.

To control organizational crisis, managers need to
form special work groups with short-term, long-term
and mid-term planning skills. In emergent change
planning, this is called navigator, that is, imposition of



changes in critical situations or when other methods
are useless. This results from managerial authority
without consultation with other people.

This study also presents the following remarks for fu-
ture works:

Consideration of other leadership styles including
pragmatic leadership in the hypothesized relationships
can provide more accurate results; therefore, it is pro-
posed to test these styles in future works.

It is recommended to consider other categories of or-
ganizational structure and its dimensions such as or-
ganic and mechanical structure simultaneously in rela-
tionships and compare the results.

Structure of public and private organizations is differ-
ent; government agencies follow both domestic and
state laws. Therefore, future works are recommended
to test above hypotheses in private organizations.

It is also recommended to consider effects of demo-
graphic variables on the studied relationships.

Problems and Perspectives in Management, Volume 15, Issue 1, 2017

Personality can be measured as a mediating or con-
founding variable.

Limitations

This study only considered one leadership style (trans-
formational leadership).

Despite diversity of organizational structure, this study
only considered the bureaucratic structure as a mod-
erator of the studied relationships.

The studied population included employees of gov-
ernment agencies (Gilan Tax Department, Gilan Jus-
tice Court and Municipality).

This study discarded the role of individual characteris-
tics, including age, experience or gender in the studied
relationships.

Due to time constraints and expensiveness of the study
(long distances in the whole province), probability
sampling was not practical for the study; therefore,
convenient non-probability sampling was used.
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