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Abstract

This research investigates the leadership style and organization culture on employee
readiness to change with mediating role of employee commitment to energy management in
petrochemical sector in Egypt. The objectives of this research are: to recognize the effect of
leaderships style on employees’ commitment to energy management; to identify the effect of
the organization culture on employees’ commitment to energy management; to assess the effect
of employees’ commitment to energy management on their readiness to change, using
structural equation modeling. The research uses a quantitative approach; an administrated
questionnaire is used to gather the required data to test the developed hypotheses, analyzing
the data through structural equation model (SEM) using AMOS software version 25. Results
of this study show: there is a significant direct effect between leadership style and employee
readiness to change; there is a significant direct effect between organizational culture and
employee readiness to change; there is a significant direct effect between leadership style and
employee commitment to energy management; there is a significant direct effect between
organizational culture and employee commitment to energy; there is a significant direct effect
between employee commitment to energy management and employee readiness to change. The
study found that the results of the mediation effect indicate that there is partial mediation effect
of the employee commitment to energy management between the relationship of leadership
style, organizational culture and employee readiness to change.
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Introduction

Current researches show that global energy system needs to change. The Covid-19
crisis and the Russian Ukrainian war has demonstrated the weaknesses of the existing energy
system, and exposed the consequences of energy poverty experienced by billions of people
worldwide. Over the next decade, every aspect of national energy systems will be affected by
changes in climate, energy policy and shifts in energy supply and demand. [1]. Energy
management as a support function in industrial companies has developed considerably within
the last twenty years [2]. In spite of the increasing activity in regard to energy management in
business practice, so far there is no consistent understanding of energy management in
academic literature [3]. It is more about change management than engineering.

The concept of energy management in literature have been categorized into four main
clusters: energy use, strategic perspective, inclusion of managerial aspects, and relevance of
people. Research show that people can make or break an energy program. Gaining the
cooperation of key people at different levels within the organization is an important factor for
successful implementation of the action plan in many organizations [4]. To date, there is a clear
gap of knowledge in identifying the most key factors for employee commitment to energy
management and its direct and indirect effects on employees‘ readiness for change.lt is widely
known that the petrochemicals industry main growth factors are the result of operational and
financial improvements, including optimizing asset utilization, improving yields, running
efficient operations [5]. Hence, it is argued that, energy management enable petrochemicals
organizations to enhance its results [4].

The Petrochemical sector is one of the Egyptian petroleum sectors, which contribute to
the Egyptian economy with almost 3% of the country ‘s GDP. The Egyptian petrochemicals
sector is starting its energy management journey that is aligned with petroleum sector digital
transformation plan to achieve Egyptian 2030 strategy [6], [7]. Accordingly, this research seeks
to investigate the impact of leadership style and organization culture on employees’
commitment to energy management.The empirical insights that emerges is to aid scholars and
practitioners to grasp the realization of how to effectively move employees to work towards
the current change and commit to the supporting practices of energy management. In order to
achieve this aim, several objectives are needed to be attained. Therefore, this study contains
five research objectives that is are as follows: (RO1) to investigate the effect of leaderships
style on employees’ commitment to energy management; (RO2) to test the effect of the
organization culture on employees’ commitment to energy management; (RO3) to examine the
effect of leadership style on employee readiness to change; (RO4) to assess the effect of
organizational culture on employees’ readiness to change; (ROS5) to investigate the effect of
employees’ commitment to energy management on Employees’ readiness to change.

The remaining sections in this paper reviews the literature review, illustrates the
research design used to collect and analyze the necessary data, displays and clarifies the
quantitative research results, the hypotheses testing through structure equation modeling
(SEM), and the research conclusion and discussions.

Literature Review

Leadership Style and organizational culture is considered as the independent variables,
Employees’ commitment is considered as the mediator variable, and Employees’ readiness to
change is considered as the dependent variable.
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Leadership Style

A popular theory in leadership is the Trait Leadership Theory. In this theory, [8]
show that there is no perfect leadership model that can be implemented in an organization
that would lead to high productivity or to the success of a specific vision [9]. [10] argues
that what differentiate effective leaders from others is their ability to continuously assess
the unique circumstances and to strategically behave in accordance. There is no universal
definition of leadership because leadership is complex, and is different in different
contexts [9]. key aspect of this process is to understand the benefits and limitations of the
different leadership styles in relation to the ever-changing business environment [11]. In
the contemporary market, there are many different styles in leadership. Nevertheless, the
all emerged from the three basic styles.

Autocratic Leader

An autocratic leadership style, is a style where the leader retains all the power and
makes all the decisions without allowing employees to provide their input or ideas. They are,
therefore, task oriented and not relationship orientated [9]. Autocratic leaders have been
critiqued over the years. Some of the reasons include it being a major contributor towards larger
numbers of absenteeism; nonetheless, this leadership style can be beneficial in certain scenarios
[11]. However, the rigid approach of that style tends to oppress creativity and enthusiasm and
it could be argued that this style is not favorable specially during the change activities
implementation for the reason that it does not support individuality and subjective inputs from
employees [10]. On the other hand [12] show that a round 25% of the investigated case studies
have a successful change efforts despite the existence of autocratic leaders leading the change
which doesn’t support the widely held assumption.

Democratic Leader

Research show that organizations that want to adapt changes easily need the help of the
employees in brainstorming together for the right course of action [12]. The process of
consultation, seek others’ input about achieving an objective and are open to developing a plan
together to achieve the objective known as participative management and empowering
employees [8]. In a study of the success factors related to the organizational change, [12] find
that democratic leadership is the predominant style of leadership mentioned and is twice as
prevalent as the autocratic or a laissez-faire/ style of leadership.

Laissez-Faire Leader

Many scholars describe Laissez-faire leadership as the opposite of authoritarian
leadership in many ways. A laissez faire leader tolerates followers to have complete
freedom in making decisions that concern their work and how it is to be completed.
Researches illustrate that this style of leadership, also known as the hands-off style, is not
preferable when an organization seeks to implement change. Laissez-faire entail Low-
directive—low-supportive behavior - provide little or no direction and support - let
employees make their own decisions [13]. Laissez-faire leaders demonstrate limited
participation in vital organizational matters [12].

Organizational Culture

According to [16], organization’s culture is : what allows the entity to either accept or
resist change. Those organizations that have resistance to change is due to environmental
pressures and uncertainty. Thus, to promote and allow change, an organizational learning
process needs to take place which pushes the organization beyond its currently held
understandings of itself and its ways of dealing both with its internal and external reality. The
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assessment of organizational culture is an important step for creating change readiness [14].
Characteristics of organizational culture can lead to the failure of a change activities even
before it starts [15]. Several researchers studied the influence of organizational culture on
change readiness and implementation. [19] research illustrates that organizations with
bureaucratic, top-down hierarchies and rigid managerial paradigms are classified as having un-
adaptive cultures, that are resistant to change, which can result in under performance. The
research indicates that a desirable culture is one that embraces change and has a focus on
utilizing the intellectual capital that exists within an organization. There is a move towards
more de-centralized structures that devolves power down the hierarchy and empowers the
members of staff. This culture fosters creativity, innovation and learning, which allows for it
to adapt to the changes in the external operating environment. changers emerges as people
within organizations learn how to accept and deal with uncertainties [16]. Hence,
organizational culture can help organizations adapt to external environments with rapid and
appropriate responses.

Employees’ Commitment to Energy Management

[22] state that employees’ commitment to change is “a force (mind-set) that binds an
individual to a course of action deemed necessary for the successful implementation of change
initiative ”. Organizational change typically requires leadership motivation towards the change,
and ongoing support from employees; and their commitment to change fundamentally alters
their change-related behaviors, thus promoting organizational change effectiveness [23]
Employees’ commitment to change has been identified as a vital antecedent of success or fail
in organizational change efforts [25]. Despite its presumed importance, however, little
attention has been paid to the triggers of commitment within a change context [25]. Research
show that people can make or break an energy program. Gaining the support and cooperation
of key people at different levels within the organization is an important factor for successful
implementation of the action plan in many organizations [4]. Therefore, employees need to be
committed in order  for organizations triumph in the energy management system. Reaching
energy goals frequently depends on the awareness, commitment, and capability of the people
who will implement the action plan [4].

Employees’ readiness to change

Employees’ readiness to change refers to the process by which employees’
attitudes are changed in a way that they view the change as necessary and likely to be
successful which highly depends on their leaders” support [17]. it is argued that
leadership may affect employees’ ability to manage change [18]; and ultimately, prepare
them to participate effectively in organization change efforts. In conclusion, based on the
literature review, a proposed research model as shown in figure 1 is developed to be
further tested. This model seeks to evaluate the impact of various leadership styles on
employee commitment to energy management and employee readiness to change. In
addition, the model seeks to assess organizational culture on employee commitment to
energy management and employee readiness to change. Based on the model, five main
hypotheses are formulated: (H1) Leadership Style has an effect on Employees’
commitment to energy management; (H2) Organizational Culture has an effect on
Employees’ commitment to energy management; (H3) Leadership Style has an effect on
Employees’ readiness to change; (H4) Organizational Culture has an effect on
Employees’ readiness to change; (HS5) Employees’ commitment to energy management
has an effect on Employees’ readiness to change.
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Figure 1- Conceptual Framework
Research Methodology

For the purpose of this research, the research population refers to Egyptian
employees working in petrochemical sector in Egypt. The research questionnaire was
administered to seven hundred (700) respondents, 458 questionnaires representing 65.4% were
returned, and 42 questionnaires representing 6% were incomplete or ineligible or refusals and
242 (34.6%%) were not reached. There were 416 acceptable responses, a response rate 59.4%,
which is highly adequate for the nature of this study. In this Research Paper, the Amos 25.0
software package was used to perform the structural equation modelling (SEM) to
investigate the inter-relationships between the constructs of the hypothesized model.
Hypotheses Testing Following a confirmatory factor analysis, the valuation of the structural
model through testing of the hypotheses underlying the research model is conducted.

Results and Findings

Based on the frequency analysis, the respondents in this study were Egyptian employees

working in the petrochemical sector in Egypt who came from different socio-demographic
background as shown in table 1.
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Table 1: The Respondents Socio-demographic Traits
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Composite reliability (CR) is used to measure the reliability of a construct in the
measurement model. CR is a more presenting way of overall reliability and it determines the
consistency of the construct itself [19]. The CR of (Democratic = 0.933, Autocratic =0.912,
Lassie faire =0.877, Employee commitment to energy management = 0.930, Mission = 0.807,
Employee readiness to change = 0.950, Involvement = 0.845, Consistency = 0.829 and
Adaptability =0.906). So, it clearly identified that in measurement model all construct have
good reliability. The average variances extracted (AVE) should always above 0.50 [19]. That
average variances extracted (AVE) of the particular
constructs(Democratic=0.735,Autocratic=0.64, Lassie faire =0.589, Employee commitment to
energy management=0.690,Mission=0.55,readiness to change =0.706, Involvement=0.584,
Consistency= 0.548 and Adaptability=0.616) are more than 0.500. Overall, these measurement
results are satisfactory and suggest that it is appropriate to proceed with the evaluation of the
structural model. Table 2 illustrates the results of these analyses.

Table 2: Model Measures

Composite  Average
Variables Reliability Variances
CR  ExtractedAVE

Square Root Maximum
ofAVE ReliabilityMaxR(H)

Democratic 0.933 0.735 0.857 0.944
Autocratic 0.912 0.638 0.799 0.937
Lassie faire 0.877 0.589 0.767 0.882

Employee commitment to

0.930 0.690 0.831 0.934
energy management
Mission 0.807 0.549 0.741 0.887
Employee readiness to change 0.950 0.706 0.840 0.954
Involvement 0.845 0.584 0.764 0.893
Consistency 0.829 0.548 0.740 0.830
Adaptability 0.906 0.616 0.785 0.910

Measurement model Results

The 9 factor was subjected to CFA using the AMOS software. DF was 290 (it should
be more than 0), [1%/DF has a value of 2.500, that is less than 3.0 (it should be less than or equal
3.0). The RMSEA was .056 (it should be less than 0.08). The TLI index was .939 which is very
close to 1.0 (a value of 1.0 indicates perfect fit). The CFIl was .946. All indices are close to a
value of 1.0 in CFA, indicating that the measurement models provide good involvement for the
factor structure determined through the CFA.
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Figure (2) Structural Model (Final Result)

Structural model summary

As shown in figure 2, the results of structural model using the AMOS software, shows
that DF was 1068(it should be more than 0), [J?/DF has a value of 2.390, that is less than 3.0
(it should be less than or equal 3.0). The RMSEA was .054 (it should be less than 0.08). The
TLI index was .907 which is very close to 1.0 (a value of 1.0 indicates perfect fit). The CFI
was .912. All indices are close to a value of 1.0 in CFA, indicating that the measurement
models provide good involvement for the factor structure determined through the CFA.

Research Conclusion

This research investigated the leadership style and organization culture on employee
readiness to change with mediating role of employee commitment to energy management in
petrochemical sector in Egypt. The objectives of this research are: to recognize the effect of
leaderships style on employees’ commitment to energy management; to identify the effect of
the organization culture on employees’ commitment to energy management; to assess the effect
of employees’ commitment to energy management on their readiness to change, using
structural equation modeling. The following paragraphs illustrate the results of each objective
achieved.

Due to the individual tests of significance of the relationship between the variables. It
reveals that, as expected a positive relation between Leadership Style and Employees’
commitment to energy management (B = 0.286, CR (Critical Ratio) = 6.044, CR > 1.96, p =
0.000, p<0.05). Therefore, H1: Leadership Style has an effect on Employees’ commitment to
energy management.) is supported. That result is consistent with [14].

According to the analysis performed testing the relationship between the variables. H2:
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Organizational Culture has an effect on Employees’ commitment to energy management. (p =
0.688, CR (Critical Ratio) = 22.072, CR > 1.96, p = 0.000, p<0.05). is supported, as it predicts
that " There is a positive relation between Organizational Culture and Employees’ commitment
to energy management. ". That result is consistent with [20]. The result shows that H3:
Leadership Style has an effect on Employee readiness to ch ange ( = 0. 260, CR (Critical
Ratio) = 6.340, CR > 1.96, p = 0.000, p<0.05). is supported, as it predicts that " There is a
positive relation between Leadership Style and Employee readiness to change ". That result is
consistent with [18], [21] .

The result shows that H4: Organizational Culture has an effect on Employees’ readiness
to change of petrochemical sector in Egypt. is supported as the result shows that (§ = 0.107,
CR (Critical Ratio) = 2.976, CR > 1.96, p = 0.003, p<0.05), as it predicts that " There is a
positive relation between Organizational Culture and Employees’ readiness to change ". That
result is consistent with [17], [21]. The result shows that H5: Employees’ commitment to energy
management has an effect on Employees’ readiness to change. ( = 0.549, CR (Critical Ratio)
=17.834, CR > 1.96, p = 0.007, p<0.05). is supported, as it predicts that " There is a positive
relation between Employees’ commitment to energy management and Employees’ readiness
to change™. That result is consistent with [21], [22].

In conclusion, leadership style and organization culture have significant effect of
employee commitment to energy management when studied in the Egyptian petrochemical
sector. Accordingly, it was found that leadership style and organization culture have significant
relation with the employee readiness to change. Moreover, the study found that there is a partial
mediating effect for the employee commitment to energy management on the relation between
leadership style and organization culture and employee readiness to change.

Research Discussion

This paper explored the direct and indirect effects of leadership style and organization
culture on the employee readiness for change. The outcomes of this study are supported by
existing research. For example, the results of first Hypothesis (Leadership Style has an effect
on Employees’ commitment to energy management) match with [12] who indicate that
democratic leadership style influences employee commitment to change, where Laissez-faire
leaders demonstrate limited participation in vital organizational matters and incline to
procrastinate their response to critical change. At the same study 25% of the investigated case
studies do not support the widely held assumption that a more autocratic style of leadership in
times of change is partly responsible for the lack of success of change programs. Results align
with [9] who states that autocratic leaders are not preferable to handle energy management
system since they are task oriented and not relationship orientated so they significantly and
directly guide the employees to the decisions made. Where he claims that democratic leadership
is the predominant style of leadership mentioned and is twice as prevalent as the other style of
leadership.

The result of the second hypothesis (Organizational Culture has an effect on Employees’
commitment to energy management ) match with [23] in which organizational culture plays an
important role of moderating the relationship between leadership style and normative commitment
to change. Firm must take in to consideration that organizational culture takes a time to be
developed so the sooner a company respond, the more quickly itwill be in a position to implement
successful energy management program.
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The results of the third hypothesis (Leadership Style has an effect on Employee
readiness to change) matched with [21] which indicates that Authoritarian leadership style is
negatively related to employees’ readiness to change , while both Democratic and Laissez-
faire leadership style are positively related to readiness to change. The results of the fourth
hypothesis (Organization culture has an effect on Employee readiness to change) matched with
[21] which assure that Individuals are not passive recipients of change uncertainty and
ambiguity. Quite the opposite, they dynamically react to what is happening in their work
environment. The results of the fifth hypothesis (Employees’ commitment to energy
management has an effect on Employees’ readiness to change) matched with [22] study which
showed higher change readiness among employees with greater commitment, and, as predicted,
the commitment was more strongly related to change readiness when the target of one’s
commitment had greater change advocacy.

Limitations and future directions

This study faced several limitations when conducting the research. First, because this
study was cross-sectional, it is not possible to investigate the nature of cause-and-effect
connections between the variables. Future study should therefore focus on the requirement for
a longitudinal strategy. Second, as a method of data collection, the questionnaire also had its
limitations and could not examine all the information in detail. The answers in the
questionnaire were based on the employee’s perception and did not take into account deeper
explanations and reasons for choosing the selected answers. Additionally, few papers have
empirically investigated the elements presented in this paper, so not all factors could be
compared with previous research to reach relevant conclusions. These limitations also
represent recommendations and guidelines for future studies. Third, because this study's
sample was limited to one nation (Egypt) and the petrochemical sector, it is important to
proceed with caution when interpreting the results. Despite the fact that the research context is
extremely specialized, it is thought that the conclusions apply to various fields and nations.
Fourth, a convenience sample approach was used to gather information from respondents over
a predetermined period of time, which led to a limitation. The range of respondents who might
participate was restricted by the short time window for data collecting. Because responses are
acquired based on respondents' accessibility and may not give a representative sample, the
convenience sampling approach used to gather responses may have also limited the range of
respondents who would participate.

References

[1] R. UN, “Energy Transition UN Report,” pp. 157-166, 2021.

[2] A. V. H. Sola and C. M. M. Mota, “Influencing factors on energy management in
industries,” J. Clean. Prod., wvol. 248, p. 119263, 2020, doi:
10.1016/j.jclepro.2019.119263.

[3] S. Backlund, P. Thollander, J. Palm, and M. Ottosson, “Extending the energy efficiency
gap,” Energy Policy, vol. 51, pp. 392-396, 2012, doi: 10.1016/j.enpol.2012.08.042.

[4] A. Kumar et al., “Energy Action Planning,” Energy Manag., pp. 83-94, 2020, doi:
10.1201/9780429325458-5.

[5] Deloitte, “Digital Transformation: Are chemical enterprises ready ?,” no. January,
2017,

[6] ECHEM, “ECHEM Annual Report,” 2016.

[7] ECHEM, “ECHEM Annual report,” ECHEM Annu. Rep., p. 51, 2019.

[8] Lussier & Achua, leadership, skills and development, vol. 18, no. 3. 2010.

[9] Z. Kleinhans, “a Conceptual Framework of Preferred Leadership Style and Leadership

Res Militaris, vol.12, n°6, Winter 2022 45



WIRES MILITARTS Social Science Journal

[10]

[11]

[12]

[13]
[14]

[15]

[16]

[17]

[18]

[19]

[20]

[21]

[22]

[23]

Communication for Generation Y Employees,” no. September, pp. 1-162, 2017.

T. Coft, “Leadership styles and factors in effective staff motivation,” Nurs. Leadersh.
Student J., pp. 1-12, 2018, [Online]. Available:
https://journals.kpu.ca/index.php/nisj/article/download/199/9/.

F. Ozer and C. Tinaztepe, “Effect of Strategic Leadership Styles on Firm Performance:
A Study in a Turkish SME,” Procedia - Soc. Behav. Sci., vol. 150, pp. 778-784, 2014,
doi: 10.1016/j.sbspro.2014.09.059.

J. Jones, J. Firth, C. Hannibal, and M. Ogunseyin, “Factors Contributing to
Organizational Change Success or Failure,” pp. 155-178, 2019, doi: 10.4018/978-1-
5225-6155-2.ch008.

R. N. Lussier, Human Relations in organization, vol. 12, no. 4. 2017.

C. Johansson, S. Astrom, A. Kauffeldt, L. Helldin, and E. Carlstrom, “Culture as a
predictor of resistance to change: A study of competing values in a psychiatric nursing
context,” Health Policy (New. York)., vol. 114, no. 2-3, pp. 156-162, 2014, doi:
10.1016/j.healthpol.2013.07.014.

J. R. Detert and J. J. Mauriel, “Note a Framework for Linking and Culture Improvement
in Initiatives Organizations,” vol. 25, no. 4, pp. 850-863, 2000.

A. Errida and B. Lotfi, “The determinants of organizational change management
success: Literature review and case study,” Int. J. Eng. Bus. Manag., vol. 13, pp. 1-15,
2021, doi: 10.1177/18479790211016273.

M. Haffar, W. Al-Karaghouli, Z. Irani, R. Djebarni, and G. Gbadamosi, “The influence
of individual readiness for change dimensions on quality management implementation
in Algerian manufacturing organisations,” Int. J. Prod. Econ., vol. 207, pp. 247-260,
2019, doi: 10.1016/}.ijpe.2016.08.024.

M. S. Alzahrani, “The Impact of Emotional Intelligence on Readiness for
Organizational Change: A Case Study on a Government Authority in Saudi Arabia,”
Am. J. Ind. Bus. Manag., vol. 09, no. 09, pp. 1880-1889, 2019, doi:
10.4236/ajibm.2019.99121.

J. Hair, W. Black, B. J. Babin, and Y. Xx, “Multivariate Data Analysis: Its Approach,
Evolution, and Impact,” Gt. Facil., pp. 121-130, 2019, doi: 10.1007/978-3-030-06031-
2_16.

W. Mugizi, F. E. K. Bakkabulindi, R. Bisaso, and Y. Xx, “Framework for the Study of
Employee Commitment,” Makerere J. High. Educ., vol. 7, no. 2, pp. 1547, 2015, doi:
10.4314/majohe.v7i2.

K. K. Katsaros, A. N. Tsirikas, G. C. Kosta, and Y. Xx, “The impact of leadership on
firm financial performance: the mediating role of employees’ readiness to change,”
Leadersh. Organ. Dev. J., vol. 41, no. 3, pp. 333-347, 2020, doi: 10.1108/LODJ-02-
2019-0088.

B.J. Seggewiss, T. Straatmann, K. Hattrup, and K. Mueller, “Testing Interactive Effects
of Commitment and Perceived Change Advocacy on Change Readiness: Investigating
the Social Dynamics of Organizational Change,” J. Chang. Manag., vol. 19, no. 2, pp.
122-144, 2019, doi: 10.1080/14697017.2018.1477816.

H. M. Gelaidan and H. Ahmad, “The Factors Effecting Employee Commitment to
Change in Public Sector: Evidence from Yemen,” Int. Bus. Res., vol. 6, no. 3, pp. 75—
87, 2013, doi: 10.5539/ibr.v6n3p75.

Res Militaris, vol.12, n°6, Winter 2022 46



