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ABSTRACT 
 
Seventy percent of organizations fail to implement change, one of the main reasons is a lack of 
individual readiness to change. Individual readiness to change is the extent to which employees are 
mentally, psychologically, or physically ready, ready to participate in organizational development 
activities. This study aims to examine the role of organizational commitment on individual 
readiness to change. Data obtained by census method using a questionnaire with a Likert scale of 1-
5 on 129 employees of the University of Bumigora. Hypothesis testing used by PLS. The results 
showed that organizational commitment had a positive and significant effect on individual readiness 
to change. 
 
Keywords:  Organizational Commitment, Individual Readiness To Change 
 
 
INTRODUCTION 
 

Change is the most important aspect for creating effective and efficient management. 
Changes experienced continuously by organizations can be caused by several things such as the 
rapid rate of global development, business risks, exciting opportunities, innovation, and new 
leadership systems (Madsen, Miller & John, 2005). The organizational change process is generally 
seen as a three-step incremental program. Armenakis, Harris, and Field (1999) describe these steps 
as readiness, adoption, and institutionalization. Seeing from this point of view, it is important for an 
organization that wants to adopt a change to pay attention to the readiness of the organization itself 
as a first step that will determine the desired final state. 

Organizational readiness to change is multilevel, it can be present at the individual, group, 
unit, department, or organizational level (Weiner 2009). Readiness to change at the individual level 
is the extent to which individuals tend to agree, accept, and adopt specific plans aimed at changing 
the current state (Holt, et al 2007). Rafferty, Jimmieson, and Armenakis (2012) say that the 
readiness of the working group for change is a shared feeling of individuals in their workgroup 
because of the social interaction process that creates a unity of thought so that it impacts collective 
phenomena at a higher level. Although workgroup members tend to differ in individual readiness 
for change (for example, because of personality characteristics, such as resistance to the disposition 
to change), they can develop shared perceptions about their workgroup (Rafferty, et al 2012). 
Weiner (2009) says that as an organizational-level construct, readiness for change refers to the joint 
commitment of organizational members to implement change (change commitment) and a shared 
belief in their collective ability to do that (change efficacy) which can be influenced by contextual 
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factors such as organizational culture, policies and procedures, the experience of changes, 
organizational resources, and organizational structure. 

Miller and Peter (1985) in their research found that 70% of organizations experience failure 
in implementing organizational change. They reveal that one of the main reasons for this is the lack 
of a careful assessment of the readiness of the organization to change, which is very much 
dependent on the readiness of employees to change (Mardahtillah, Rahman & Ismail, 2017). These 
findings emphasize the importance of assessing the individual readiness for change of employees. 

Individual readiness for change will build a company in the future because change is a major 
requirement for the life of a company. Individual readiness for change consists of affective, 
cognitive, and intentional components. The affective component refers to a person's feelings about 
existing changes and involves the emotional aspect of dealing with change, the cognitive 
component involves what people think about change, while the intentional component refers to a 
person's behavior towards change and involves a commitment to implementing change 
(Bouckenooghe & Devos, 2007). Hanpachern, Morgan, and Grigeo (1998) state that individual 
readiness for change is the extent to which employees are mentally, psychologically, or physically 
ready, willing to participate in organizational development activities. 

According to Holt, et al. (2010) individual readiness for change consists of structural factors 
and psychological factors. The individual structural factors for readiness for change consist of 
knowledge, skills, and ability alignment (knowledge, competence, and individual abilities related to 
the essence of change), namely the extent to which individual knowledge, competence, and ability 
are following the knowledge, competencies, and abilities required for change. Meanwhile, 
individual psychological factors for readiness for change consist of appropriateness, the named 
individual belief that changes will be made following the demands of the situation in the future, 
management support, the named individual belief that organizational leaders have a serious 
commitment to succeed. 

Employees who are ready to change will have confidence that the organization will progress 
when making changes, besides that they have a positive attitude towards organizational change and 
have a desire to be involved in implementing these organizational changes (Armenakis, Harris & 
Mussholder, 1993). Shah, Irani, and Sharif (2017) explained that individual readiness for change, 
based on the causative factors, can be classified into two categories, namely individual factors and 
workplace factors. One of the factors for workplace factors is organizational commitment. 

Wibowo (2014) states that organizational commitment is the feeling, attitude, and behavior 
of individuals identifying themselves as part of the organization, being involved in the process of 
organizational activities, and loyal to the organization in achieving what is the goal of the 
organization. Organizational commitment affects whether a worker remains as a member of the 
organization or leaves the organization looking for a new job. McShane and Glinow (2010) view 
organizational commitment as an organizational loyalty that can be built through justice and 
support, shared values, trust, organizational comprehension, and employee involvement. Kreitner 
and Kinicki (2010) describe that there are three components of organizational commitment, namely 
affective commitment, continuance commitment, and normative commitment. 

Sari's research (2018) found that two indicators of organizational commitment, namely 
affective and normative commitment, have a positive and significant effect on the readiness of BRI 
bank employees in the Yogyakarta region office to change. Qureshi, et al (2018) in their study of 
168 teaching and non-teaching staff at private and government-owned higher education institutions 
in Karachi Pakistan found that one indicator of organizational commitment, namely affective 
commitment, has a positive and significant effect on individual readiness for change. Another 
finding by Al-Hussami and Hammad (2018) in their study of 300 nurses in Amman Jordan found 
that organizational commitment has a significant effect on individual readiness for change. 

However, some gaps are still found in this study, such as in Sari's (2018) study which found 
that continuity commitment does not affect individual readiness for change, contrary to research 
conducted by Qureshi, et al (2018) and Al-Hussami and Hammad (2018). ) who actually found that 
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the normative commitment aspect did not affect individual readiness for change, even in their 
research Qureshi, et al (2018) found that continuance commitment had a significant negative effect 
on individual readiness for change. Other findings by Al-Abrrow and Abrishamkar (2013) in their 
study of employees of the higher education sector in Iraq found that the three indicators of 
organizational commitment have a significant effect on individual readiness for change. The 
inconsistency of these findings seems to be in line with the opinion of Hersovich and Meyer (2002) 
who say that the three components of organizational commitment can have very different 
implications for behavior in the workplace. Employees with affective commitment tend to attend 
work regularly, do assign tasks within their means, and do a little extra to help. Meanwhile, 
employees with normative commitment can do the same thing only if they see it as part of their 
duties, or as a means of repaying the benefits they receive. 

This research was conducted at Bumigora University which was formed at the end of 2018 
from the merger of two universities, namely the College of Information and Computer Management 
and the College of Foreign Language Sciences of Bumigora. These changes encourage employees 
to be able to adapt to different work patterns and organizational structures. The opening of several 
new study programs after the merger immediately encouraged an increase in the number of students 
which resulted in an increase in the service load that must be provided by employees, both teaching 
and non-teaching staff. The changes that occur in the teaching staff have an impact on changing 
their teaching schedule which is adjusted to a new schedule based on University regulations as well 
as the number of teaching hours and the number of students which then increases from before. In 
the academic staff the changes that occur require them to be in a new scope of work with colleagues 
who are different from Bumigora University from the colleges where they served previously. 
Although there have been many studies on the topic of organizational change, researchers have not 
yet found the context of change associated with mergers between two or more organizations.  

The references that the authors use as a reference for research, especially concerning 
organizational commitment, previous studies have seen their effect on individual readiness for 
change from various indicators, namely affective, continuity, and normative with various findings, 
but in this study, researchers tried to see these effects as a whole from organizational commitment 
regardless of potential sources based on each existing indicator. Based on the above discussion, we 
build a hypothesis “Organizational commitment has a positive and significant effect on individual 
readiness for change” 
 
METHODS 
 

This type of research is causal associative research with a quantitative approach. This study 
was used to determine the effect of organizational commitment on individual readiness for change. 
The total of respondents is 189 peoples and questionnaires return as many as 129 peoples. The 
individual measure of readiness for change is based on an instrument developed by Bouckenooghe 
et al.,(2009) which consists of 14 statement items based on three dimensions, namely Emotional, 
Cognitive, and Intentional readiness for change. While the Organizational commitment consists of 
17 statement items developed by Meyer et al., (1993) Affective, continuance, and normative 
commitment. Each research instrument was measured using a Likert scale of 1-5 from strongly 
disagree to strongly agree. Data analysis used PLS.  
 
RESULTS 
 

The distribution of respondents' responses shows that employees at Bumigora University 
claim to be ready to change. 71 employees claimed to be "very ready" and 48 people said they were 
"ready", but it was found that 1 respondent was in the "not ready" category and 9 respondents were 
in the "quite ready" category. Organizational commitment in the "high" category, but separately 
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there were still 2 employees with low commitment and 19 others in the middle interval with the 
category "high enough". 

 
Table 1. Model Evaluation 

Variable AVE Composite Reliability 
Individual Readiness For Change 0.503 0.929 
Organizational Commitment 0.505 0.918 

 
The prerequisite analysis test was carried out, by evaluating the loading factor value, 

average variance extracted (AVE), and composite reliability where the indicator items that did not 
meet the requirements were then eliminated from the research model. According to Ghozali and 
Latan (2015), the latent variable must have an AVE value greater than 0.5 and composite reliability 
greater than 0.7. In table 1, after passing the analysis prerequisites, it is found that the research 
model has met the determined standards after eliminating 1 statement item on the individual 
readiness for change variable and 6 statement items on the organizational commitment variable. 
 

 
Figure 1. Model After Modification 

 
Ghozali and Latan (2015) said the hypothesis is accepted if the t-statistics value is above the t-table 
or the p-value is below the level of significance which in this study is 5% or 0.05. The t-table value 
with the number of respondents 129 was 1.98. Table 3 provides an overview of the test results. 

 
Table 2. Path Coefficients on Structural Testing 

Relations Between Variables Coefficient 
Value 

T 
Statistics P Values Information 

Organizational Commitment -> 
Individual readiness for change 0.462 6,856 0.000 Positive and 

significant 
 

The results of data analysis show that organizational commitment has a positive and 
significant effect on individual readiness for change at Bumigora University. These results explain 
that when a person has a good perception of organizational commitment both with his love factor 
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for his job (affective commitment), economic considerations related to costs (continuance 
commitment), or considerations of responsibility and remuneration in work (normative 
commitment) then also will increase individual readiness for change either by developing positive 
attitudes or thoughts towards change to participating in promoting change enthusiastically and 
willing to allocate energy for change programs. 
 
DISCUSSION 

 
The view of Ivancevich, et al (in Wibowo, 2014) states that organizational commitment is 

not only a manifestation of loyalty to the organization but also a feeling of identification with 
organizational goals and a feeling of being involved in organizational tasks and wanting to actively 
participate in them. When employees participate in change activities (demonstrations that may arise 
from organizational commitment), employees are more likely to have high readiness to change. 

Employees who have loyalty will retain membership on behalf of the organization, where 
this can be seen from the length of time the employee has worked or the turnover rate in the 
organization. This means that with loyalty to employees, individuals will feel the same need, 
namely an organizational change to achieve more effective goals so that individual readiness for 
change will emerge along with a sense of maintaining membership for the organization. Although 
in many studies it was found that employees with younger ages tend to have the low organizational 
commitment, in this study where most of the respondents were employees aged 17-30 years, was 
found to have an organizational commitment with a high average score, although still lower than 
employees who are over 50 years. Employees who become respondents are dominated by 
generation millennials where they can be said to be open-minded people and open to ideas relating 
to organizational change. 

Strong belief and acceptance of organizational values is a form shown by employees who 
identification in their organization. It means that there is an attitude of mutual belonging between 
employees and the organization where they work, which makes employees feel connected to the 
organization, besides that employee identification is also something important. It is important 
because there is unity between the employees and the organization so that whatever the employee 
organization does, also supports the organization to bring its vision and goals to the fore. If the 
identification that appears is a form of strong acceptance, there will be an attitude of acceptance of 
the changes implemented and adopting them in organizational values. 

Employees who have involvement or feel involved with organizational activities 
emotionally, then the individual will be willing to work extra hard on behalf of the organization 
which makes him carry out all the tasks and obligations given so that when the organization 
implements changes, the employee will show an attitude of acceptance and implementation of 
change tasks. . This involvement will appear in the form of effort and dedication given to the 
organization so that employees will make efforts to support the changes implemented by providing 
their dedication to the organization to change and get the desired goals. 

In this study, it was found that the average score of each indicator shows a high 
organizational commitment value so it makes sense that when they have a feeling of identification 
of organizational goals related to change, they are ready to change after seeing the benefits they and 
the organization receive from change. the. Judging from the age of the respondents, although there 
is no difference in their level of organizational commitment, the average result of the empirical 
value for employees under 40 years of age is below 4 while employees who are over 40 years old 
have an average score higher than 4. This may be influenced by the availability of job vacancies. 
The factor of job availability plays a role in the growth of continuance commitment where 
employees will consider the risk of losing their job if they leave the organization and have to find a 
new job, this is risky when there are not many suitable job vacancies, especially for employees over 
40 years old. So that employees think it will be more profitable if they stay and accept all the 
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change plans launched by the organization as long as they do not lose their jobs and the wages they 
receive from there. 

Langdon and Osborne (in Wibowo, 2014) say that with positive organizational commitment 
workers will show enthusiasm and have the initiative in carrying out their work, this answers how 
employees at Bumigora University are found to have individual readiness for change which is 
influenced positively and significantly by the organizational commitment they. These findings 
reaffirm Iverson's (1996) view which states that organizational commitment is the best predictor of 
individual readiness for change, where employees with high organizational commitment are more in 
line with organizational values and goals, are willing to spend more effort on behalf of the 
organization, and are more likely to accept organizational changes. Also from Al-Abrrow and 
Abrishamkar (2013), Madsen, et al (2005) found organizational commitment has a significant effect 
on individual readiness for change. Several studies have also found positive correlations such as in 
the research of Mardhatillah, et al (2017), Al-Hussami and Hammad (2018), Qureshi, et al (2018), 
and Sari (2018) even though their research found inconsistencies in the effect of each indicator. 
existing, but this study succeeded in answering that the overall organizational commitment was 
found to affect individual readiness for change. 
 
CONCLUSIONS 
 

Based on the results of data analysis, shows that organizational commitment as a workplace 
factor positive and significant effect on individual readiness for change, This means that if 
organizational commitment increases, individual readiness for change will also increase. The results 
of the descriptive analysis show that the majority of employees at Bumigora University have a high 
organizational commitment. But there are still two people with low organizational commitment and 
nineteen people who are not so high and it shows that the majority of Bumigora University 
employees are in the good category of individual readiness for change, but there is still one person 
who is not ready and nine other people who are in the category of individual readiness for change. 
The readiness rate is not that high. The findings in this study are important, given the fact that 
determining the success of a change program will depend on how the organization treats individuals 
and groups of individuals in the organization, including in creating a supportive climate that raises 
organizational commitment from employees. 
 
SUGGESTIONS 

We suggest that organizations should consider how to improve individual readiness for 
change. When employees have a clear and correct understanding of the purpose and content of 
change, they will develop a positive attitude towards delivering change. Furthermore, if employees 
perceive change as beneficial, they will reduce feelings of isolation and increase their intention to 
change. It encourages innovation and creates an environment that has a positive effect on the 
promotion of organizational change. Researchers suggest that future research examining individual 
readiness for change should be seen from a structural point of view as well, as stated by Holt et al., 
(2010) namely the extent to which individual knowledge, competence, and ability are expected to 
change following what is to be achieved in change as well as examining other variables such as 
psychological factors that affect individual readiness for change. 
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