
IJISET - International Journal of Innovative Science, Engineering & Technology, Vol. 09 Issue 02, February 2022  

ISSN (Online) 2348 – 7968 | Impact Factor – 6.72 

www.ijiset.com  

54 

The Effect Of Transformational Leadership, 
Perceptions Of Organizational Support, And 
Organizational Commitments On Readiness 

For Change Of Employees In Local 
Government Unit North Lombok District 

 
Laela SukatiP

1
P, Thatok Asmony P

2
P, Hermanto P

3 
 

P

1
PMaster of Management, Faculty of Economics and Business, University of Mataram, Mataram, Indonesia 

 
P

2,3
PManagement, Faculty of Economics and Business, University of Mataram, Mataram, Indonesia 

 
30TP

1
Plaelasukati1971@gmail.com30T, 30TP

2
Ptasmony@yahoo.com30T (correspondent author), 30TP

3
Phermanto2307@gmail.com30T  

 
ABSTRACT 

Organizational Change is concerned with planned Change and focuses on how Change can 
implement within the organization. This research aims to obtain an in-depth overview and provides 
empirical evidence on the effect of transformational leadership, perceived organizational support, 
and organizational commitment on individual readiness to change in the face of simplification of 
bureaucratic structure policies. The sample in this study was 75 state civil servants who currently 
occupy echelon IV structural positions in North Lombok Regency. This research uses Partial Least 
Squares (PLS) analysis. The results showed that Transformational Leadership and Organizational 
Support partially positively and significantly affect readiness to Change. Furthermore, 
transformational Leadership and Perception of Organizational Support have positive and significant 
effects on Organizational Commitment; Organizational Commitment has a significant positive 
impact on Readiness to Change. Practically the results of this study can also be used as material for 
evaluation and development of employees in the North Lombok Regency Government to continue 
to improve employee readiness in facing Change. 
 
Keywords: Transformational Leadership, Perception of Organizational Support, Organizational 
Commitment, Readiness to Change 
 

INTRODUCTION 
 

The increasingly dynamic environmental conditions make organizations constantly face the 
need to implement changes in terms of strategy, structure, process, and culture (Amnenakis et al. 
1993). Therefore, organizations are required to adapt by making changes (Robbins & Judge, 2013). 
Soumjaya (2015) found that workers' lack of commitment to the implementation of Change was a 
factor in the failure of Change in the organization. It is in line with Mangundjaya's (2016) opinion 
that one of the sources of loss of a change program is humans. 

Changes are made by the organization to survive, so Change is not an option but a necessity 
(Damarwati, 2007). It is a commonplace because a good organization is an organization that can 
keep up with the times but does not leave a distinctive image of the organization. Over time, 
changes and developments from time to time have progressed quite rapidly. An organization is 
perfect for making changes because it is very positive for the survival of an organization. Change 
does not only apply to the organization but also to the individuals who are in it (Winardi, 2015:81-
82). 
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Employees who have low readiness for Change will make them view that Change is 
undesirable and avoidable and even refuse to participate in the planning process for implementing 
Change. (Shea et al., 2014). Therefore, many researchers have found that individual readiness to 
change is essential in successful change efforts (Berneth, 2004). 

Success change is focused not only on employees as the target of Change but also on 
creating an effective relationship between superiors and subordinates. The leader's style in moving 
his employees to the change process will have an impact on the readiness for Change (Sari, 2018). 
Therefore, leadership style plays an essential role in willingness to change. A transformational 
leader will provide significant organizational change results by leading behavior that can increase 
subordinates' intrinsic motivation, trust, commitment, and loyalty (Kreitner and Kinicki, 2010). 

On research Sari (2018) that transformational leadership has a positive and significant effect 
on readiness to change. While in Hasanah's research (2016), Fitriana and Sugiyono (2019), Susanto 
(2019) found that transformational leadership did not significantly affect readiness to change. 

Another factor underlying successful readiness for change is perceived organizational 
support. Robbins and Judge (2013) define perceived corporate support as an individual's belief that 
the organization cares about the welfare of employees and assesses what the individual has done for 
the organization. Research conducted by Al-Hussami and Hammad (2018); Adlina et al. (2018) that 
the perceived organizational support variable does not affect individual readiness to change. On the 
other hand, Munawaroh and Meiyanto (2017), Rochmi and Hidayat (2018), Gigliotti et al. (2018) 
found that perceived organizational support had a significant effect on individual readiness to 
change. 

Apart from transformational leadership and organizational support, other elements underlie 
successful change readiness, namely organizational commitment (Maheswari and Vohra, 2015). 
Allen and Meyer (1990) state that organizational commitment is a psychological construct that 
looks at the characteristics of corporate members' relationships with their organizations and has 
implications for individual decisions to continue membership in the organization. 

Studies related to transformational leadership, perceptions of organizational support, 
organizational commitment, and readiness to change are increasingly interesting for further studies. 
It is because changes will continue to be made in private and state-owned companies and among 
Government Agencies. Changes in an organization or company are closely related to bureaucratic 
reform. It is one of the government's efforts to achieve good governance. 

Simplifying the bureaucracy is one of the efforts to achieve the bureaucratic reform program 
by creating a more straightforward organization to support more effective and efficient 
performance. Regulation of the Minister for Empowerment of State Apparatus and Bureaucratic 
Reform Number 28 of 2019 concerning Equalization of Administrative Positions into Functional 
Positions. With the simplification of the bureaucracy, it is hoped that the disposition/communication 
will be more flexible and direct to the functional (Source: Regulation of the Minister of 
Administrative and Bureaucratic Reform of the Republic of Indonesia. Number 25 of 2020.) 

All district/city governments are currently identifying the types and levels of positions 
within the local government. It corresponds to the letterMinistry of Home Affairs circular Number 
800/2603/OTDA, April 22, 2021regarding the simplification of the bureaucracy in administrative 
positions within the provincial and district/city government. 

The purpose of this study is to obtain an in-depth overview and provide empirical evidence 
on the effect of transformational leadership, organizational support, and organizational commitment 
on individual readiness to change. 
 

LITERATURE REVIEW 
 

Transformational Leadership 
Leadership is how a person influences a group of individuals to achieve goals (Northouse, 

2013). Leaders in an organization play an important role in managing employees to work 
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effectively and following company goals (Certo & Certo, 2006). Therefore, organizations need 
reliable leaders, have great competitiveness, have a significant and positive influence on employees, 
have high motivation, and give attention to employees, identical to the transformational leadership 
style (Yukl, 2013). 

Basss (2010) said that effective transformational leadership seeks to increase the needs of 
subordinates and their performance. For example, assistants are encouraged to take greater 
responsibility and have autonomy in their work. Transformational leadership concepts and practices 
develop in response to existing leadership concepts in managing changing organizations. According 
to Bass (in Yukl, 2013), transformational leadership is measured by indicators of Idealized 
Influence, Inspirational Motivation, Intellectual Stimulation, and Individualized Consideration. 
 
Perception of Organizational Support 

According to Eisenberger et al. (1986), perceived organizational support refers to 
employees' perceptions of the extent to which organizations value their contributions and care about 
their well-being. For example, suppose employees perceive that the managerial support is high. In 
that case, they will integrate membership as a member of the organization into their identity and 
then develop a more positive influence and perception. 

Eisenberger et al. (1986) added that perceived support would increase employee 
expectations that the organization will reward more extraordinary efforts to achieve organizational 
goals (expectations of business results). Rhoades and Eisenberger (2002) said that perceived 
organization could also be seen as an employee's belief. The organization will help employees so 
they can complete work effectively and help employees so they can complete work effectively, and 
help employees in dealing with stressful situations. Rhoades and Eisenberger (2002), There are 
three general forms of treatment from organizations that are considered reasonable and will increase 
the organizational support felt by employees, namely Fairness of Treatment, Supervisor Support, 
Organizational Rewards, and Job Conditions. 
 
Organizational Commitment 

Wibowo (2014) states that organizational commitment is the feeling, attitude, and behavior 
of individuals who identify themselves as part of the organization, are involved in administrative 
activities, and are loyal to the organization in achieving its goals. Organizational commitment 
affects whether employees remain members of the organization or leave the organization searching 
for a new job. 

Langdon and Osborne (in Wibowo 2014) state that employees show enthusiasm, solve 
problems, report progress, and show initiative as a sign of positive commitment. Meanwhile, the 
alarming signs of the committee are: resigning, ignoring problems, silence, and lack of ambition. 
Meyer and Allen (1993) suggest that there are three dimensions of a person's organizational 
commitment, namely Affective Commitment, Continuance commitment, and Normative 
Commitment. 
 
Readiness To Change 

Valoka (2013) argues that individuals who are ready to change show a proactive attitude and 
a positive attitude that can be translated into a willingness to support and believe in the success of a 
change. Holt et al. (2007) stated that individual readiness to change is defined as a comprehensive 
attitude that is simultaneously influenced by content (what changes), process (how changes are 
implemented), context (environment in which change occurs), and individual attributes 
(characteristics of individuals who are asked to change). In addition, who are involved in a 
difference in the organization collectively, readiness to change is reflected in the extent to which the 
name of an individual or group of individuals tends to agree, accept, and adopt specific plans to 
change the current situation. Haque (2008) suggests that employee readiness to change is the extent 
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to which the level of change is needed and employee perceptions and organizational capacity to 
make these changes. 

Holt, et al.(2007) related to the factors influencing individual readiness to change. It shows 
four elements based on the measurement perspective and observed in existing instruments: change 
content, change process, organizational context, and individual attributes. 

Bouckenooghe developed indicators of individual readiness for change, Devos and Broeck 
(2009), namely Emotional readiness for change, Cognitive readiness for change, Intentional 
readiness for change. 
 
Conceptual Framework 

The following conceptual framework is presented as follows: 
 

 
 

   
Figure 1. Conceptual Framework 

The proposed hypothesis is: 
1. Transformational leadership has a positive and significant effect on readiness to change. 
2. Transformational leadership has a positive and significant effect on organizational commitment. 
3. Perception of Organizational Support has a positive and significant effect on readiness to change. 
4. Perceptions of Perception of Organizational Support have a positive and significant effect on 

organizational commitment. 
5. Organizational commitment has a positive and significant effect on readiness to change. 
 

METHODS 
 

This study uses a quantitative approach. The type of research used is causal associative 
research, which aims to determine the causal effect between the independent and dependent 
variables. The sample in this study was 75 state civil servants who currently occupy echelon IV 
structural positions in the North Lombok Regency, employing proportional random sampling. The 
data collection tool used in this research is a questionnaire. Furthermore, this research uses Partial 
Least Squares (PLS) analysis. PLS analysis is used according to the problem being studied. The 
condition of the number of samples is not too large and does not require normality requirements or 
other special needs following various parametric statistical approaches. 
 

RESULT 
 
Convergent ValidityAnd Composite Reliability 

The measurement model built based on the reflection indicator is evaluated with convergent 
validity as seen from the AVE value and composite reliability (Ghozali, 2011: 24). The value can be 
seen in Table 1. 

Transformational 
leadership 

Perception of 
Organizational Support  

Readiness To Change 

Organizational 
Commitment 
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Table 1. Quality Criteria 

Variable AVE Composite 
Reliability 

Cronbachs 
Alpha 

Transformational leadership 0.791 0.978 0.977 
Perception of Organizational Support 0.647 0.943 0.931 

Organizational Commitment 0.627 0.937 0.923 
Readiness to Change 0.701 0.955 0.947 

 
It can be seen in Table 1. that the AVE value is more than 0.50 (if it is close to a value of 

0.4, it is still acceptable). The composite reliability value of each variable is more significant than 
0.70 as the cut-off value. Likewise, the value of Cronbach's alpha follows the recommended value 
(> 0.70). Therefore, the internal consistency (goodness of fit) was concluded to have been fulfilled. 
In this study, the indicators of each variable are reflective. Measured using discriminant validity 
which is assessed based on the AVE value. The explanation is based on the table below, 
 

Table 2. Discriminant Validity 

Variable 
Perception of 
Organizational 

Support 

Transformational 
leadership 

Readiness to 
Change 

Organizational 
Commitment 

Perception of Organizational Support 0.804    Transformational leadership 0.079 0.889   Readiness to Change 0.854 0.081 0.837  Organizational Commitment 0.713 0.098 0.712 0.792 
 

In this test, the condition that must be met is that the square root value of the AVE of each 
variable must be greater than the correlation value with other variables. Table 2. is made to show 
that the value of the square root of the AVE (the number in the diagonal position) for each variable 
is greater than the correlation value with the other variables (the number that is in one row and one 
column with the corresponding variable AVE). The correlation value between these indicators is 
obtained by rounding the correlation value in the SmartPLS output table, as seen in the Appendix. 
Thus, the research model has met discriminant validity. 
 
The goodness of Fit Model 

The goodness of Fit Modelmeasured using R-square dependent latent variable with the same 
interpretation as regression; Q-Square predictive relevance for structural models, measuring how 
well the conservation values generated by the model and parameter estimates are. Q-square value > 
0 indicates the model has predictive relevance; conversely, if the value of Q-Square 0 indicates the 
model lacks predictive relevance. Based on the total determination coefficient of 0.984, the 
diversity of data that this research model can explain is 98.4%. While the rest is explained by other 
variables from outside the model that is not included in this research model. 
 
Results Hypothesis Test 

The hypothesis will be supported if the p-value is less than the critical value, which is 0.05 
(5%). 

Table 3. Structural Model Test Results 

Effect Between Variables Coefficient T Statistics P value Description 
Transformational Leadership -> Readiness for Change 0.232 2,150 0.000 Significant 
Perception of Organizational Support -> Readiness to Change 0.390 3,527 0.000 Significant 
Transformational Leadership -> Organizational Commitment 0.249 0.913 0.004 Significant 
Perception of Organizational Support -> Organizational 
Commitment 0.714 2,345 0.000 Significant 

Organizational Commitment -> Readiness to Change 0.400 2,249 0.000 Significant 

http://www.ijiset.com/


IJISET - International Journal of Innovative Science, Engineering & Technology, Vol. 09 Issue 02, February 2022  

ISSN (Online) 2348 – 7968 | Impact Factor – 6.72 

www.ijiset.com  

59 

The first hypothesis (H1) in this study states, "Transformational Leadership has a positive 
and significant influence on Readiness to Change." Through hypothesis testing with PLS with test 
results showing that the coefficient value is 0.232 with a p-value of 0.000 which means it is positive 
and significant, so the first hypothesis is accepted. 

The second hypothesis (H2) in this study states, "Transformational Leadership has a positive 
and significant influence on Organizational Commitment." Through hypothesis testing with PLS 
with test results showing that the coefficient value is 0.249 with a p-value of 0.004, which means it 
is positive and significant, so the second hypothesis is accepted. 

The third hypothesis (H3) in this study states, "Perception of Organizational Support has a 
positive and significant influence on Readiness to Change." Through hypothesis testing with PLS 
with test results showing that the coefficient value of 0.390 with a p-value of 0.000 (lower than the 
error tolerance of 5% (0.05) means positive and significant so that the third hypothesis can be 
accepted. 

The fourth hypothesis (H4) in this study states, "Perception of Organizational Support has a 
positive and significant influence on Organizational Commitment." Through hypothesis testing with 
PLS with test results showing that the coefficient value is 0.714 with a p-value of 0.000 which 
means it is positive and significant, so the fourth hypothesis is accepted. 

The fifth hypothesis (H5) in this study states, "Organizational Commitment has a positive 
and significant influence on Readiness to Change." Through hypothesis testing with PLS with test 
results showing that the coefficient value is 0.400 with a p-value of 0.013, which means it is 
positive and significant, so the fifth hypothesis is accepted. 
  

DISCUSSION 
 

Transformational Leadership on Readiness for Change 
The results showed that Transformational Leadershippositive and significant effect on 

Readiness to Change Employees. If the more effective the Transformational Leadership applied by 
the direct superiors to the Regional Apparatus of North Lombok Regency, the more ready 
employees are to change. On the other hand, the less effective the Transformational Leadership 
applied by direct superiors, the less prepared employees are to change in Local Government Unit 
North Lombok District. 

Transformational leadership is a manifestation of leadership that involves a change in an 
organization (Mujiburrahman et al., 2017). For members of the organization (personal benefits). An 
employee who is declared ready to change will show accepting, embracing, and adopting the 
change plan made. 

The results of this study are strengthened by the results of research conducted by Sari (2018) 
that the transformational leadership variable has a positive and significant effect on readiness to 
change. Similarly, the results of research by Asbari et al. (2021) andNovitasari and Asbari (2020) 
show that transformational leadership has a positive and significant effect on readiness to change. 

Transformational leadership is driving and supporting factor for creating change in all 
regional organizations in North Lombok Regency. The character of the leader/direct supervisor can 
pay attention and direct the behavior of each employee. It can be seen from the actions taken by 
each supervisor to their employees, such as how the leader can explain the purpose, strategy, and 
support for employees in transition. 
  
Transformational Leadership on Organizational Commitment 

The study results indicate that Transformational Leadership has a positive and significant 
effect on Organizational Commitment. It means that the more influential the Transformational 
Leadership, the higher the Employees' Organizational Commitment. Vice versa, the less effective 
Transformational Leadership, the lower the Organizational Commitment of the Employees in Local 
Government Unit North Lombok District. 
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Organizational commitment is a psychological form that looks at the characteristics of the 
relationship between an organization and its organization and has implications for individual 
satisfaction to continue membership in the organization. (Allen and Meyer, 1993). Leaders who 
have a transformational style will empower their employees to achieve organizational goals and 
employee self-development (Yukl, 2013). It shows that leaders applying transformational leadership 
values will have high organizational commitment. 

The results of this study are reinforced by the results of research conducted by Rahmi and 
Mulyadi (2018) that transformational leadership applied to companies has a significant effect on 
organizational commitment. Similarly, Nurdin (2016) research successfully proved that 
transformational leadership style significantly affects organizational commitment. 
 
Perceived Perception of Organizational Support on Readiness to Change 

The results showed that perceptions of Organizational Support have a positive and 
significant effect on readiness to change for Echelon IV employees of the North Lombok Regency. 
The higher the Perception of Organizational Support for the North Lombok Regency Regional 
Apparatus, the more ready employees are to change. On the other hand, the lower the Perception of 
organizational support employees feel, the less willing employees are to change in Local 
Government Unit North Lombok District. 

Shukla and Rai (2015) stated the Perception of Organizational Support as an assessment of 
the organization's concern for employees' social, emotional needs, effort commitment, and loyalty. 
Perception of Organizational Support is one factor that influences individual readiness to change. 
Gigliotti et al. (2018) explain that perceived Perception of Organizational Support or employee 
Perception of Organizational Support is employees' social support. It will create positive feelings 
towards change direction and greater confidence when taking risks. Individuals who are faced with 
a change situation will have a sense of uncertainty. Perception of Organizational Support is present 
to provide psychological security, potentially affecting their likelihood of preparing for 
organizational change in response to the support provided. 

The results of this study are reinforced by the results of research conducted by Munawaroh 
and Meiyanto (2017), Rochmi and Hidayat (2018), which found that the Perception of 
Organizational Support had a significant effect on individual readiness to change. 
  
Perception of Organizational Support on Organizational Commitment 

The results showed that the Perception of Organizational Supportpositive and significant 
effect on organizational commitment. The higher the Perception of Organizational Support that 
employees feel, the higher their organizational commitment. On the other hand, if the employee's 
perceived Perception of Organizational Support is low, the lower their organizational commitment 
in Local Government Unit North Lombok District. 

Eisenberger et al. (2001) state that increased perceived Perception of Organizational Support 
can make employees feel obliged to contribute and care about their welfare and help the 
organization achieve its goals. A positive work experience can create employees with a reasonably 
perceived perception of organizational support (Gupta et al. 2010). Employees interpret support 
from the organization in which they work as a manifestation of the organization's commitment to 
them and will return it by increasing their commitment to the organization (Aube et al., 2007). 

The results of this study are in line with the results of research conducted by revelation 
(2011), which shows that perceived Perception of Organizational Support relates to and affects 
organizational commitment. Tumwesigye (2010)stated that the Perception of Organizational 
Support positively affects organizational commitment. Gupta et al. (2010) obtained the results that 
the Perception of Organizational Support positively affects organizational commitment. In the 
study, Chiang et al. (2011) found that Perception of Organizational Support had a significant 
positive effect on organizational commitment. Similar findings by Dewi and Rahyuda (2015) and 
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Meteria and Riana (2018)also stated that Perception of Organizational Support has a positive and 
significant effect on organizational commitment. 
Organizational Commitment on Readiness for Change  

The results showed that organizational commitment positively and significantly affects 
Readiness to Change. The higher the organizational commitment that employees feel, the more 
ready employees are to change. On the other hand, the lower the organizational commitment felt by 
the employee, the less prepared the employee is to change in Local Government Unit North 
Lombok District. 

According to Mathews and Shepherd (in Kostrad 2019), Organizational commitment is an 
employee's strong belief in and acceptance of the goals and values of the organization. With a solid 
organizational commitment, employees will try to maintain membership. Vakola et al. (in 
Samaranayake & Takemura 2017) said that organizational commitment could be described as the 
desire of employees to put more effort into their organization and their willingness to maintain their 
bond with the organization. Referring to the opinion above, it is reasonable that employees who are 
committed to the organization will tend to be ready to change according to the organization's 
demands and expectations. 

The results of research strengthen the results of this study conducted byMardhatillah et al. 
(2017), Al-Hussami and Hammad (2018), and Qureshi et al. (2018), who found commitment had a 
significant positive effect on employee readiness to change. 
 

CONCLUSION 
 

Transformational leadership has a positive and significant effect on Readiness to Change. 
Transformational leadership has a positive and significant impact on Organizational Commitment. 
Perception of Organizational Support has a positive and significant effect on Readiness to Change 
Employees. Perception of Organizational Support positive and significant effect on organizational 
commitment. Organizational Commitment positive and significant effect on Readiness to Change in 
Local Government Unit North Lombok District.  
 

RECOMMENDATION 
 
1. Every direct supervisor at the Regional Apparatus of North Lombok Regency is expected to hear 

every suggestion of opinion from his subordinates. Despite having a status as a subordinate, 
there are few arguments and their input that can be useful for achieving organizational goals. 
Next, the leader already has an excellent ability to convey the organization's purposes so that 
subordinates can accept them. It needs to be maintained by the leaders. 

2. Socialization about openness to diversity and providing access to honest and fair career paths is 
urgently needed to continue to make regional officials even better in the future. Next, the leader 
gives the freedom to be creative and innovate related to the workings of the subordinates but still 
holds the responsibility. It is a very positive behavior that needs to be maintained. 

3. Employees' commitment to feeling happy to have a career throughout their life in the 
organization needs to be directed at work so that their involvement becomes higher, which is 
very useful for the institution's sustainability. Next, employees have been oriented in a powerful 
attachment to the values that exist within the organization. Every morning, the apple activity and 
the leadership's direction can form these values, so this must be maintained. 

4. Organizational openness in the scope of budgeting, implementation, and reporting attracts 
employees to be very ready to participate in the direction of change for the better. It is something 
that every regional apparatus must maintain in North Lombok Regency. Employees have 
positive thoughts because change is considered the first step of progress. This kind of behavior 
must be maintained so that any need for change becomes accepted and resistance to change can 
be avoided. 
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MANAGERIAL IMPLICATIONS 
 

Leaders can also be herders and supervisors in change activities within the organization. 
Perception of Organizational Support is also a critical aspect in encouraging the implementation of 
existing changes. The organization's attention to members will create loyal behavior and ultimately 
build their readiness to continue to change for the better. 
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