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ABSTRACT

The purpose of this study was to determine the effect of transformational leadership on readiness
to change and organizational commitment as a mediating variable between transformational
leadership and readiness to change at Central Bureau of Statistics in Lampung Province.
The analytical tool used is SEM - PLS. The number of samples is 138 with Stratified Random
sampling method. The results of this study found that transformational leadership had a significant
positive effect on readiness to change and transformational leadership had a significant positive
effect on organizational commitment, organizational commitment had a positive effect on readiness
to change. This study found that organizational commitment variables mediated the influence of
transformational leadership on readiness for change. The results of the study show that there are
several suggestions that can be given for Central Bureau of Statistics in Lampung Province,
namely the initiative of leaders to criticize in terms of decision making, the need for increased
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commitment from employees who are always in the Central Bureau of Statistics in Lampung
Province environment, prioritizing organizational activities and the presence of full support from
leaders so that readiness employees to change for the better.

Keywords: Transformational leadership; organizational commitment; readiness for change.

1. INTRODUCTION

The Indonesian government is making efforts to
change the system and organizational structure
of government or what is known as bureaucratic
reform. Bureaucratic reform has been proclaimed
since 2010 by the Ministry of Administrative and
Bureaucratic Reform. Until now the
implementation of national bureaucratic reform
has entered its third stage which is marked by
the preparation of the 2020-2024 Bureaucratic
Reform Road Map through Permenpan No. 25 of
2020. The phenomenon that is happening is
bureaucratic reform which is scheduled by the
government to form the Central Bureau of
Statistics which is a non-ministerial government
institution that is directly responsible to the
president to improve itself.

To realize the reform of the bureaucracy required
transformational leadership. Transformational
leadership is leadership behavior that is able to
create a sense of trust, appreciation, loyalty and
respect from subordinates so that they are
motivated to do more than what is expected by
the organization [1]. Transformational leadership
consists of Idealized Influence, Inspirational
Motivation, Intellectual Stimulation, and
Individualized Consideration.

At the beginning of 2017, to be precise, January
16-20 2017, Central Bureau of Statistics
conducted an Online Census (Online) Change
Management Progress. Central Bureau of
Statistics's internal online census was conducted
with the aim of obtaining an overview of Central
Bureau of Statistics for the 2016 period,
particularly employee understanding of several
general statistical indicators, statistical business
processes and employee perceptions of
organizational readiness in making changes and
implementing Central Bureau of Statistics's core
values. The census that was followed by all
employees showed the average result of
organizational readiness in facing change was
3.88 from a scale of 5. This 3.88 scale is
included in the medium risk category.
Subsequent initial observations regarding the
phenomenon of transformational leadership,
where the characteristics of the leadership
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carried out by the immediate supervisor are the
presence of traits such as Inspirational
Motivation. Direct superiors behave by providing
motivation and inviting to see the future with
optimism and provide motivation to employees.
Furthermore, Intellectual Stimulation is to
encourage subordinates to be more creative and
stimulate the thinking of subordinates in solving
problems. Individualized Consideration, is
providing guidance and assistance to
subordinates, such as during organizational
activities. The last feature of ldealized Influence
is marked by every Monday morning meeting,
employees listen to the vision and mission that
must be carried out. In this case, supported by
the arrangement of the human resource
management system, especially related to the
performance appraisal of each employee,
Central Bureau of Statistics launched the 360
Performance System. Performance 360 is a
system that was built from the wishes of Central
Bureau of Statistics's leadership in evaluating
individual performance  where individual
performance assessment is not one- way. i.e.
superiors rate subordinates, but individual
performance is assessed by superiors, peers and
subordinates. The Performance 360 application
was created to allow each individual to freely
assess superiors, subordinates and co-workers
without anyone knowing.

There are values that are not in accordance with
expectations, namely in the lever component,
especially in the results between the change
areas, namely 5.71 out of a weight value of
10.00. This is still a concern for Central Bureau
of Statistics, especially in the Area of Change, to
be precise in change management, which
includes the roles of leaders and employees as
the first key to change because it will affect
organizational management and wider
stakeholders. Changes will lead to -certain
responses from each individual involved in the
change process. There are also reform and
bureaucracy index values from 2014 — 2022.

According to Ford and Ford [2], “changes that
occur in an organization will cause different
responses by each member. When
organizational change is seen as a challenge,
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the change will trigger a positive response, while
when change is seen as a threat, it will trigger a
negative response. A positive response to
change can be in the form of support for the
change process, in other words, ready to
change. Meanwhile, a negative response to
change can be in the form of resistance to
change”. According to Kotter and Cohen (2002),
“‘one of the causes of organizational change
failure is rejection or resistance by organizational
members”. Ashkenas (2013) suggests that
‘many studies show 60-70 percent of
organizational failures in making changes”.
“Several studies have shown surprising results
that organizational failure to make changes is
more than 70 percent” (Bateh, Castaneda, &

Farah, 2013; Decker, Durand, Mayfield,
McCormack, Skinner, and Perdue, 2012).
Madsen, John and Miller [3] stated that

“organizational change will not be successful
without employee changes and employee
changes are ineffective without being prepared in
advance”.

“Therefore, organizations that make changes
really need the support of employees who are
open to improving themselves well and ready to
face change” [4]. “Organizational change can be
successful due to the readiness for change
individuals within it” [5]. Hanpachern [6] defines
“Readiness for change as the extent to which an
individual is mentally, psychologically or
physically ready, in prime condition and prepared
to participate in organizational development
activities”. Armenakis, Harris and Mossholder [7]
state that “readiness to deal with change is one
of the factors that contribute to the effectiveness
of change implementation”. Bernerth [8] also
stated that “Readiness for change is an important
factor for the success of organizational change”.
“Organizational change can be carried out
successfully if it is not only focused on
employees as the object of change, but also
when there is an effective relationship between
superiors and subordinates. Leaders with a
certain leadership can move their employees to
carry out a change process that will have an
impact on readiness and resistance to change.
One of the leaderships that can affect Readiness
for Change is the Transformational leadership”
[9,10].

“Based on the results of the research above, it is
possible that there are variables between the
relationship between Transformational leadership
and Readiness for change. Transformational
leadership affects organizational commitment”
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[11]. According to Iverson [12], “commitment is
an important factor for the success of
organizational change. Organizational
commitment also plays a role in mediating the
influence of transformational leadership and
readiness for change” Allen and Meyer [13]
define  “organizational commitment as a
psychological manifestation that characterizes
the employee's relationship with the organization
and has implications for the decision to continue
or not to continue membership in the
organization. Allen and Meyer [13] state three
components of organizational commitment,
namely affective commitment (effective individual
attachment to the organization), continuance
commitment (obligation to remain in the
organization because of the value of individual
loyalty), and normative commitment (individual
losses when leaving the organization). The
commitment that exists in each individual will
bring a positive contribution to the employee”.
According to Robbin and Judge [14],
“organizational commitment is the condition of an
employee who is in favor of a particular
organization and its goals and desire to maintain
membership in that organization”. Madsen et al.
[3] stated that “highly committed employees
support organizational change”. Furthermore,
Visagie and Steyn [15] stated that “organizational
commitment is related to Readiness for change
the organization and determines the success of
the change. Based on the results of previous
research and also looking at the phenomena that
occur in the research area, the researcher is
interested in conducting research to re- examine
the influence of the Transformational leadership
on Readiness for change mediated by
organizational commitment. The purpose of this
study was to determine the effect of
transformational leadership on readiness to
change and the organizational commitment
variable as a mediating variable between
transformational leadership and readiness to
change at Central Bureau of Statistics in
Lampung Province”.

2. LITERATURE REVIEW
2.1 Readiness for Change

“Readiness for change is the extent to which an
individual is mentally, psychologically or
physically ready, in prime condition and ready to
participate in  organizational development
activities” [6]. Meanwhile, Holt et al. [5] define
“individual readiness for change as an overall
attitude that is simultaneously influenced by
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content (what changes), process (how changes
are implemented), context (environment where
changes occur), and individuals (individual
characteristics that asked to change) involved in
a change”.

Dennis R. Self, Achilles A. Armenakis [16]
suggests that “the readiness of employees to
change simultaneously can be influenced by the
following three: 1) Change Content, which refers
to what will be changed by the organization (eg
changes in administrative systems, changes
management, work procedures, technology or
structure). Individuals who are involved in their
work have strong growth needs and participate
actively in their work. Individuals will be more
prepared to change because change can meet
their needs to continue to grow and develop in
carrying out work procedures. 2) Change
Process, namely how the process of
implementing changes that have been planned
beforehand, for example the existence of
individual confidence in the ability to carry out
changes successfully and the opportunity to
participate in the change process.
Transformational leadership and organizational
commitment also contribute to individual
readiness to face the change process in the
organization. For example, with individual
commitment and belief in the ability to implement
change successfully and employee engagement
in the change process. 3) Organizational Context
related to conditions or work environment when
changes occur. Readiness for change also
begins with the perception of the benefits of
change, the risk of failure in change and
demands from outside the organization to make
changes”.

Hanpachern [6], “indicators of readiness in
dealing with change are: promoting change,
participating change, and resisting change”. Holt
et al [5] stated that “there are four indicators of
employee readiness for change, namely:
appropriateness, change specific efficacy,
management support, and personal benefits”.
Achilles A. Armenakis, Stanley G. Harris, [17]
identified “five main factors that can change
employee confidence to support change, namely:
1. Discrepancy, namely the belief that change is
needed by the organization 2. Apropriateness,
namely the belief that specific changes are made
is the right way to overcome the problems faced
3. Efficacy, namely the belief that employees and
the organization are able to implement changes
4. Principal support, namely the perception that
the organization provides support and is
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committed to implementing changes and making
organizational changes successful 5. Personal
valance, namely the belief that changes will
provide personal benefits to employees. The 10
five beliefs above do not only affect Readiness
for change but also affect how employees will
adopt and commit to organizational change. After
discussing the factors that influence Readiness
for change, then the indicators used to measure
Readiness for change will be discussed”.

2.2 Transformational Leadership

“Transformational leadership is a situation in
which followers of a transformational leader feel
trust, admiration, loyalty, and respect for the
leader, and they are motivated to do more than
they originally expected. Leaders change and
motivate followers by making them more aware
of the importance of work outcomes,
encouraging them to prioritize the organization or
team over personal interests, and activating their
higher needs. After discussing the meaning of
transformational leadership, we will then discuss
the indicators used to measure transformational
leadership” [1]. Transformational Leadership can
be measured by the following indicators: a.
Idealized Influence, marked by the power of
vision and appreciation of the mission, raises
respect, increases optimism, emphasizes the
importance of goals, and leaders will make
subordinates have confidence. b. Inspirational
Motivation, includes the capacity of leaders to be
role models for their subordinates. The leader
conveys clear goals and sets a good example for
his subordinates. c. Intellectual Stimulation,
namely the ability to lead to eliminate the
reluctance of subordinates to spark ideas,
encourage subordinates to be more creative and
stimulate thinking from subordinates in solving
problems. d. Individualized Consideration,
namely  Transformational leaders provide
guidance and mentoring to subordinates.
Leaders give personal attention to their
subordinates and pay special attention so that
subordinates can develop abilities.

Transformational leadership  according to
Podaskoff, et al. [18] consists of: a. Identifying
and articulating the vision, is a behavior that aims
to find new opportunities that can be developed,
as well as inspire the team in conveying the
vision for the future. b. Providing role models,
giving examples consistently based on the
values they adhere to. c. Fostering the
acceptance of group goals, being able to foster
cooperative behavior between team members to
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achieve team goals. d. Communicating high
performance expectations, showing the leader's
expectations of the performance and quality of
his team members. e. Providing individualize
support, paying attention to their subordinates
and understanding what their subordinates need
and empowering and training each of their
subordinates, f. Intellectual stimulation, the
leader's behavior in challenging his subordinates
to find new ways to complete tasks and achieve
common targets.

2.3 Organizational Commitment

Allen and Meyer [13] state that “organizational
commitment is a manifestation of the
psychological attitude that characterizes the
employee's relationship with the organization and
has implications for the decision to continue or
not to continue membership in the organization”.
Meanwhile, Luthans [19] defines “organizational
commitment as a strong desire to remain a
member of a particular organization, willing to
provide the best performance and effort for the
organization with confidence and accept the
values and goals of the organization. In other
words, organizational commitment is an attitude
that shows employee loyalty to the organization
on an ongoing basis, where organizational
members express concern for the organization in
the form of involvement to achieve organizational
success and progress. After discussing the
notion of organizational commitment, then the
factors that influence organizational commitment
will be discussed”.

Allen and Meyer [13] state that each indicator of
organizational commitment is influenced by the
following factors: 1. Affective commitment is
related to desire, which is influenced by the
following three factors: a. Individual
characteristics: years of service, level of
education, and need for achievement. This can
show how high the commitment of an employee.
b. Work experience, this can also show that the
more the organization can meet the expectations
of its employees, the employee can provide a
high commitment to the organization. c.
Organizational structure, there are job challenges
and opportunities to interact. 2. Normative
commitment relates to individual obligations to
the organization, which is influenced by the
socialization process which is commonly referred
to as the psychological contract. This
psychological contract is related to individual
perceptions of the exchange between them and
the organization. Employees who feel their needs
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have been met by the organization tend to prefer
to remain in the organization. 3. Continuance
commitment relates to the ratio between costs
and benefits if an employee chooses to leave the
organization, the influencing factors are
investment and lack of other job alternatives. If
an employee wants to leave  the
organization, first think about and consider a
position that is relatively the same as the
previous situation.

2.4 Hypothesis

241 The effects of transformational
leadership on readiness for change

Richardson and Vandenberg [20] argued that
transformational leaderships can influence
employee reactions to change, provide
opportunities for members of the organization to
continue to innovate, provide freedom, provide
satisfaction, provide feedback so that each
member of the organization knows where it went
wrong and as soon as possible Transformational
Leadership (KT) Organizational commitment
(KO) Readiness for change (KUB) H1 H4 H2 H3
21 can fix this. This condition is supported by
previous research from Elizabeth Imelda Yani;
Soehardi [21] and Putri Oktovita Sari [10] who
found that Transformational leadership has a
positive and significant effect on Readiness for
change. Based on this description, the
hypothesis can be formulated as follows:

H1: Transformational leadership has a direct
positive effect on Readiness for change.

transformational
organizational

of
on

2.4.2 The influence
leadership
commitment

Voon et al (2011), stated that organizational
leaders can adopt the right leadership to
influence employee job satisfaction and
organizational commitment for success in
achieving organizational goals and the ideal style
is transformational leadership. This condition is
supported by previous research from Peter
Khaola [11] and Simon C.H Chan W.M Mak [22]
who found that Transformational leadership has
a positive and significant effect on organizational
commitment. Based on this description, the
hypothesis can be formulated as follows:

H2: Transformational leadership has a positive
effect on organizational commitment.
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2.4.3 The effects of organizational
commitment on readiness for change

Visagie and Steyn [15] revealed that
organizational commitment can influence
readiness for change. Patterson also revealed
that the most important factor that can cause the
failure of organizational change is the lack of
commitment from the people involved in it.
Employees who have organizational commitment
will put more effort into change projects in order
to build a positive attitude towards change.
Research by Faishal Ali Fazzari, Ita
Juwitaningrum, Anastasia Wulandari [23] and
Mahmoud Al-Hussami, Sawsan Hammad, Firras
Alsoleihat (2018) shows that Organizational
Commitment has a significant effect on
Readiness for change. Based on this description,
the hypothesis can be formulated as follows:

H3: Organizational Commitment has a positive
effect on Readiness for change.

2.4.4 Organizational commitment mediates
the effects of transformational
leadership on readiness for change

Madsen et al. [3] conducted a study examining
the effect of organizational commitment and
social relations on workplace readiness for
change. The results of this study indicate that
employees have a higher readiness for change
when they feel committed to the organization.
Employees who have organizational commitment
can increase employee readiness. Conversely,
employees who do not have organizational
commitment can lower the level of readiness for
change. Employees who are committed to the
organization will be fully dedicated to their
organization and show a strong commitment to
realizing organizational goals. Research by
Sumardi Unhas, Adji Fernandes [24] and
Lugman Oyekunle Oyewobi [25] shows that the
significant mediating effect of organizational
commitment on the influence of Transformational
leadership and Readiness for change. Based on
this description, the hypothesis can be
formulated as follows:

H4: organizational commitment mediates the
effect of transformational leadership on
readiness for change.

The theoretical framework describes the alleged
influence that occurs between transformational
leadership  on readiness  for  change,
transformational leadership on organizational
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commitment on
readiness for change, and the effect of
transformational leadership on readiness for
change through organizational commitment as a
mediating variable.

3. RESEARCH METHODS

The research was conducted in Central Bureau
of Central Bureau of Statistics Lampung. In this

commitment, organizational

study the independent variable is
Transformational Leadership (X). The dependent
variable is Readiness for change (Y).
Furthermore, the intervening variable is

Organizational Commitment (M). The research
uses a quantitative data approach and uses a
Likert scale to test how much respondents agree
with a statement [26]. Determination of the
sample was carried out using the Stratified
Random Sampling method, this sampling
technique is more efficient than simple random
sampling because for the same sample
measurement each important segment of the
population is represented better and more
valuable and different information is obtained
with respect to each group [26]. The method
used in data analysis and hypothesis testing in
this study is the Structural Equation Model —
Partial Least Square Method (SEM-PLS).
According to Noor [27], SEM is a statistical
technique used to build and test statistical
models, usually in the form of causal models. In
this study used descriptive statistical data
analysis and Partial Least Square SEM which is
an analysis used to develop or predict existing
theories. Descriptive method is used to obtain a
complete and precise description of the research
objectives. In this case using a Likert scale of 5.
Data analysis using Partial Least Square SEM. A
study is used to develop or predict an existing
theory. Measurement model analysis (Outer
Model) includes convergent validity, discriminant
validity, and reliability tests. And analysis of the
Structural Model (Inner Model) and discussion of
the results of hypothesis testing. Data processing
uses the Structural Equation Model (SEM) model
with the help of the SmartPLS v.3.2.9 application.

4. RESULTS
4.1 Descriptive Statistics

The descriptive data of the respondents (Table 1)
shows that the gender of the respondents in this
study were mostly female, namely 105
respondents or 78%, while the male sex was 33
people or 22%. Age of respondents who had the
highest frequency were respondents aged
between 26-34 years as many as 65% or as
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many as 86 respondents, and the lowest
respondents were respondents aged over 45
years as many as 7% or as many as 6 people.
Respondents aged 35-45 years and over were
25 respondents or 12.3%. Characteristics of
respondents based on length of service at most
< 5 years frequency 34 and 26.7%.

4.2 Measurement Models

This study implements covariance-based
Structural Equation Modeling (CB-SEM) to test
the proposed research model using Smart PLS
software. The measurement model of this study
uses validity and reliability which can be
assessed through factor loadings whose value
must be greater than 0.5, average variance
extract (AVE) whose value must be greater than
0.5, Cronbach alpha whose value must be
greater than 0.7, and composite reliability whose
value must be greater than 0.7 [28-30].

Table 2 predictive value shows that all values
meet the recommended value criteria.

4.3 Structural Models

Based on the results of the analysis of the
coefficient of determination in Table 3, it can be
seen that the R-Square value for the Readiness
variable changes R-Square 0.128 and R Square
Adjusted 0.115. While organizational
commitment R-Square 0.310 and R-Square
Adjusted 0.305. So it can be explained that all
exogenous constructs simultaneously affect Y by
0.128 or 12.8% or are able to explain the
construct variable by 12.8%. Furthermore, the R-
Square value for the exogenous construct
organizational commitment variable
simultaneously influences Y by 0.310 or 3.1% or
is able to explain the construct variable by 3.1%
[31-34].

Transformational W

Hl

Readiness for

Leadership J

.,
.,
N,

S
.
|

Change

H4 -

4 H3
H2
Organizational
L Commitment J

Fig. 1. Research framework

Table 1. Characteristics of respondents

Demographic Variables Category Frequency Percentage
Gender Male 33 22%
female 105 78%
Age 20-26years 21 12.3%
26-34 years 86 65%
35-45 years 25 15.7%
Working age >45 years 6 70%
<5 years 34 26.7%
5-10 years 28 14%
11-15 years 15 84%
16-20 years 15 1.7%
>20 years 46 35.36%

75



Adiwijaya et al.; Asian J. Econ. Busin. Acc., vol. 23, no. 15, pp. 69-80, 2023; Article no.AJEBA.100695

Table 2. Measurement model results

Construct Name Iltems Factor Cronbach’s Composite AVE
loadings Alpha Reliability
M10 0.800
Organizational M6 0.691
Commitment M7 0.808 0.865 0.903 0.653
M8 0.836
M9 0.891
Readiness for Y2 0.757
Change Y3 0.744 812 0.865 0.562
Y4 0.732
Y5 0.757
Y6 0.758
X1 0.727
Transformational X15 0.592 0.881 0.907 0.551
Leadership X2 0.791
X3 0.778
X4 0.765
X5 0.856
X6 0.671
X8 0.726
Table 3. R-Square test results
Information R Square R Square Adjusted
Readiness for change 0.128 0.115
organizational commitment 0.310 0.305

Based on the results of the Predictive Relevance
(Blindfolding) test listed in Table 4, it can be
concluded that the resulting Q Square value is
greater than > 0, namely 0.054 for a competency
of 0.191 so that it can be said that the model has
predictive relevance.

After analyzing using a measurement model, the
next step is to test the hypothesis proposed
using a structural model. This study uses the
Path Coefficient as a research model, within an
acceptable range. Similarly, the Specific Indirect
Effect Test index, implies an acceptable fit. The
four predicted paths are significant. Therefore,
H1, H2, H3 are all supported in this study

(Fig. 1).

Table 6 explains that the mediation test was
conducted to find out how the mediating variable
influences the relationship between endogenous
and exogenous variables, in terms of the
strength and/or direction of the relationship. With
reference to path estimation and t-values [35-38].

5. DISCUSSION

The first hypothesis examines the effect of
transformational leadership on Readiness for
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change. The test results show a t-statistic value
of 3.106 and a p-value of 0.002. From these
results it is stated that the t-statistic is significant.
Because the t-statistic is greater than the t-table
> 1.96 with a p-value <0.05, the first hypothesis
is supported. This proves that transformational
leadership has a positive and significant effect on
readiness for change. It can be said that if
transformational leadership increases, it will
increase readiness for change in Central Bureau
of Statistics in Lampung Province. The results of
this study are in accordance with the research of
Soehardi [9] and Putri Oktovita Sari [10] who
found that there is a significant influence
between transformational leadership and
readiness to change.

The second hypothesis examines the effect of
transformational leadership on organizational
commitment. The test results show a t-statistic
value of 8.158 and a p-value of 0.000. From
these results it is stated that the t-statistic is
significant. because the t-statistic is greater than
the t-table > 1.96 with a p-value <0.05, the
second hypothesis is supported. It can be said
that if transformational leadership increases it will
increase organizational commitment in Central
Bureau of Statistics in Lampung Province. The
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results of this study are in accordance there is a significant influence between
with the research of Peter Khaola [11] and transformational leadership on organizational
Simon C.H Chan W.M Mak [22] who found that commitment.

Table 4. Predictive relevance test results (Blindfolding)

Information SSO SSE Q2 (=1- SSE/SSO)
Transformasionals leadership 1.096.000 1.096.000

Readiness for change _ 685.000 648.151 0.054
Organizational commitment 685.000 553.894 0.191

¥2
Y4
vE
Y6
Fig. 2. Of SEM Test results
Table 5. Structural model results
Constructs Hypothesis T Statistics P-value Results
Transformational leadership has a direct H1 3.106 0.002 Supported
positive effect on Readiness for change.
Transformational leadership has a direct H2 8.158 0.000 Supported
positive effect on organizational commitment.
Organizational Commitment has a direct H3 3.339 0.000 Supported
positive effect on readiness for change.
Table 6. Intervening Impacts
Constructs Hypothesis T Statistics P-value Results
Organizational commitment
mediates the effect of H4 3.329 0.000 Supported

transformational leadership
on readiness for change
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The third hypothesis examines the effect of
organizational commitment on readiness for
change. The test results show a t-statistic value
of 3.339 and a p-value of 0.000. From these
results it is stated that the t-statistic is significant
positive. because the t-statistic is greater than
the t-table > 1.96 with a p-value <0.05, the third
hypothesis is supported. This proves that
organizational commitment has a positive and
significant effect on readiness for change. It can
be said that if organizational commitment
increases, it will increase readiness for change in
Central Bureau of Statistics in Lampung
Province. The results of this study are in
accordance with the research of Firras Alsoleihat
(2018) Visagie and Steyn [15] who found that

there is a significant influence between
organizational commitment on readiness for
change.

The fourth hypothesis examines the mediating
effect of organizational commitment mediation on
the effect of transformational leadership on
readiness for change. The test results show a
significant positive, so that the fourth hypothesis
is supported, it can be interpreted that the
indirect effect is measured through the specific
index effect test. It can be concluded that if
transformational leadership is through
organizational commitment then it can indirectly
influence change readiness in Central Bureau of
Statistics in Lampung Province. The results of
this study are in accordance with Adji Fernandes
[24] Lugman Oyekunle Oyewobi [25] who found
that there is a significant influence mediating
effect of organizational commitment mediation on
the effect of transformational leadership on
readiness for change.

6. CONCLUSION

Based on the discussion that has been
described, it is concluded that transformational
leadership has a positive and significant effect on
readiness for change. This shows that the better
the transformational leadership, the better the
readiness for change in Central Bureau of
Statistics in Lampung Province. Transformational
leadership has a positive and significant effect on
organizational commitment. This shows that the
better the transformational leadership, the better
the organizational commitment in Central Bureau
of Statistics in Lampung Province. Organizational
commitment has a positive and significant effect
on readiness for change. This shows that the
better the organizational commitment, the better
the readiness for change in Central Bureau of
Statistics in Lampung Province.
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Transformational leadership mediated by
organizational commitment has a positive and
significant effect on readiness for change, the
indirect effect of transformational leadership
mediated by organizational commitment on
readiness for change, in this study mediates
organizational commitment, the higher the level
of transformational leadership and is mediated by
organizational commitment, the higher the
readiness for change in Central Bureau of
Statistics in Lampung Province

COMPETING INTERESTS

Authors have declared that

interests exist.

REFERENCES

no competing

1. Yukl G. Leadership in organizations 8th
Edition. United States: Pearson Education;
2013.

Ford, Jeffrey D, Laurie W. Ford. Stop
Blaming resistance to change and start
using it. Organizational Dynamics. 2010;
39(1):24-36.
Available:https://doi.org/10.1016/j.orgdyn.2
009.10.002

Madsen Susan R, Cameron R. Jone,
Duane Miller. Influential factors in
individual readiness for change. Journal of
Business Management. 2006;12(2):93—
110.
Available:lhttp://search.proquest.com/docvi
ew/211508168?accountid=48465

Eby Lillian T, Danielle M. Adams, Joyce
EA. Russell, Stephen H. Gaby.
Perceptions; 2000.
Available:https://doi.org/10.1177/00187267
00533006

Holt Daniel T, Achilles A. Armenakis,
Hubert S. Field and Stanley G. Harris.
Readiness for Organizational change: The
systematic development of a scale. Journal
of Applied Behavioral Science. 2007;
43(2):232-55.
Available:https://doi.org/10.1177/00218863
06295295

Hanpachern, Chutima, George A. Morgan,
Orlando V. Griego. An extension of the
theory of margin: A framework for
assessing readiness for change. Human
Resource Development Quarterly. 1998;
9(4):339-50.
Available:https://doi.org/10.1002/hrdq.3920
090405

Armenakis, Archiles A, Stanley G Harris,
Kevin W. Mossholder, ‘Armenakis, Harris,



10.

11.

12.

13.

14.

15.

16.

Adiwijaya et al.; Asian J. Econ. Busin. Acc., vol. 23, no. 15, pp. 69-80, 2023; Article no.AJEBA.100695

Mossholder. Creating Readiness for
Organizational Change’, Human Relations.
1993;681-703.

Bernerth, Jeremy. Expanding our
understanding of the change message.
Human Resource Development Review.
2004;3(1):36-52.
Available:https://doi.org/10.1177/15344843
03261230

Yani, Elizabeth Imelda, Soehardi. The
effect of transformational leadership and
employee engagement on readiness for
change in coding institutions within local
government. Ubhara Management
Scientific Journal. 2017;4(3):90-12.

Sari, Putri Oktovita. Pengaruh gaya
kepemimpinan transformasional, komitmen
afektif, komitmen kontinuans dan
komitmen normatif terhadap kesiapan
berubah (studi pada bank BRI Kantor
Wilayah Yogyakarta). EXERO : Journal of
Research in Business and Economics.
2018;1(1):68-89.
Available:https://doi.org/10.24071/exero.v1
i1.1662

Khaola Peter, Patient Rambe. The effects
of  transformational leadership  on
organisational citizenship behaviour: The
role of organizational justice and affective
commitment. Management Research
Review. 2021;44.3, 381-98.
Available:https://doi.org/10.1108/MRR-07-
2019-0323

Iverson Roderick D. Employee acceptance
of organizational change: The role of
organizational commitment. International
Journal of Human Resource Management.
1996;7(1):37-41.
Available:https://doi.org/10.1080/09585199
600000121

Allen N, Meyer J. The measurement and
antecedents of affective, continuance and
normative commitment to the organization.
Journal of Occupational Psychology.
1990;63:1-18.

Robbins, Stephen P, Timothy A. Judge.
Perilaku Organisasi Edisi 16. Jakarta:
Salemba Empat; 2016.

Visagie CM, Steyn C. Organisational
commitment and responses to planned
organisational change: An exploratory
study. Southern African Business Review.
2011;15(3):98-121.

Self, Dennis R, Achilles A. Armenakis,
Mike Schraeder. Organizational change
content, process, and context: A
simultaneous analysis of employee

79

17.

18.

19.

20.

21.

22.

23.

24.

reactions. Journal of
Management. 2007;7(2):211-29.
Available:https://doi.org/10.1080/14697010
701461129

Armenakis, Achilles A, Stanley G. Harris.
Crafting a change message to create
transformational readiness. Journal of
Organizational Change Management.
2002;15(2):169-83.
Available:https://doi.org/10.1108/09534810
210423080 Avolio Bruce J, Bernard M.
Bass. Individual consideration viewed at
multiple levels of analysis: A Multi-level
framework for examining the diffusion of
transformational leadership. The
Leadership Quarterly. 1995;6(2): 199-218.
Available:https://doi.org/10.1016/1048-
9843(95)90035-7

Podsakoff Philip M, Scott B. MacKenzie,
Wiliam H. Bommer. Transformational
leader behaviors and substitutes for
leadership as determinants of employee
satisfaction, commitment, trust, and
organizational citizen. Journal of
Management. 1996;22(2):259-98.
Available:https://doi.org/10.1016/S0149-
2063(96)90049-5

Luthans F. Organizational behavior
(Twelfth Edition ed.). New York: McGraw-
Hill; 2011.

Change

Richardson, Hettie A, Robert J.
Vandenberg, ‘integrating managerial
perceptions and transformational

leadership into a work-unit level model of

employee involvement.  Journal  of
Organizational ~ Behavior.  2005;26(5):
561-89.

Available:https://doi.org/10.1002/job.329
Yani, Elizabeth Imelda, Soehardi. The
effect of transformational leadership and
employee engagement on readiness for
change in coding institutions within local
government. Ubhara Management
Scientific Journal. 2017;4(3):90-12.

Simon CH, Chan WM Mak.
Transformational leadership, pride in being
a follower of the leader and organizational
commitment’, Leadership & Organization
Development Journal. 2014;35(8):674 690.
Fazzari, Faishal Ali, Ita Juwitaningrum, and
Anastasia Wulandari. Pengaruh komitmen
organisasi terhadap kesiapan untuk
berubah pada karyawan geoff max
footwear. Co Di Kota Bandung. Jurnal
Psikologi Insight. 2021;5(2):39-47.
Sumardi S, Adji Achmad Rinaldo
Fernandes. The mediating effect of service



25.

26.

27.

28.

29.

Adiwijaya et al.; Asian J. Econ. Busin. Acc., vol. 23, no. 15, pp. 69-80, 2023; Article no.AJEBA.100695

quality and organizational commitment on
the effect of management process
alignment on higher education
performance in Makassar, Indonesia.
Journal  of  Organizational = Change
Management. 2018;31(2):410-25.
Available:https://doi.org/10.1108/JOCM-
11-2016-0247

Oyewobi, Lugman Oyekunle, Ayodeji
Emmanuel Oke, Toyin Deborah Adeneye,
Richard Ajayi Jimoh. Influence of
organizational commitment on work—Life
balance and organizational performance of

female construction professionals.
Engineering, Construction and
Architectural Management. 2019;26(10):
2243-63.

Available:https://doi.org/10.1108/ECAM-
07-2018-0277

Sekaran U, Bougie R. Research methods
for business (Seventh Edition). Italy: John
Wiley & Sons; 1998.

Hidayati, Siti Noor. Pengaruh
kepemimpinan  transformasional dan
transaksional; 2014.
Available:https://doi.org/10.30588/jmp.v3i2.
158

Hair JF, Risher JJ, Sarstedt M, Ringle CM.
When to use and how to report the results
of PLS-SEM. European Business Review.
2019;31(01):2-24.

Acar A. Zafer. Organizational culture,
leaderships and organizational
commitment in turkish logistics industry.
Procedia-Social and Behavioral Sciences.
2012;58:217-26.

30.

31.

32.

33.

34.

35.

36.

37.

38.

Available:https://doi.org/10.1016/j.sbspro.2
012.09.995
AL-Husammi,
Health  Services
Leadership; 2018.
Arikunto S. Prosedur penelitian: Prosedur
penelitian: Suatu pendekatan praktik.
Jakarta: Rineka Cipta; 2013.

Chu PH, Chang YY, John W, Creswell.
Research design: Qualitative, quantitative,
and mixed methods approaches. Journal

Muhamad. Leadership in
Article  Information:

of Social and Administrative Sciences.
2017;4:3-5.
Ghozali |. Structural equation modeling

metode alternatif dengan partial least
squares (PLS); 2014.

Hartel, Charmine EJ, Wilfred J. Zerbe,
Neal M. Ashkanasy. New ways of studying

emotions in organizations. Research

on Emotion in Organizations. 2015;11:
17-24.
Avalilable:https://doi.org/10.1108/s1746-
979120150000011026

Nitzl C, Roldan JL, Cepeda Carrion G.
Mediation analysis in partial least squares
path modeling: Helping researchers
discuss more sophisticated models,
Industrial Management & Data Systems.
2016;119(9):1849-1864.

Robbins SP, dan Judge TA. Organizational
Behavior 15th edition. USA: Pearson;
2013.

Sopiah. Perilaku Organisasi. Yogyakarta:
Andi offset; 2008.

Suliyanto. Metodelogi Penelitian Bisnis.
Yogyakarta: Andi Offset; 2018.

© 2023 Adiwijaya et al.; This is an Open Access article distributed under the terms of the Creative Commons Attribution
License (http://creativecommons.org/licenses/by/4.0), which permits unrestricted use, distribution, and reproduction in any
medium, provided the original work is properly cited.

Peer-review history:
The peer review history for this paper can be accessed here:
https://lwww.sdiarticle5.com/review-history/100695

80


http://creativecommons.org/licenses/by/4.0

