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Abstract: The purpose of the research are; to analyze the effect of the transformational leadership style, the transactional leadership
style and the organizational commitment towards readiness to change on Mataram Government Employee. The type of this research is a
causal associative that aims to determine the effect of causality between independent variable and dependent variable. The sampling
method of the research is using random sampling technique. The research population included Echelon 111 and IV Mataram
Government Officials. The sample involved 232 Officials. The instrument analysis technique applied is multiple linear regression. The
result of the research performed, the transformational leadership, transactional leadership and organizational commitment had a

positive effect on readiness to change.
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1. Introduction

Today, the world has entered the 4.0 industrial revolution.
Schawab (2007) states that industrial revolution 4.0 has
fundamentally changed human life and work. This is
because the revolutionary era 4.0 has a wider scale, scope
and complexity. Rapid technological advancements have
integrated the world as if it were borderless and affected all
joints of life. The rapid development of technology is
followed by rapid changes in all aspects of life. Inability to
adjust to change is the same as backwardness, because
change is one of the most critical aspects of creating
effective management (Hussey, 2000). But the effort to
make changes in an organization is not an easy thing.
According to research published in Harvard Business
Review (HBR) since 1970 to 2013 the percentage of failure
to make changes has never dropped from the figure of 60-
70% (Ashkenas, 2013).

The challenges faced by organizations when implementing
changes also vary. According to Lunenburg (2010),
organizational change is not only influenced by the external
environment but also the company's internal. Such as
changes in leadership, leadership policies, changes in vision,
changes in organizational structure and changes in company
regulations. While external changes in the form of
technological developments, government regulations, socio-
cultural, changes in the labor market, economic conditions,
geographical  conditions, demographic  factors and
competitor activities.

The factor that often changes is the leader. Changes in
leadership will certainly bring a different atmosphere with
different leadership styles for each individual. According to
Bass (1990), leadership style is divided into two, namely
transformational leadership and transactional leadership.
Many studies have been conducted to find out the
relationship between transformational leadership style and
readiness to change, but there are still differences in research
results, including Anggi's (2015) research stating that
transformational leadership has a positive and significant

effect on readiness to change. But on the contrary according
to Hasanah (2016) states that transformational leadership has
a positive but not significant effect on readiness to change.

Likewise transactional leadership, there are several studies
that have been conducted to determine the relationship
between transactional leadership style and readiness to
change, but there are still differences in research results,
including the Garnis study (2016) which states that
transactional leadership has no significant positive effect on
readiness to change. But the opposite according to Nordin
(2012) states that transactional leadership has a positive
effect on readiness to change. Transformational leadership
style and transactional leadership style have a significant
relationship with readiness to change (Nordin, 2012). Each
of these leadership styles has different influences on
employees. But most importantly, they are not conflicting,
so that they are equally needed to run the organization. In
addition to leadership style, organizational commitment can
influence readiness to change.

In addition to leadership style, readiness to change is also
influenced by organizational commitment. Research related
to organizational commitment has been carried out.
However, research to see the effect of organizational
commitment and readiness to change still results in different
results, including Zulkarnain and Hadiyani (2014) found that
organizational commitment has a positive and significant
effect on readiness to change. Pramadani and Fajrianthi
(2012) state that organizational commitment has a positive
and significant effect, especially affective commitment and
normative commitment while continuous commitment does
not have a significant effect on readiness to change. But in
another study, Utomo (2016) stated that affective
commitment and continuous commitment had a significant
positive effect on employee readiness to change. The results
of his research also show that normative commitment does
not have a significant positive effect on employee readiness
to change. Other research conducted by Ariesza (2017)
states that normative commitment has a significant positive
effect on readiness to change. However, the effect of
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continuous commitment and affective commitment is not
proven to have a significant positive effect on readiness to
change.

Research related to leadership style, organizational
commitment and readiness to change becomes interesting to
study, because change will continue and continue to occur in
every organization or company to maintain its sustainability.
Moreover the theory of leadership style, organizational
commitment and readiness to change in this study are very
in accordance with the conditions and conditions of the City
Government of Mataram which is being transformed into a
smart city city.

Based on preliminary observations made in several Mataram
City Regional Organizations regarding the phenomenon of
transformational leadership style, it can be seen that the
heads of the Regional Device Organizations in each morning
and meeting deliver the motivation to work better, to invite
creative ideas and keep doing monitoring all employees.
This shows the characteristics of transformational leadership
in the Regional Devices Organization of the City of
Mataram. The phenomenon observed is also the
transactional leadership style. Where the presence of
regional performance allowances (TKD) provided based on
workloads of employees becomes the trigger for ASN to
work more diligently. This can be seen from the attendance
rate of Mataram City employees in 2018. According to data
from BKPSDM in the City of Mataram, the percentage of
attendance at the City of Mataram ASN 2018 was 96.5%.
ASN Kota Mataram has a high percentage due to the
existence of rules related to the provision of TKD to ASN
contained in Mayor Mataram Regulations Number 26 Year
2015 regarding additional income for civil servants and
CPNS as confirmed by Decree Number 18 Year 2019
concerning Provision of Additional Income Based on Work
Achievement with Indicators Work Discipline to Civil
Servants and CPNS in the City of Mataram in 2019.

The researcher also conducted interviews with several ASN
Mataram City Governments related to organizational
commitment. Based on the results of the interview, ASN
Kota Mataram has good organizational commitment. That is,
the ASNs almost did not want to move from the city of
Mataram for several reasons. First, access in Mataram City
is easy and there is. Second, regional benefits are far higher
than in other regions. Third, it is clearer in the level of his
career. This was supported by the many requests to move to
the city of Mataram. Where in the Mataram City BKPSDM
data in 2018, there were 84 ASN people applying to move to
Mataram City, only 17 ASN people were accepted. As for
the ASN of the city of Mataram during 2018 according to
BKPSDM data, there were 36 ASNs changing assignments
from the City of Mataram. From the description of the
background, in this study we will focus on the influence of
leadership style and organizational commitment on readiness
to change.

2. Research Objectives

The objectives to be achieved in this study are as follows:
1) To find out, analyze, and provide empirical evidence
about the effect of transformational leadership on

readiness to change
employees.

2) To find out, analyze, and provide empirical evidence
regarding the effect of transactional leadership on
readiness to change in Mataram City Government
employees.

3) To find out, analyze, and provide empirical evidence
regarding the effect of organizational commitment on
readiness to change in Mataram City Government
employees.

in Mataram City Government

3. Theory Basis
3.1 Transformational leadership

Transformational leadership by Northouse (2013) is defined
as the process by which someone engages with other people,
and creates relationships that increase motivation and
morality in leaders and followers Transformational leaders
make employees more sensitive about the value and
importance of work and invite employees to exceed
organizational interests of interests self (Yukl, 2013).
Robbins and Judge (2013) explain that transformational
leaders pay attention to matters of the developmental needs
of each follower and problem issues by helping them view
old problems in new ways, and they are able to excite,
arouse, and inspire followers to issue extra effort to reach
the group's goals.

According to Bass (1985) transformational leadership is a
situation where the followers of a transformational leader
feel a sense of trust, admiration, loyalty, and respect for the
leader, and they are motivated to do more than they initially
expected. The leader transforms and motivates followers by
making them more aware of the importance of the results of
a job, encouraging them to be more concerned with the
organization or team than self-interest, and activating their
needs to the higher.

O’leary (2001) states that transformational leadership is a
leadership style used by a manager if he wants a group to
widen its boundaries and have a performance that exceeds
the status quo or reaches a whole new set of organizational
goals. Transformational leadership style is a leadership style
that is appropriate for organizations that are undergoing
uncertain organizational changes and situations, such as
market competency and frequent changes in government
policies that require organizations to make changes (De
Hoogh, et al., 2004). Transformational leadership style
focuses on organizational and individual changes in it and
influences subordinates to prioritize the interests of the
organization by increasing commitment which is one of the
important elements to achieve the organization's vision
(Bass, 1990; Luts: 2007).

According to Bass and Avolio (1994) that transformational
leadership can be measured by four-dimensional
dimensions, namely: 1) Idealized Influence, characterized by
the power of vision and appreciation of mission, raising
respect, increasing optimism, emphasizing the importance of
goals, and leaders will make subordinates have confidence.
2) Inspirational Motivation, includes the capacity of leaders
to be role models for their subordinates. The leader conveys
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clear goals and is a good example for his subordinates. 3)
Intellectual Stimulation, namely the ability to lead to
eliminate subordinates' unwillingness to spark ideas,
encourage subordinates to be more creative and stimulate the
thinking of subordinates in solving problems. And 4)
Individualized Consideration (Attention to Individuals),
namely transformational leaders provide guidance and
mentoring to subordinates. Leaders give personal attention
to their subordinates and give special attention so that
subordinates can develop abilities.

3.2. Transactional Leadership

Odumeru and Ifeanyi (2013: 358) state that transactional
leadership is a leadership style in which a leader focuses his
attention on interpersonal transactions between leaders and
employees involving exchange relationships. The exchange
is based on agreement regarding the classification of targets,
work standards and awards. So that it can be interpreted
transactional leadership as a way used by a leader in moving
its members by offering rewards or as a result of
contributions given by members to the organization.

According to Bass in Robbins and Judge (2013: 90)
transactional leadership style is a leadership model where
leaders guide or motivate their followers in the direction of
goals that are upheld by clarifying the roles and demands of
the task. In Robbins and Coulter (2012: 497) leaders with a
transactional style are leaders who guide and motivate
followers towards the goals set by rewarding their
productivity.

According to Burns in Odumeru and Ifeanyi (2013: 359)
describe that in transactional leadership the relationship
between leaders and subordinates is based on a series of
bargaining activities between the two. Transactional
leadership style is also known as managerial leadership that
focuses on supervisory roles, organization and group
performance. Transactional leadership style is a leadership
style where the leader encourages the adherence of followers
through two factors, namely rewards and punishments.
Leaders with transactional leadership style work by paying
attention to the work of employees to find errors and
irregularities. This type of leadership is very suitable in
times of crisis and emergency.

Bass in Yukl (2010: 260) suggests that transactional
leadership relationships with employees are avoided by three
things, namely 1) leaders know what employees want and
explain what they get if their work is in line with
expectations, 2) leaders exchange efforts made by
employees with rewards, and 3) responsive leaders to the
personal interests of employees as long as those interests are
comparable to the value of the work that the employee has
done.

According to Robbins and Judge (2009: 91) that
transactional leadership can be measured by dimensions,
namely 1) Contingency Reward, the leader makes an
agreement on what things are done by the subordinate and
promises what rewards are obtained if this is achieved .
Rewards can be in the form of bonuses, increased income or
providing facilities to employees. 2) Active Management by

Exception (Management with active exceptions /
exceptions). In active exception management, the leader
monitors the deviation from the standards set and takes
corrective action. And 3) Pasive Management by Exception
(Management with exception / passive exception). In passive
exception management, the leader takes action if the
standard is not reached.

3.3. Organizational Commitment

Allen and Meyer (1990) state that organizational
commitment is an embodiment of psychological attitudes
that characterize the relationship between workers and
organizations and has implications for the decision to
continue or not continue membership in the organization.
Furthermore, Robbins and Judge (2013) define
organizational commitment as a condition of an individual
siding with the organization and its goals and desires to
maintain its membership in the organization.

Mowday, Porter, and Steers (1982) state that organizational
commitment is the desire to remain a member of the
organization, trust and accept the values and goals of the
organization and the willingness to try as well as possible for
the benefit of the organization.

Allen and Meyer (1990) in Luthans, 2008) distinguish
organizational commitment in three dimensions, namely: 1)
Affective commitment, related to the desire to be attached to
the organization. Individuals stay in the organization
because of their own desire for beliefs in their values. 2)
Continuance commitment is a commitment based on rational
needs. In other words, this commitment is formed on the
basis of profit and loss, considered for what must be
sacrificed if it will settle in an organization. And 3)
Normative commitment (normative commitment) is a
commitment that is based on the norms that exist within the
employee, containing the individual's beliefs about
responsibility for the organization. He felt he had to endure
because of loyalty.

3.4. Readiness To Change

Holt, et. Al (2007) defines an individual's readiness to
change as a comprehensive attitude that is simultaneously
influenced by content (what changes), processes (how
changes are implemented), context (the environment in
which changes occur), and individuals (individual
characteristics asked to change) involved in a change.
Hanpachren (1997) in Mangundjaya, Utoyo, and Wulandari
(2015) defines individual readiness for change as to the
extent to which individuals are mentally, psychologically, or
physically ready and prime to participate in organizational
development activities. Furthermore according to Rafferty,
Jimmieson, and Armenakis (2013) Readiness to change is
the extent to which individuals or individuals cognitively
tend to accept, embrace, and adopt a specific plan that
intentionally changes the status quo.

Armenakis and Holt et al (2007) suggest that employee
readiness to change simultaneously can be influenced by
three things: 1) Change Content, which refers to what will
be changed by the organization (eg changes in
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administrative  systems, management changes, work
procedures, technology or structure). 2) Change Process,
namely how the process of implementing changes that have
been planned in advance, for example the existence of
individual beliefs about the ability to implement changes
successfully and the opportunity to participate in the change
process, as well as job involvement also contributes to the
readiness of individuals to deal with changes in the
organization. And 3) Organizational Context related to the
conditions or work environment when change occurs.
Readiness to change also begins with the perception of the
benefits of change, the risk of failure to change and the
demands of outside organizations to make changes.

4. Conceptual and Development Framework
for Hypothesis

4.1 Conceptual Framework

Readiness to change as an independent variable will be
proxied by Transformational Leadership, Transactional
Leadership and Organizational Commitment. This study will
reveal the effect of Transformational Leadership (X1),
Transactional Leadership (X2) and Organizational

Commitment (X3) on Readiness to Change (). Thus, the
conceptual framework in this study is as follows:\

{ Rebbins dan Judge (2009), }
i Bass dan Avolia (1993)
! Gamis T.Y. (2014)

=,

Kepemimpinan Transformasional (X1)
o Jdealized Ifluence
o Dupirarional Moriarion
o Duelieciual Stimulation
& adividualioed Congiderarion

Kesiapan untuk berubah
(¥)

Kepemimpinan Tramaksional (X2} | 2
*  Conriggensi Revard

o dctive Management by Exception
o Pache Mavagemes by Exceprion

* Promoting Charge
* Participating Change
* Resirting Change

Komitmen Organisasional (X3)
o Komimen Afektrif
v Komitmen

: Visagie dan Seeyn(2011),

Iverson (2015), Utomo

i (2016), Zulkemain dan
Hadiyeni (2014)

Figure 2: Conceptual Framework .

4.2. Development of Hypotheses

4.2.1. Effect of Transformational
Readiness to Change

Transformational leadership is leadership that involves
change in the organization. According to Northouse (2013),
transformational leadership is the process by which people
engage and create relationships that increase motivation in
individuals and morality in leaders. Whereas Natsir (2004)
transformational leadership deals with the influence of
leaders or superiors on subordinates. On the subordinates

Leadership on

there arises trust, pride, loyalty and respect for superiors and
they are motivated to do more than expected.

This condition is supported by previous research from
Faturochmah (2014) which states that there is a significant
relationship between transformational leadership and
readiness to change. Prasetia (2015) and Wibawa (2015)
also in their study found that transformational leadership has
a positive and significant effect on readiness to change. This
was confirmed by the results of Puspasari's research (2017)
which found a positive influence of leadership style on
readiness to change. Based on the description, the hypothesis
can be formulated as follows:

H1: "Allegedly transformational leadership style has a
positive effect on readiness to change™.

4.2.2. Effect of Transactional Leadership on Readiness to
Change

Transactional leadership is leadership that gets motivation
on its subordinates by calling for its own interests (Thomas,
2003). Transactional leadership behavior focuses on the
results of the task and the relationship of the good worker in
exchange for the desired reward. Whereas according to
Robbins (2006), transactional leadership is what guides or
motivates their followers toward the goals set by clarifying
the requirements of roles and tasks.

Waldman et. al. (2002) state that transactional leadership
operates on an existing system or culture and its purpose is
to strengthen existing strategies, systems or cultures, not to
change them. Therefore, transactional leaders in addition to
trying to focus the needs of subordinates to buy
performance, also focus attention on irregularities, mistakes
or subordinate mistakes and try to make corrective actions
for changes in the organization. This condition is supported
by previous research from Nordin (2012) who found that
transactional leadership influences readiness to change.
Based on the description, the hypothesis can be formulated
as follows:

H2: "Allegedly transactional leadership style has a positive
effect on readiness to change".

4.2.3. The Influence of Organizational Commitment to
Readiness to Change

Organizational commitment is a manifestation of
psychological attitudes that characterize the relationship
between workers and organizations and has implications for
the decision to continue or not continue membership in the
organization (Allen & Meyer, 1990 in Pramadani &
Fajrianthi, 2012). According to Visagie and Steyn (2011)
revealed that organizational commitment can affect
readiness to change.

According to Iverson (1996) in Zulkarnain and Hadiyani,
2014), organizational commitment is the best predictor of
change compared to job satisfaction. Patterson (2009)
mentions that the most important factor that can cause
success in organizational change is the lack of commitment
of the people involved. Employees who have organizational
commitment will exert more effort in change projects to
build a positive attitude towards change. The research
conducted by Pramandani (2012) resulted in a significant
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relationship ~ between organizational commitment,
specifically affective, normative commitment to readiness to
change. The research of Zulkarnain and Hadiyani (2014) and
Utomo (2016) also shows that organizational commitment
has a significant effect on readiness to change. Reaffirmed
the results of research conducted by Suwaryo (2017) and
Qureshi (2018) who found that organizational commitment
has a positive influence on readiness to change. Based on the
description, the hypothesis can be formulated as follows:

H3: "Allegedly organizational commitment has a positive
effect on readiness to change".

5. Research Methods
5.1. Types of Research, Population and Samples

The type of research used in this study is quantitative
research with an associative approach. The population in this
study amounted to 550 echelon Ill and IV officials of the
City Government of Mataram. Determination of the sample
using purposive sampling technique, so as to obtain a sample
of 232 people.

5.2. Research Variables and Variable Operational
Definitions

5.2.1. Transformational Leadership Style
Transformational leadership style in this study is interpreted
as respondents' perceptions of leadership style from the
leadership of the Divine Device Organization in accordance
with Bass theory, namely leaders who have ideal charisma
and influence accompanied by actions that enhance
subordinate expertise, are able to motivate and inspire, able
to hone creativity subordinates, and respect and pay
attention to each individual each subordinate.

5.2.2. Transactional Leadership Style

Transactional leadership style in this study is interpreted as
the respondents' perceptions of leadership style of the
leaders of the respective Regional Devices Organization
based on Bass theory, namely leaders who provide
contingency rewards, active management by exception and
passive management by exception. This will be reflected in
how subordinates are encouraged to carry out an activity
with enthusiasm because there are transactions with the
leadership.

5.2.3. Organizational Commitment

Organizational commitment in this study is interpreted as
respondent's perception of attitudes that reflect the extent to
which he knows and is bound to his organization and his
desire to maintain his membership in his organization.

5.2.4. Readiness to change

In this study, the readiness of employees to change is the
respondent's perception of a change that occurs within the
organization. Perception of change referred to perceptions
that reflect attitudes of willingness to support change,
participate in change, and reject a change.

5.3. Data Analysis Procedure

The data analysis procedures used in this study are as
follows:

.3.1. Classic assumption test
The classic assumption test in this study consisted of
normality test, multicollinearity test and autocorrelation test.

5.3.2. Analysis of Multiple Linear Regression

Analysis method to determine the effect of transformational
leadership, transactional leadership and organizational
commitment on readiness to change. In this study, data was
processed using a computer application, namely SPSS
version 21.0. The multiple linear regression equations in this
study are as follows:

Y =a+blX1l+hb2X2+hb3X3+e

5.3.3. Model Testing (t Test)

This test is conducted to partially determine whether the
independent variable has a significant effect or not on the
dependent variable (Ghozali, 2009). The test criteria used
are HO rejected and Ha accepted if the significance value is
<0.05. This means that the independent variables partially
have a significant effect on the dependent variable. Likewise
the opposite.

5.3.4. Model Testing (F Test)

This test is conducted to determine whether the independent
variables together have a significant effect or not on the
dependent variable (Ghozali, 2009). The test criteria used
are HO rejected and Ha accepted when sig. F <0.05. This
means that the independent variables simultaneously have a
significant effect on the dependent variable. Likewise the
opposite.

6. Research Results
6.1. Classical Assumption Test Results

Tabel 1: Classical Assumption Test Results

Classical Assumption Results Information
Normality Significance Normal Distribution,
(Kolmogorov- g Pass the Normality
. 0,660> 0,05
Smirnov) Test
Multicollinearity VIF va_lues of all Pass the
- . three variables range Bt
(Variance Inflation Multicollinearity
Factor) from 1,505- Test
1,877which one < 10
Autocorrelation The DW value is Pass the
(Durbin Watson) equal to 1,818 Autocorrelation Test

Source: Data processed (SPSS Output)

6.2. Analysis of Multiple Linear Regression

6.2.1. TestF
ANOVA?

Model  |Sum of Squares | df |Mean Square | F |Sig.
1 |Regression 15.417 3 5.139 48.199 .000

Residual 24.310 228 107

Total 39.728 231
a. Dependent Variable: Y
b. Predictors: (Constant), X3, X1, X2
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Based on the results of the analysis in the table above, the p-
value for the regression model is 0.000 which is smaller than
the value of a (0.10), so it was decided to reject HO. Thus it
can be concluded that with a 5% error rate, there is a
simultaneous influence of transformational leadership

variables, transactional leadership, and organizational
commitment to affect readiness to change.

6.2.2. TestT

Coefficients®

Unstandardized Coefficients| Standardized Coefficients Collinearity Statistics
Model B Std. Error Beta T |Sig.| Tolerance | VIF
1 (Constant) | 1.739 172 10.121{.000
X1 120 .051 152 2.355 |.019 .644 1.552
X2 107 .049 .156 2.200 |.029 533 1.877
X3 292 .044 427 6.713 |.000 .664 1.505

a. Dependent Variable: Y

Based on the results of the analysis in the table above, a
constant value of 1.739 means that if each independent
variable is transformational leadership, transactional
leadership, and organizational commitment 0, then the
readiness to change will be positive at 1.739. This means
that readiness to change is always present in each individual
even though there are no factors that influence it.

6.2.3. R Squere
Model Summary®
R |Adjusted | Std.Error  |Durbin-
Model | R |Square | R Square [of the Estimate [Watson

1 ]623%| .388 .380 .32653
a. Predictors: (Constant), X3, X1, X2
b. Dependent Variable: Y

1.818

Based on the table above, obtained the adjusted R squere
value of 0.380. That is, the influence of transformational
leadership  variables, transactional leadership  and
organizational commitment to readiness changes only 38%,
while 62% is influenced by other variables.

7. Discussion

a) Hypothesis Testing Results 1 (H1)

The first hypothesis in this study states "it is assumed that
transformational leadership variables affect the readiness to
change". Proof of this hypothesis is done by t test analysis
which shows that the p-value <alpha 0.05 which proves that
transformational leadership has a positive effect of 0.120 on
readiness to change.

The results of the research responses of respondents
regarding transformational leadership showed that the
average categories of the four dimensions of
transformational leadership adopted from the opinions of
Bass and Avolio in this study showed effective categories.
Thus, the results of this study have not been fully effective
which is expected. Where from the 20 statements there is no
one that produces very effective results. There are 16
indicators with effective categories and 4 indicators with
categories that are quite effective.

The hope is that in the future transformational leaders in the
Mataram City Government will have very effective value. In
this questionnaire, the transformational leader in the city of
Mataram is described as always speaking optimistically
about the future, doing things that make respect and the

ethical standard model in carrying out tasks. While the
lowest score in this statement is that leaders do not see
subordinates as individuals but rather as members of their
organizations. While indicators that have value are quite
effective with statements, namely leaders who pay more
attention to subordinates as individuals than as members of
the organization, leaders focus too much on developing
subordinate strengths one by one, leaders spend time
teaching and giving training and leaders give attention to
subordinates needs, different abilities and aspirations than
others.

Looking at the results in this study, the average echelon Il
and 1V officials in the Mataram City Government have the
view that the leadership of regional organizations (OPD) is
transformational leadership style. This is caused by the
average echelon 111 and IV officials of the city of Mataram
already have a long working period and a high level of
education, thus affecting the maturity of cooperation.

b) Results of Hypothesis Testing 2 (H2)

The second hypothesis in this study states "it is assumed that
transactional leadership variables affect the readiness to
change". Proof of this hypothesis is done by t test analysis
which shows that p-value <alpha 0.05 which proves that
transactional leadership has a positive effect of 0.107 on
readiness to change.

The results of this study indicate that the transactional
leadership style according to respondents from the 22
statements given is the average answer per effective
statement category. There are only 3 categories of value that
are effective enough, that is, leaders help staff work as part
of the reward for what the staff have done, focusing on the
mistakes of staff and leaders spending time looking for what
must be overcome. While the highest score states that
echelon 111 and IV officials of the City of Mataram will be
satisfied when their leaders show satisfaction when staff
perform their duties well. These results indicate that
appreciation is much more making staff feel satisfied, so it is
ready to change. This is inseparable from the background of
respondents who have mature ages and the average level of
education for undergraduate and master. Only a few are still
graduates of diploma.

¢) Hypothesis 3 Testing Results (H3)
The third hypothesis in this study states "it is assumed that
organizational commitment variables influence the desire to
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change". Proof of this hypothesis is done by t test analysis
which shows that p-value <alpha 0.05 which proves that
organizational commitment has a positive effect of 0, 292 on
readiness to change.

The results of this study indicate that organizational
commitment has a greater influence than transformational
leadership style and transactional leadership. In the
organizational commitment variable there are 24 items of
statements with various results from categories, namely very
high, only 1 indicator statement, high there are 20 indicators
and 3 indicators have quite high scores. The indicator with
the highest score is that respondents feel part of the family
of the Mataram City Government. While the lowest was
respondents who were afraid of what happened if they
stopped from the city of Mataram.

These results indicate that echelon 111 and 1V officials of the
City of Mataram have high organizational commitment. This
is inseparable from the bond of respondents with the
Government of the City of Mataram by looking at their
tenure of more than 30 years. The duration of work is a
factor that makes the respondent's organizational
commitment high.

8. Conclusion

Based on the results of research and discussion, conclusions

can be drawn as follows:

1) There is a positive influence of transformational
leadership on readiness to change in Mataram City
Government employees. This means that the more
effective transformational leadership, the higher the
readiness to change. Likewise, if the transformational
leadership is ineffective, then the readiness to change
will decrease in Mataram City Government employees.

2) There is a positive influence of transactional leadership
on readiness to change in Mataram City Government
employees. This means that the more effective
transactional leadership, the readiness to change will also
be higher. Likewise vice versa if the transactional
leadership provided is ineffective, then the readiness to
change will decrease in Mataram City Government
employees.

3) There is a positive influence of organizational
commitment on readiness to change at Mataram City
Government employees. This means that the higher
organizational commitment will lead to higher readiness
to change. Likewise vice versa if the readiness to change
is low will cause a readiness to change to decrease in
Mataram City Government employees.

References
[1] Allen, NJ. & JP. Meyer.1990 (1990). The
Measurement and  Antecedents of  Affective,

Continuous and Normative Commitment to The
Organization ". Journal of Occupational Phychology,
63, 1-18.

[2] Anggi, I., 2015. "Analysis of the Effect of Leadership
and Psychological Climate on Readiness to
Change".Thesis. Yogyakarta: Gajah Mada University.

(3]

[4]

[5]

6]

[7]
8]

[0]

[10]

[11]

[12]

[13]

[14]

[15]

[16]

[17]

[18]

Ariesza, Derda. (2017). "The Effect of Organizational
Commitment and Employee Engagement on Readiness
to Change at PT. JapfaComffed Indonesia, Tbk (in the
Corporate, Dairy and Feed Division) ".Thesis.Gajah
Mada University. Yogyakarta

Ashkenas, R. (2013). Change Management Needs to
Change. Harvard Business Review.https:
//hbr.org/2013.04/change-management-needs-to-cha
accessed on March 24, 2018

Armenakis, A. A., & Harris, S. G. (2002).Crafting a
change message to create transformational readiness.
Journal of Organizational Change Management, 15 (2),
169-183.

Avolio, B. J., Bass, B. M., & Jung, D.l. (1994). Re-
examining The Components of Transformational and
Transactional Leadershing Using The Multifactor
Leadership Using The Organizational Psychology,
Vol. 72, pp. 441-462.

Bass, B. M., (1985). "Beyond Expectations"
Leadership and Performance. New York: Free Press.
Bass, B. M., &Avolio, B. J. (1990). Transformational
Leadership Development: Manual for Multifactor
Leadership Quetionaire. CA Consulting Psycologist
Press.

(1994).Improving
Organizational Effectiveness through Transformational
Leadership. Thousand Oaks: Sage

Burns, A., 2008. Charisma and Leadrship in
Organazation.Lodon: Sage.

De Hoogh, A., Den Hartog., Koopman, P., Thierry, H.,
Van Den Berg, P., & Van Der Weide.(2004).
Charismatic Leadership, Environmental Dynamism
and Performance.European Journal of Work and
Organizational Psychology. 13 (4), 447-471.

Dita W, I. G. (2015). "The Effect of Affective
Commitment, Continuous Commitment, Normative
Commitment and Transformational Leadership on
Readiness to Change: A Study of PT Antam (Persero)
Tbk. Geomin Unit ". Thesis.Gajah Mada
University.Yogyakarta.

Garnis, 2016.Leadership Style on Readiness to Change
with Organizational Commitment as Moderating
Variables (Study on Employment BPJS Yogyakarta
Branch.Thesis.GadjahMada University Yogyakarta.
Golemen, D., Boyatzis, R.E., & McKee.A., 2002.The
New Leaders. Cambridge MA: Harvard Business
School Press.

Ghozali, Imam (2009). Application of Multivariate
Analysis with SPSS program. Semarang: BP
Diponegoro University.

Hasanah, N., (2016), "The Effect of Transformational
Leadership and Psychological Climate on Readiness to

Change Yogyakarta High Court
Employees.Thesis.GadjahMada University
Yogyakarta.

Hanpachern, C., Morgan, G.A. and Griego, O.V.
(1998). An extension of the theory of margin: a
framework for assessing readiness for change.

Hidayati, Siti Noor.,, (2014), "The Effect of
Transformational and Transactional Leadership on
Employee  Performance  with  Organizational
Commitment  as" Intervening  Variables "
MaksipreneurVol.Ill Journal No.2 pp117-132.

Volume 8 Issue 4, April 2019

WWW.ijsr.net
Licensed Under Creative Commons Attribution CC BY

Paper ID: ART20196893

10.21275/ART20196893

1361



International Journal of Science and Research (1JSR)
ISSN: 2319-7064
ResearchGate Impact Factor (2018): 0.28 | SJIF (2018): 7.426

[19]

[20]

[21]

[22]

[23]

[24]

[25]

[26]

[27]

[28]

[29]

[30]

[31]

[32]

[33]

[34]

[35]

[36]

Holt, D. T. (2002). Readiness for Change, The
Development of Scale. Alabama: Auburn University.
Holt, D.T., Armenakis, A.A., Field, H.S., and Harris,
S.G. (2007) Readiness for organizational change: The
systematic development of a scale. The Journal of
Applied Behavioral Science, 43 (2), pp.232-255.
Hussey, D. E. (2000).How to Manage Organization
Change. London: Kogan Page.

Lunenburg, F.C. (2010). Forces and Resistance to
Organizational Change.National Forum of Education
Administration and Supervision Journal, Vol. 27 (4).
Luthans.(2008). Organizational Behavior Edition VI.
PT. Erlangga: Jakarta

Lutz, S.A., (2007). Transformational Leadership,
Readinnes and Creativity Change.Master Theses and
Graduation. Los Angeles: ProQuest Information and
Learning Company.

Mangundjaya, W. L. (2012). Are the Organizational
Commitments and Employees engagement Important
in  Achieving Individual Readiness Change?
HumanitasVol.IX (2) .pp185-192

Mangundjaya, W. L. H, Utoyo, D. B, and Wulandari P,
(2014).The role of leadership and employee conditions
on reaction to organizational change.Procedia-Social
and Behavioral Science 172 (2015) pp.471-478
Mangundjaya, W. L. H, and Ratnaningsih, I.Z.
(2017).Transformational Leadership Style, Generation
Type, and Psychological Empowerment in Employees
of PT. X Karawang.Journal of Empathy Vol 6 (1) .pp
436-441.

Meyer, J.P., & Allen, N. J. (1997)."Commitment in the
Worplace Theory Research and Application".
California: Sage Publications.

Mowday, R., Steers, R., Porter, L., 1982, Employee
Organization Linkages. Academic Press, New York.
Mujiburrahman, Asmony, T.danHusnan, H. (2017),
"The Effect of Transformational Leadership and
Psychological Climate on Readiness to Change West
Lombok District Health Center Employees in the
Framework of  Accreditation and  Affective
Commitment as Intervening Variables". Mataram
University Management Masters Journal.VVol 6.pp.1-
19.

Nordin N. (2012). The Influence of Leadership
Behavior and Organizational Commitment on
Organizational Readiness for Change in Higher
Learning Institutions.Procedia- Social and Behavioral
Science, 29, 129-138.

Northouse, Peter G. (2013). "Leadership: Theory and
Practice". Jakarta Index

Nurhasanah. (2016). The Effect of Transformational
Leadership and Psychological Climate on Readiness to
Change Yogyakarta High Court Employees. Gajah
Mada University Thesis.Yogyakarta.

O’Leary, Elizabeth. 2001. Leadership. First edition.
Yogyakarta: Andi.

Petterson, S.  (2009). Organizational
management: Getting from here to there.
Knowledge Peak.

Pramadani, A.B and Fajrianthi.(2012). Relationship
between Organizational Commitment and Readiness to
Change in Employees of the Enterprise Service
Division (DES) Telkom Ketintang Surabaya. Journal

change
USA:

[37]

[38]

[39]

[40]

[41]

[42]
[43]

[44]

[45]

[46]

[47]

[48]

[49]

[50]
[51]
[52]

[53]

of Industrial Psychology and Organization Vol. 1
No.02, pp. 102-109
Prasetya D.l, Anggi., (2015), "Analysis of the Effect of
Transformational Leadership and Psychological
Climate on Readiness to Change (Study of Secretariat
General Staff, Ministry of Finance)". Gajah Mada
University Thesis Yogyakarta.
Puspitasari, M.R.A., (2015), "Transformational
Leadership Style of Structural Officials as Mediator
Effect of Organizational Support Perceived by
Employees on Readiness to Change Dipil Civil
Servants", Independent Psychological Journal. PP 49-
57.
Rafferty, A.E., Jimmieson, N.L., and Armenakis, A.A.
(2013). Readiness Change: A Multilevel Review.
Journal of Management 39 (1): 110-135.
Robbins,  Stephen, P., 2006. Organizational
Behavior.Indonesian edition.PT. Jakarta Index.
Robbins, Stephen P. and Mary Coulter. (2012).
Management, Eleventh Edition (United States of
America: Pearson Education Limited).
Robbins, S.P., & Judge, T.A. (2013).Organizational
behavior 15th edition. USA: Prentice Hall.
Schwab, K. (2007). The Fourth Industrial Revolution.
Crown Business Press.
Smith, G.R and Marwick, Carl.(2009). Employee
Engagement A review of Current Thinking. UK.
Institute for Employment Studies.
Thomas, K. W., Velthouse, B. A., (2003). Cognitive
Elements of Empowerment: an Enterpretative Model
of Intrinsic Task Motivation, Academy of Management
Review, Vol. 15, p; 4-666.
Utomo, EndyPrasetyo., (2016), "Analysis of the Effect
of Organizational Commitment and Employee
Engagement on Change Readiness PtTikiJne (path
NugrahaEkakurir)". Gajah Mada University Thesis
Yogyakarta.
Waldman, D.A., G.G., Ramirez, R.J., House & P.
Puranam., 2002. "Does Leadership Matter? CEO
Attributes and Profitability Primary Conditions of
Perceived Environmental Uncertainty, Academy of
Management Journal.
Wibawa, A. D. (2015). The Relationship Between
Transformational Leadership and the Effectiveness of
Interpersonal Communication with Readiness to
Change. Gajah Mada University Thesis. Yogyakarta
Yuni, G.T., (2014), "The Effect of Leadership Style on
Readiness to Change with Organizational Commitment
as a Moderating Variable Study in the Yogyakarta
BPJS Employment Branch. Thesis: Gajah Mada
University Yogyakarta.
Yukl, G. (1998). Leadership in Organizations.Third
Edition. Jakarta: Prenhalindo.

(2005).Leadership in Organizations.Fifth
edition. Jakarta: Gramedia Index.

(2013).Leadership in Organizations, 8th
Edition. United States: Pearson Education.
Zulkarnain, and Hadiyanti, S., (2014), "The Role of
Organizational Commitment  and Employee
Engagement on Employee Readiness to Change".
Journal of Psychology, 41 (1): pp19-35.

Volume 8 Issue 4, April 2019

WWW.ijsr.net
Licensed Under Creative Commons Attribution CC BY

Paper ID: ART20196893

10.21275/ART20196893

1362





