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Abstract

Globdizationiseverywhere, inthisregard, every organization should
change according to the needs and requirement of the environment. In
addition, intoday’seconomy, it’scritical to have effective, and efficient
organization. Failureto effectively engage employeescanresultinwasted
resources, unboptimal organizational performance, and deteriorating
employeemorae. Ontheother hand, successfully engaging and committing
employeecanresultinhigher levelsor organizationa performanceaswell
ashigher levels of job satisfaction, both of which are much needed in
today’s environment.The question arises whether organizational
commitment, and employeeengagement arerdlated toindividud readiness
for change. Theobjectiveof thisresearchistoidentify therelaionshipand
impact between organizational commitments, empl oyee engagement to
individua readinessto change. Thisstudy doneinfour financid companies,
that consist of three private owned banks and one government owned
financial company (N=502), with quantitative methods and correlation
survey. The results showed that both organi zational commitment and
employee engagement are positively relatd and have contributed to
individua readinessto change. Theresultsal so show that the correlation
of organizational commitment isstronger than empl oyee engagement to
individua readinessto change.

Keywords:  organizationd commitment, employeeengagement, individua
readinessto change.
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Abstrak

Globdisas merupakan ha yangtidak dapat dihindari, untuk itu setigp
organisasi harus berubah sesuai dengan kebutuhan dan tuntutan
lingkungannya.Di sampingitu, dalam perekonomian saat ini, sanget penting
untuk memiliki organisad yang efektif, dan efisen.K egagd an untuk secara
efektif melibatkan karyawan dapat mengakibatkan pemborosan sumber
daya, kinerjaorganisas yang tidak optimal, dan semangat kerjakaryawan
yang memburuk. Disid lain, keberhasilan ddam mendorong karyawan untuk
terlibat dan berkomitmen tinggi, akan menghasilkan tingkat kinerja
organisas sertakepuasan kerjayang tinggi. Keduanyasanget dibutuhkan
daam lingkungan hari ini. Pertanyaan yang muncul add ah gpakah komitmen
organisasi, dan keterlibatan karyawan berhubungan dengan kesiapan
individu untuk perubahan. Tujuan dari penelitian ini adalah untuk
mengidentifikasi hubungandan dampak antara komitmen organisasi,
keterlibatan karyawan untuk kesigpan individu untuk berubah. Penelitian
ini dilakukan di empat perusahaan keuangan, yang terdiri dari tigabank
milik swastadan satu perusahaan milik pemerintah keuangan(N =502),
dengan metode kuantitatif dan survel korelas. Hasil menunjukkan bahwa
baik komitmen organisas dan keterlibatan karyawan secarapositif terkait
dantelah memberikan kontribus terhadap kesigpan individu untuk berubah.
Hasi| pendlitian jugamenunjukkan bahwakorelas komitmen organisas
yang kuat dari keterlibatan karyawan untuk kesiapan individu untuk
berubah.

Katakunci: kesapanindividu untuk perubahan, keterlibatan karyawan,
komitmenorganisas.

Introduction

Human capitadisthemost important e ement for the success of theorgani zation.
Thisisbecause human capitd isthe actorswho runthe organization on adaily basis.
Theinvestment and resources expended by the organi zation toimprovethequality
of human capital becomeanecessity. Inhuman capita termvariablelikeorganizationd
commitment and employee engagement is one of important elements. Many
organizationsuse organizational commitment and employee engagement asamode!
for creating the organi zation more effectiveand efficient. When an organi zation makes
fundamental changes, they become the most important element for the success of
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organizational change (Echols, 2005; Crabtree, 2005; Gubman, 2004).

Organizationa commitment isanindividua’sway of thinking of how much of
his’her valueand god sarein linewith the organization, how to overcomethe conflicts,
and attachment tothe organization. Meyer andAllen (1997) formulatethreedimensions
of organizational commitment. Thesethree dimensionsare more appropriateto be
caled dimensionsof organizational commitment. That isbecausethereationship of
the organi zation’smember and the organi zation reflectsthe differences between the
threedimensions. An employeewho isaffectively committed will strongly identify
withthegod sof theorganization and they will desretoremainapart of theorganization.
Thisemployeeiscommitted to the organization because he/shewantsto stay inthe
organization. Continuance commitment iswhen amember of an organizationis
committed to the organization because he/she perceives high costs of losing
organizational membership. The employeeremainsamember of the organization
because he/she hasto stay in the organi zation. Normative commitment iswhen a
member of an organization commitsto and remainswith an organi zation because of
fedingsof obligation. Thesefedingsmay derivefrom many sources. Theemployee
stayswith the organization because he/she ought to stay inthe organization. The
threedimeng onsof organizationd commitment abovewill influenceindividud readiness
for change. Thehigher the organizational commitment of employee, thenthehigher
theemployeereadinessfor change.

Employeeengagement isthe degreetowhich peoplecommit toan organization
and theimpact that commitment hason how profoundly they perform and their length
of tenure (Federman, 2009). Employee engagement consists of threedimensions,
namely vigor, dedication, and absorption (Schaufeli and Bakker 2004; Schaufeli et
al., 2001). Vigor isdefined by the level of energy and high mental attitude when
individua finishestheir jobs, thewillingnessto put the spiritintheir jobs, aswell as
persistent when facing with the difficultiesand challenges at work (Schaufeli and
Bakker, 2004; Schaufdi et d., 2010). Dedicationisthestrong identificationwith the
jobs, including feelingsaswell as enthusiasm, inspiration, pride, and challenges
(Schaufeli& Bakker, Chunghtai and Buckley, in Peng-Lin, 2009). Absorption can
be described asfull concentration of happy feelings, that felt by the personwhois
doing their jobs, when he/shefet that timegoesby so quickly andisdifficult toleave
the jobs. (Schaufeli& Bakker, Bakker and Demerouti, in Peng-Lin, 2009). All
dimensionsof employeeengagement will influenceindividua readinessto change.
The higher the empl oyee engagement, thusthe higher the readinessto change.

Armenakiset al. (1993) individual readinessfor changeisreflectedinthe
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beliefs, attitude, and intention of themember organization in relationwith how much
the changeis needed and how much the capacity of the organization to makethe
successful change. Individual readinessfor changeisthe comprehens veattitude that
simultaneously wasinfluenced by the content (what has been changed), process
(how isgoing to change), context (in what situation that the changeisdone), and
characteristic of individual whoinvolvedinthechangeprocess. Inwhichthetotal of
it, reflecting theindividua trend or agroup of individud thet cognitively and emotiondly
adopted the plan to change the condition in certain time and with specific objectives.

Individua readinessfor changeisadifferent construct than res stanceto change.
Ellett, Bateman, and Rugutt (1996) haveexplicitly differentiate between individua
readineesfor changeand res stance asfollows. Res stanceisthe behavior or externa
action to stop, postpone, or destruct theimplementation of organizational change.
Ontheother hand, individua readinessfor change can be seen asmenta attitude of
theindividua before acting when facing with the change process (either accepting or
adopting the organization change).

An organization, to be ableto stay in the business, those companies haveto
try their best to run all of the available system effectively and efficiently. Those
companiesare also demanded to maintain and devel op their servicesfor customer
satisfaction and a so to devel op their work performance. With combined all of the
availableresources, those companiesare struggling to stay aliveinthe economic
competition. There are many factors that influence the organizational change
effectivenessnamely: context, content, processand individua characterigtics. Asthe
successof changeismajority influenced by anindividual / personinvolvedinthe
process of changethe understanding of the concept individual readinessfor change
isvery important in order to help the manager to understand and to prepare the
process of change effectively aswell asto handle employee resistanceto change
effectively. Inthisregard the questionsarisewhat kind of individual characteristics
that will influencetheindividua readinessfor change. Theobjectiveof thestudy isto
identify the correlation and the contributi on between organi zational committent and
employee engagement with theindividual readinessfor change.

Method

Thisresearch used self-report questionnaires. The samplesaretaken from
four financial companies, that consist of three private owned banks and one
government owned financial company. The characteristics of the samplesare as
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follows: permanent employee of the company (with minimum two yearsof working
inthe company) with ageranged between 25-45 yearsold. At least 2 yearsworking
inthe organi zation, educational background:At least senior high school graduates,
and working location: Jakarta, Bogor, Depok, Tangerang, Bekasi, and Cikampek.

Datawere collected using 3 types of Likert Scale, namely Organizational
Commitment Scale; Employee Engagement Scale; and Individual Readinessfor
Change Scale. Theorganizationa commitment sca eiscongructed from organizetiond
commitment scale developed by Meyer and Allen (1997) consists9itemswith 3
dimendonsof organizationd commitment, withthefollowing details. 6itemsfor affective
commitment, 3 items for continuance commitment, and 3 items for normative
commitment. TheCronbach’salphais0.830.(a = 0.83).The Employee Engagement
Scaleisconstructed from organi zational commitment scal e devel oped by Schaufdli
(Schaufeli & Bakker, (2004), with thefollowing details: Vigor, Dedication, and
Absorption (A=0.571).Thelndividual Readinessfor Changeisconstructed from
thelndividual Readinessfor Change sca e devel oped by Hanpachern (1997). Consists
of threedimensionsasfollowsresisting, participating, and promoting (4=0.912).
Datawereandyzed using Multiple Correlation, Pearson’sCorrelation, and Multiple
Regression.

Resultsand Discussion

Thereturned questionnairesare 502 questionnaires. Thesamples demographic
data are as follows: 68.4% of the samples are male and 74.5% of the samples
highest educationa background are bachelor degree.

Table 1: Relationship between Organizational Commitment,
Employee Engagement and Individual Readinessfor Change.

Correlation Variables r R2 Sg
Organizational Commitment and Individual 235 .055 .000**
Readiness for Change
Employee Engagement and Employee Readiness 102 .010 .015*
for Change
Organizational Commitment, Employee 354 125 .000**

Engagement and Individual Readinessfor Change.

**significant atp<0.01, * p<0.05
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Fromtheaboveca culation, it can be seenthat both organizationa commitment,
and empl oyee engagement have apositive correlation with individual readinessfor
change (r = .354) with significant level of p<0.01. It also showsthat although both
organizationa commitment and empl oyee engagement have positive correlationwith
theindividua readinessfor change, however organizationad commitment hasastronger
positive correlation to individual readinessfor change. The R*scoreis0.125 shows
sthat fromthetotal variance, it can beattributed 12.5%6to organizationa commitment
factor. It also means87.5% of thetotal variance of individua readinessfor changeis
influenced by the other factors.

Thisresearch showsthat thereisapositive correl ation between organizationa
commitment, employeeengagement and individua readinessfor change. Thisfinding
ispartly in-linewith other research that has been donewhich showsthat commitment,
identification with an organization, loyaty, and employeeinvolvement has positively
correlated withindividua readinessfor change (Madsen, 2011).

Theresultswerea so supported the previous research which showsthat there
isarelationship betweenindividua readinessfor changewithinterpersond relationship
at work, organizational culture, aswell asthe rel ationship between management,
|eadership, and employee (Hanpachern, Morgan, & Griegoin Madsen 2011).The
findings show that there are 87.5% of thetotal variance of individual readinessfor
changeisinfluenced by the other factors. Inthisregard, theresearch supported the
findings by Mangundjaya et al. (2011), shows that psychological capital, and
organizational citizenship behavior are some of thefactorsthat contributeto the
individua reedinessfor change Thefindingsa o show that organizationa commitment
Isstronger than empl oyeeengagement intermsof corrdationwithindividua readiness
for change.

According to variousresearches, thereare somefactorsthat caninfluencethe
individud readinessfor change.Commitment, identification with organizations, loyaty
and employeeinvolvement has positively correlated with individual readinessfor
change (Madsen, Miller, & John; 2005). Demographic factorssuch as: education
and position have correl ated with the degree of individual readinessfor change. In
thisregard, employeeswith Bachelor (higher) educational background has higher
individual readinessfor change comparesto an employeewith alower educationa
background. The same condition appliesto the position. 1t showsthat employee
with higher position hashigher levelsof individua readinessfor change comparesto
the employee in the lower position. Some factors such as belief, support, and
conducive organizationa environment hasinfluenced theindividual readinessfor
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change. Knowledge and skillsof theemployee, interpersond relationship at work, as
well asorganizationd cultureand therd ationship between management and leadership
has correlated with theindividual readinessfor change (Hanpachern, Morgan, &
Griego in Madsen et al., 2005) Job satisfaction and effective performance
management has correlated withindividua readinessfor change (McNabb & Sepic
inMadsen et al., 2005).Trust in management, perception of supervisor supports,
and perceptions of organization’ sreadinesshas correl ated withindividual readiness
for change. Similar findingsshowsthat acceptanceto changeispostively correlated
withtrust in management, effective communication, supportive supervisors, and the
vaueof work. Four factorshad influenced individua readinessfor thechangenamey
content of the change, context, processand individual characteristics.

Concluson

Thisstudy found that organizational commitment and empl oyee engagement
arepositively related and have contributed to individua readinessto change. The
resultsalso show that the correlation of organizational commitment isstronger than
employeeengagement to individua readinessto change. Recommendation for future
researchishaving to examine demographic variables of therespondent, in order to
understand moredeeply about the rel ationshi p between organizationa commitment
and employee engagement with individua readinessto change.
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