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Abstract—  The globalization of business that continues to grow, increased competition and technological advances have led to the 
increasing need to organizational change. Therefore, the organization must be in a state that is ready to change. This study aimed to 
determine the influence of affective  commitment  and perceived organizational support to the readiness to change of employee. Data 
were collected using readiness to change scale, affective commitment scale and perceived organizational support scale. This study was 
involved 130 employees at University of North Sumatera. The results showed that affective commitment and perceived organizational 
support at workplace influence to readiness of change. The determination coefficient (R) of affective commitment and Perceived 
Organizational Support  describe readiness to change variable of employee at Biro Rektor University of North Sumatera for 37.4% 
and its remains for 62.6% is described by other independent variables has not yet studied.  Meanwhile, affective commitment has a 
greater contribution to readiness to change than perceived organizational support. 
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I. INTRODUCTION 

The globalization of business that continues to grow, increased competition and technological advances have led to the 
increasing need to change organizational policies and strategies (Hampel and Martinsons, 2009). Challenges in an increasingly 
complex organizational environment certainly require organizations to be more responsive in order to continue to survive. In 
addition to the employee factor, organizations must also pay attention to increasingly fierce competition and demand constant 
change. 

Aamodt (2007) states that although change can be beneficial for organizations, employees initially are often reluctant to 
change. This reluctance may be due to employees already feeling comfortable doing work the old-fashioned way. They may 
fear changes that will produce working conditions and outcomes that are less favorable than usual. Therefore, it is not 
uncommon for resistance to organizational change to occur. Research has shown that employee attitudes and behavior need to 
be developed for successful organizational change (Bernerth, 2004). According to Rowden (Madsen, Miller & John, 2005) 
whatever the reasons that underlie changes in an organization, implementing change is a necessity for organizational growth 
and development. Therefore, the organization must be in a state that is ready to change. 

Bernerth (2004) explains that employee readiness to change is an important factor for organizational success in making 
changes. According to Hanpachern (1998), if employees are not ready to change, then they will not be able to follow and feel 
overwhelmed by the speed of organizational change that is happening. 

One of the things that affects an individual's readiness to change is organizational commitment. According to Chow & 
Holden (1997) the absence of organizational commitment can reduce organizational effectiveness. In addition, employees who 
have organizational commitment tend not to stop and not accept other workers. According to Ivancevich, Konopaske & 
Matteson (2007), committed employees also require less supervision than employees who do not have commitments. Meyer and 
Allen (1991) state that commitment can also mean an individual's strong acceptance of organizational goals and values, and 
individuals strive and work and have a strong desire to stay afloat in the organization. Visagle & Steyn's (2011) research also 
revealed that organizational commitment factors can influence readiness to change. Organizational change efforts will be 
successful if management manages to get commitments from employees or members of the organization (Loup & Koller, 2005). 

Hercovitch and Meyer (2002) state that employee commitment to organizational change can be identified in three 
components, namely affective, continuance, and normative. Affective commitment to change refers to employees' emotional 
closeness to change, which is based on the belief in the benefits of change. Many of the recommended strategies for managing 
or implementing change are most likely intended to increase engagement, appropriate values, or identification that will then 
encourage affective commitment. 

Another thing that influences readiness for change is the perception of organizational support. Perceived organizational 
support is one important aspect that influences individuals to change. Rhoades (2002) explains that employee perceptions of 
organizational support are influenced by forms of organizational support provided to employees. Employees who rate positively 
the form of organizational support, will bring positive work behavior and contribute more to the organization. 
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According to Eisenberger et al. (1986), the perception of organizational support is defined as the employee's perception of 

the degree of organizational concern for their existence and how rewards the organization gives for their contribution to the 
organization. Organizations that are perceived to show support for their employees will make employees more ready to change. 
But on the contrary, the perceived organization lacks support for its employees making employees reject changes. Then the 
perception of good organizational support from employees makes employees not consider a change as something threatening, 
but as something that helps them work more effectively (Eby et al, 2000). 

Change has become unavoidable and also the primary need for organizational life. Hussey (2000) explains several factors 
that drive organizations to make changes, namely technological changes that continue to increase, intensive and global 
competition, customer demands, changes in the country's demographic, business privatization and the demands of shareholders 
who demand more value. In the education sector also continues face the problems that ultimately demand organizational change 
as a solution. Higher education is a higher education institution that produces graduates who are experts in various needs of 
society, nation and state. At this time more and more Indonesian people are entering higher education to get a higher education 
in order to improve their life. Along with the many demands of universities, the community will also demand the quality of 
higher education. (Lubis, 2011) 

The economic crisis that occurred was also inevitably experiencing the impact on the government's budget for education 
which was forced to experience a reduction. As one of the government's efforts to overcome the reduction in the education 
budget that occurred was by formulating a new form of higher education throughout Indonesia. The University of North 
Sumatra is one of the universities that experienced changes in the organization. (Lubis, 2011). Organizational changes that 
occurred at the University of North Sumatra were very beneficial for the employees in it. That is the information desired by 
employees of the University of North Sumatra. Employees are expected to have the readiness to encourage what happens to 
achieve organizational goals. 

Based on the discussion above, the research is formulated as how the influence of affective commitment and perceived of 
organizational support to readiness to change for employees at North Sumatra University  

 

II. RESEARCH METHODOLOGY 

 
    This study uses total sampling in determining the research sample by involving all people in the population. The sample in 
this study were all employees who worked at the Bureau of the University of North Sumatra, 130 people. The number of male 
participants are 70 people (53.8%) and female participants are 60 people (46.2%). The most research subjects were in the 
formation stage, which was 68 people (52.30%) and the least were in the exploration stage, which were 6 people (6.15%). 
This study uses three likert scales for data collection method, the readiness to change scale, effective commitment scale and 
perceived organizational support scale. Readiness to change is measured using a  readiness to change scale based on 4 
dimensions developed by Holt et al. (2007) which consists of appropriateness, change efficacy, management support and 
personal valence. Affective commitment is measured by using an affective commitment scale that is arranged based on the 
dimensions of affective commitment proposed by Hartmann and Bambacas (2000) that can be explained in 4 aspect : 
Willingness to work harder, The similarity of values that an organization has with oneself, A proud part of the organization, and 
A sense of belonging and a sense of attachment. The Perceived Oranizational Support Scale is based on Rhoade & Eisenberger 
(2002) which are described as Fairness, Supervisor Support: Organizational Reward & Job Condition.  
    Data analysis method used to test the hypothesis in this study is regression analysis. Before testing the hypothesis, it is done 
first to test the assumption with the help of SPSS version 20.0 For Windows. 
 

III. RESULT AND DISCUSSION 

 
The Influence Between Affective Commitments and Readiness to Change 
 The relationship between affective commitment and readiness to change can be seen by using the Pearson Corellation. 
Pearson Correlation Test Results. Affective Commitments with Readiness to Change is 0.593; p <0.01. This shows that there is 
a relationship between affective commitment and readiness to change. While the direction of the relationship is positive, it 
means that the higher the level of affective commitment, the readiness to change will increase. 
 To see the effect of affective commitment on readiness to change use a simple linear regression test. The value of R in 
the simple regression test shows a simple correlation (Pearson correlation).  
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The result is an R value of 0.593 for the correlation between affective commitment and readiness to change, with a coefficient 
of determination of 0.352 which means that the readiness for change variable is affected by affective commitment by 35.2% and 
the remaining 64.8% is influenced by factors other than affective commitment. 
 Based on Coefficient Regression Test can be made the regression equation Y = 47.638 + 0.594 Affective Commitment. 
The constant of 47,638 in the equation shows that if the affective commitment variable is 0, then the readiness to change has a 
value of 47,638. The regression coefficient value of affective commitment variable is positive, that is equal to 0.594. This 
means that for each affective commitment of 1 point, the readiness to change employees in the organization will increase by 
0.594 points. 
 Furthermore, to test the hypothesis 1 that "there is a positive influence on the readiness of the affective commitment to 
change" can be proven by looking at the significance value. The significance value is 0.00 (<0.05) and the regression coefficient 
value is positive then Ho is rejected. This means that there is a positive influence on affective commitment to readiness to 
change.  
 
The Influence Between Perceived Organizational Support and Readiness to Change 
 Pearson correlation shows the correlation between perceived organizational support and readiness to change is 0.507; p 
<0.01. which means that there is a relationship between perceived organizational support and readiness to change. While the 
direction of the relationship is positive, it means that the higher the level of positive perceived organizational support, the 
readiness to change will increase. 
 To see the effect of  perceived organizational support on readiness to change that the R value of 0.507 for the 
correlation between perceived organizational support and readiness to change, with a coefficient of determination of 0.257 
which means that the variable readiness to change is influenced by the perceived organizational support 25.7% and the 
remaining 74.3% is influenced by factors other than the perception of organizational support.  
 Based on Coefficient Regression Test obtained the regression equation Y = 65,088 + 0.77 Perception of Organizational 
Support. The constant 65,088 in the equation shows that if the perceived organizational support variable is 0, then the readiness 
to change has a value of 65,088. The regression coefficient value of the perceived organizational support is positive, which is 
equal to 0.770. This means that each increase in the perceived organizational support by 1 point, the readiness to change 
employees in the organization will increase by 0.770 points. 
 Furthermore, for testing hypothesis 2 that "there is a positive influence on the perceived organizational support for 
readiness to change" can be proven by looking at the significance value. If significance <0.05 then Ho is rejected and if 
significance> 0.05 then Ho is accepted. Because the significance value in table 21 is 0.00 (<0.05) and the regression coefficient 
is positive, Ho is rejected. This means that there is a positive influence on the perceived organizational support for readiness to 
change. 
 
Influence Between Affective Commitments, Perceptions of Organizational Support to the Readiness to Change 
 
 To see the influence between affective commitment, perceived organizational support and readiness to change by using 
multiple stepwise regression. The coefficient of determination for the correlation between affective commitment and perceived 
organizational support is 0.374, which means that the variable for readiness to change is influenced jointly by affective 
commitment and perceived organizational support by 37.4% and the remaining 62.6% is influenced by other factors besides 
affective commitment and perceived organizational support . 
 The equation obtained is Y = 42,845 + 0.461 X1 + 0.301 X2. The constant 42,845 in the equation shows that if the 
affective commitment variable and perceived organizational support value are 0, then the readiness value to change is 42,845. 
The regression coefficient value of the affective commitment variable is positive that is 0.461 and the perception variable of 
organizational support at work is negative that is 0.301. This means that for each increase in affective commitment and 
perceived organizational support by 1 point, readiness to change will increase by 0.762 points. 
 To test hypothesis 3, that is "there is an effect of affective commitment and perceived organizational support for 
readiness to change" can be proven by looking at the significance value of the F. test. The significance value obtained is 0.00 
(<0.05) then Ho is rejected. This means that there is an influence of affective commitment and perceived organizational support 
for readiness to change 
 There are several reasons that can explain the relationship of affective commitment to readiness to change in 
employees, according to Lew (2011) explaining that commitment is developed based on the form of relationships that are 
exchange theory, namely seeing a reciprocal relationship between meeting the needs of employees received from the workplace 
with the contribution that has been given to the company. 
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 If employees are loyal to the workplace, the company is obliged to provide the appropriate rewards. Appropriateness of 
rewards with contributions makes employees motivated to keep trying to maintain performance. Thus employees will be able to 
follow the process of change if they feel that with changes, meeting their needs remains in line with the contribution they will 
receive from the company. 
 Employees with strong affective commitments will be willing to go further, and do more so that organizational goals 
are achieved and strive for successful change programs. This kind of commitment is important because the process of change 
does not necessarily run smoothly. It is very likely that employees will face more pressing and stressful situations and work, 
which are caused by the activities of the change program. Without this commitment, the problems, pressures or obstacles that 
occur during the change process will make employees resign from participation in the change process. (Herscovitch & Meyer, 
2002) 
With a high affective commitment to employees, it will be able to increase individual feelings of accuracy to make changes and 
increase individual confidence in the ability of self to be able to complete the tasks and activities related to the implementation 
of change and this makes employees more ready to face changes (Holt, 2007). 
 From the explanation above, it can be seen that affective commitment has an influence on readiness to change among 
employees at the North Sumatra University, where the results of the study show that most have high affective commitment so 
that they become better prepared to face the changes that occur at the University of North Sumatra. This shows that employees 
have emotional closeness and involvement because they have the same values as the organization so that employees are willing 
to be involved in achieving organizational goals and also make employees more ready to face the changes needed by the 
organization. 
 Furthermore, this study also showed a positive influence between the perception of organizational support for readiness 
to change. There are several reasons that can explain the relationship between and perceived organizational support for 
readiness to change. According to the theory of reciprocal norms, the willingness of employees to do things that are in 
accordance with the needs and goals of the organization is influenced by employees' perceptions of how much the organization 
supports them (Eisenberger, Huntington, Hutchinson, & Sowa, 1986). Employees who have a positive perception of 
organizational support show a positive attitude and good work attitude (Eisenberger, Cummings, Armeli, & Lynch, 1997). In 
addition, other opinions say that if employees feel and believe that the organization considers them to be valuable assets and 
receive the necessary support from the organization, it will create employee motivation to improve performance within the 
organization. Therefore organizational support factors can be critical for the success of organizational change. 
 This is also consistent with the opinion of Eisenberger (1986) where the beliefs that underlie employee conclusions 
regarding organizational support for them also influence employee attitudes in the organization. Strong organizational support 
creates a feeling of obligation for employees to reciprocate this support by showing behavior that supports the goals of the 
organization.  
 Another reason is the perception of organizational support can create a sense of responsibility to care for the welfare 
and sustainability of the organization (Eisenberger et al., 1997). In line with this Eisenberger stated that employees who felt 
valued by the organization and their superiors would be more aware of their responsibilities and more involved with the 
organization. Therefore, organizations and superiors must be able to appreciate and support employees for the efforts that have 
been made because the support felt by employees will increase employee confidence in the organization. Thus, when employees 
already have a positive perception of the organization, employees will also be willing to do things that concern the interests of 
the organization including organizational change. Therefore, with a positive perception of organizational support employees 
will also be better prepared in organizational change. 
 

IV. CONCLUSION 

 Based on analysis, it was found that affective commitment and perceived organizational support were positively related 
to readiness to change. Which the affective commitment variable contributes more than the perception of organizational support 
for readiness to change. It answered the main hypothesis that people who have high affective commitment and positive 
perceived organizational support will be better equipped to deal with organizational change. According to Herscovitch (2002) 
and Rhoades (2002) affective commitment and perceived organizational support are variables that affect readiness for change. 
There are several reasons to explain the relationship between affective commitment and perceived organizational support for 
readiness to change. 
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 Employees who are committed to the organization due to emotional closeness will work for the organization because 
their desires will also be able to conduct behavior as expected by the company. According to the theory of perceived 
organizational support by Eisenberger (1986) it is said that employees who perceive the organization to provide full support to 
them will make them try to help the programs carried out by the organization to achieve its effectiveness including 
organizational change. Then the perception of good organizational support from employees makes employees not consider a 
change as something threatening, but as something that helps them work more effectively (Eby et al, 2000). 
 Based on the description above, it can be concluded that high affective commitment and positive perceived 
organizational support are related to readiness to change. This is indicated by high scores on affective commitment and 
perceived of organizational support along with high scores on readiness to change.  
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