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Abstract – The aim of this research is to find out the effect of perceived organizational support and employee engagement on readiness to 
change. The study was conducted on 126 employees of a bank in Indonesia chosen by simple random sampling. The data collected by 
using a likert scale model of five answer choices. The results showed that perceived organizational support and employee engagement 
together had a positive effect of 55.4% on readiness to change. 
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I. INTRODUCTION 

Organizational changes can cause discomfort in 
employees (Ivancevich, Konapaske and Matteson, 2007). 
This concern arises because there are doubts about whether 
one's abilities are still valued when changes are implemented 
(Cummings & Worley, 2009). Bernerth (2004) argues that 
success in organizational change is strongly influenced by 
employee readiness, because the driving force of the 
organization is employees (Armenakis, Harris, Mossholder, 
1993; Mangundjaya, 2012). Readiness to change is an 
individual's assessment of their readiness to involve 
themselves in the change process (Rafferty, Jimmienson, and 
Armenakis (2013). 

The success of organizational change requires 
organizational support (Krausse, 2008). Employees' 
perceptions of organizational support and commitment to 
change are important in shaping employee readiness to 
change (Armenakis & Harris, 2009). Rhoades & Eisenberger 
(2002) states that perceptions of organizational support are 
associated with positive impacts on employees (such as job 
satisfaction, positive mood) and the organization (such as 
affective commitment, performance, and negative employee 

behavior). Employees with high perceived organizational 
support will also have a positive view of their organization 
(Kurtessis, Eisenberger, Ford, Buffardi, Stewart, Adis, 2015). 
The study of Ming-chu and Meng-hsiu (2015) states that 
employees who perceive organizational support well, can 
eliminate resistance to change and are sufficiently able to 
keep up with changes. Susilowati's (2012) study shows that 
change readiness is influenced by perceived organizational 
support factors. Apart from the perceived organizational 
support factors, there are also other factors that affect 
employee readiness to change, namely employee 
engagement. As mentioned by Vidal (2007) in his research, 
the successful implementation of organizational change is 
influenced by employee engagement, especially changes that 
involve all organizational elements. According to Little & 
Little (2006; in Endres & Mancheno-Smoak, 2008) the 
concept of employee engagement can be used as a solution to 
problems related to motivation and performance. Employee 
engagement is an individual's involvement and satisfaction as 
well as a sense of enthusiasm for work (Harter et al., 2002 in 
Endres & Mancheno-Smoak, 2008). Schaufeli, Salanova, 
Gonzalez-Roma, Bakker (2002) argue that employees who 
have high engagement are highly dedicated in their work and 
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have high involvement in their organizations. These 
characteristics are needed for organizations to make changes. 
The results of Aon Hewitt Consulting's research in 2011 
(Bedarkar & Pandita, 2014) show that employees who are 
engaged in change have a readiness to change. 

Employee engagement and perceived organizational 
support in relation to having an influence on employees' 
readiness to change can be explained from the perspective of 
social exchange theory (Setton et al., 1996; Albrecht, 2010). 
Social exchange theory describes how the provision of valued 
external resources (for example, resources from the 
organization) results in employees feeling an obligation to 
reciprocate with a prosocial attitude. When an organization 
treats and rewards it well, it is expected to generate more 
loyalty and hard work from employees. The law of 
reciprocity states that someone who is treated well by other 
parties will feel obliged to reciprocate with kind treatment as 
well. Thus when organizations initiate change, employees are 
able to eliminate rejection of change and are sufficiently able 
to follow changes (Ming-Chu and Meng-Hsiu, 2015). Based 
on the description described above, it is concluded that 
perceived organizational support and employee engagement 
together have an effect positive on employee readiness to 
change. 

II. OBJECTIVES AND METHODS 

The main objective of this study was to examine the effect 
of perceived organizational support and employee 
engagement on readiness to change. The study was conducted 
on 126 employees of a bank in North Sumatra, Indonesia. The 
research data were obtained through a change readiness scale 
consisting of 17 items with reference to the concept put 
forward by Holt (2007), the perceived organizational support 
scale consists of 20 items using the theory concept of 
Rhoades and Eisenberger (2002) and the employee 
engagement scale consisting of 18 items referring to the 
theoretical concept of Schaufeli and Baker (2004). The scale 
used is the Likert model with five answer choices. 

III. RESULT AND DISCUSSION 

There are three hypotheses used in this study. The first 
hypothesis (H1), perceived organizational support has a 
positive influence on readiness to change. Second (H2), 
employee engagement has a positive effect on readiness to 
change. Third (H3), perceptions of organizational support 
and employee engagement together have a positive influence 
on readiness to change. 

This regression model has met the assumption test 
requirements for a good multiple regression model (normality 

test, linearity test, autocorrelation test, multicolinearity test, 
and heteroscedasticity test). Statistical analysis used the 
stepwise method by showing the results that the first 
hypothesis (H1) was accepted, the perception of 
organizational support had a positive and significant effect on 
change readiness (p = .000; F = 78.504), the contribution of 
the perception variable of organizational support to change 
readiness was 38.8 %. The second hypothesis (H2) is also 
accepted that employee engagement has a positive and 
significant effect on change readiness (p = .000; F = 46.051), 
the contribution of the employee engagement variable to 
change readiness is 16.7%. Furthermore, the results of the 
third hypothesis test (H3) show that perceptions of 
organizational support and employee engagement together 
have a positive and significant effect on change readiness (p 
= .000; F = 76.539) and have an effect of 55.4%. The 
regression equation in this research model is Y = 17.151 + 
0.316X1 + 0.372X2. A constant of 17.151 indicates that if the 
variable perceived organizational support and employee 
engagement is zero, then the employee's readiness to change 
is 17.151 units. Furthermore, if there is a one-time increase in 
the perceived organizational support variable, the readiness 
to change will increase by 0.316. Meanwhile, the employee 
engagement variable will increase the readiness value to 
change by 0.372. 

The regression equation above implies that perceived 
organizational support and employee engagement have a 
positive influence on readiness to change. The highest 
positive perceived organizational support and employee 
engagement will be impact for the highest on readiness to 
change, and conversely. 

There are some reasons to explain the influence formation 
of perceived organizational support and employee 
engagement on readiness to change in the company where the 
research takes place. First, the company has a policy that 
clearly regulates the determination of key performance 
indicators (KPI) to performance evaluation. Each employee 
is given the opportunity to carry out a self-assessment of their 
respective performance achievements based on a dashboard 
provided by the company. Then through an online-based 
performance management system application, employees can 
view any reviews, comments, input, opinions or other 
changes in performance appraisals, whether carried out by 
direct superiors. Second, the company provides new 
competency training programs (reskilling) and competency 
enhancement (upskilling) programs provided by management 
both offline and online. For offline training, each employee 
is openly presented with a choice of training programs 
throughout the year which are adjusted to their respective 
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grading. As for online training or courses, the company 
collaborates with professional course organizers. Third, the 
company has a work unit that focuses on improving employee 
relations. Various forms of activities are facilitated according 
to the personal needs of employees such as hobbies, sports, 
spirituality, and social empowerment. These activities are 
often used by line managers to build quality relationships 
between superiors and subordinates with the hope that the 
team will be more compact, more confident, communication 
between members will be better, and team members are more 
willing to express opinions and form engaged employees. 

IV. CONCLUSIONS 

The results of this study indicate that perceived 
organizational support has a positive effect on employee 
readiness to change. More positive a person's perception of 
his organization, more prepared he is to kee²p up with change. 
Employee engagement has a positive effect on employee 
readiness to change. More engaged a person is, more ready 
he is to follow changes. Furthermore, perceived 
organizational support and employee engagement together 
have a positive influence too. Perceived organizational 
support and employee engagement can increase a person's 
readiness to change. 
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