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1. INTRODUCTION: 

According to Kotter and Cohen (2002), one of the causes of failure of organizational change is rejection or 

resistance by members of the organization.  Ashkenas (2013) argues that many studies show 60-70 percent of 

organizational failures in making changes. Some studies show surprising results that organizational failure to make 

changes is more than 70 percent (Bateh, Castaneda, & Farah, 2013). Madsen, John dan Miller (2005) states that 

organizational change will not succeed without employee changes and employee changes are not effective without being 

prepared in advance. Therefore, organizations that make changes really need employee support that is open to improving 

themselves well and is ready to face change (Eby, Adams, Russell & Gaby, 2000). Armenakis, Harris and Mossholder 

(1993) states that readiness to deal with change is one of the factors that contributes to the effectiveness of implementing 

change. Leaders with certain leadership can move their employees to make a change process that will have an impact 

on readiness and rejection of change. One of the leadership that can influence readiness to change is transformational 

leadership (Kartika, 2016 & Sari, 2017). Although studies to find out the relationship between transformational 

leadership and readiness to change have been made, there are still differences in research results, including the study of 

Martin (2015), Kartika (2016) and Sari (2017) suggesting that transformational leadership has a positive and significant 

effect to readiness to change. But according to Hasanah (2016) and Mujiburrahman (2017) suggest that transformational 

leadership has a positive but not significant effect on readiness to change. 

Based on the differences in the results of those researches, it is possible that there are variables between 

transformational leadership relationships with readiness to change. Sari (2016) stated that Employee Engagement can 

mediate the relationship of transformational leadership with readiness to change. According to Vidal (2007), Employee 

Engagement has a role in the successful implementation of organizational change, especially in large scale and involves 

all elements of the organization. According to Hewitts (2004) employees who are engaged are more ready to change 

than employees who are not engaged. This is because engaged employees will have a strong dedication to the 

organization which is characterized by a large participation in efforts for the progress of the organization and they also 

have resilience in carrying out their work (Schaufeli et al, 2002). 

Organizational commitment also has a role to strengthen or weaken the relationship of transformational 

leadership and readiness to change, in other words organizational commitment moderates the relationship between 

transformational leadership and readiness to change. This is supported by Nordin (2011) who suggested that 

organizational commitment moderates the relationship between transformational leadership and organizational 

readiness for change. According to Iverson (1996), commitment is one of the important factors for the success of 

organizational change. 
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Commitments that exist in each individual will bring positive contributions in employees. Madsen et al (2005) 

state that employees who are highly committed support the organizational change. Furthermore, Visagie and Steyn 

(2011) state that organizational commitment is related to organizational change readiness and determines the success of 

change. Although research has been conducted to find out the relationship between transformational leadership and 

readiness to change moderated by organizational commitment, there are still differences in research results. The opposite 

is stated by Yuni (2014) that the results obtained in her research that organizational commitment does not moderate the 

influence of transformational leadership. 

Along with the President's mandate regarding bureaucratic reform and the increasing demand for data 

availability by data users, and the awareness of Statistics itself to provide increasingly quality data so that Statistics 

makes every effort to answer the needs of all stakeholders. The phenomenon that occurs is that bureaucratic reform 

scheduled by the government has made the Statistics Indonesia, which is a non-ministerial government institution that 

is directly responsible to the president, also improves itself. The objectives to be achieved in this study are: 

1. To find out and analyze the influence of the Transformational Leadership on Readiness to Change. 

2. To find out and analyze the influence of the Transformational Leadership on Employee Engagement. 

3. To find out and analyze the influence of Employee Engagement on Readiness to Change. 

4. To find out and analyze the influence of Organizational Commitment on Readiness to Change. 

5. To find out and analyze Employee Engagement mediates the relationship between Transformational 

Leadership and Readiness to Change. 

6. To find out and analyze the Organizational Commitment to moderate the relationship between 

Transformational Leadership and Readiness to Change. 

 

2. LITERATURE REVIEW: 

2.1 Readiness to Change 

 According to Hanpachern (1997) readiness to change is the extent to which an individual's mental, psychological 

or physical readiness is in prime condition and prepared to participate in organizational development activities. 

Indicators of readiness to change: 

1.  Promoting change is about individuals who succeed and want and advance the programs of change that 

occur. 

2.  Participating change is the participation of organizational members in the process of change. 

3.  Resisting change is a negative attitude from the individual to change. 

 

2.2 Transformational Leadership 

According to Bass (in Yukl, 2013) explained that transformational leadership is a situation where the followers 

of a transformational leader feel the existence 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. Indicators of transformational leadership: 
1.  Idealized Influence, characterized by the power of vision and appreciation of mission, raises respect, 

increases optimism, emphasizes 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 clear goals and is a good example for his subordinates 

3.  Intellectual Stimulation, namely the ability to lead to eliminate the unwillingness of subordinates to spark 

ideas, encourage subordinates to be more creative and stimulate the thinking of subordinates in solving 

problems. 

4.  Individualized Consideration, 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.  

 

2.3 Employee Engagement 

Schaufeli and Bakker (2004) define employee engagement as a positive, satisfying state of mind, an attitude of 

view that is related to his work. Engaged refers to the condition of sincere and consistent feelings and thoughts that do 

not only focus on certain objects, events, individuals or behaviors. Indicators of employee engagement: 

1.  Vigor, characterized by high levels of energy and mental flexibility while working, the desire to invest effort 

in work, and remain steadfast despite facing various difficulties.  

2.  Dedication, refers to a strong involvement in the work and experiencing a sense of importance, enthusiasm 

and challenge to the job. 
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3.  Absorption, characterized by fully concentrating and feeling engrossed in the work, so that time feels passed 

quickly and it is difficult to escape from work. In short, engaged employees have a high level of energy and 

are enthusiastic about their work. 

2.4 Organizational Commitment 

Allen and Meyer (1990) stated that organizational commitment is an embodiment of psychological attitudes that 

characterize workers' relationships with organizations and has implications for the decision to continue or not continue 

membership in the organization. 

1.  Affective commitment is 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. 

3.  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. METHODS: 

This type of research is quantitative research and in terms of research objectives is Causal which aims to 

determine the pattern of causal influence / relationship between the independent variable transformational leadership, 

mediating variable employee engagement, moderating variable organizational commitment, dependent variable 

readiness to change. The population in this study amounted to 329 government employees at the office of the Statistics 

of West Nusa Tenggara Province. The sample was determined using the proportionate stratified random sampling 

technique, so that a sample of 181 people was obtained. Data analysis techniques used descriptive analysis and 

inferential analysis. 

 

4. ANALYSIS: 

4.1  Evaluation of the Measurement Model (Outer Model)  

The results of the convergent validity test from the analysis of PLS algorithm phase 1 show the value of loading 

factors as in Figure 1. 
  

 
Figure 1. Measurement Model Step 1 

 
 Based on the figure of the stage 1 PLS algorithm calculation process there are 15 (fifteen) constructs with a 

loading factor value smaller than 0.7, among others in the GKT variable including GKT04 with a value of 0.616, GKT10 

with a value of 0.659, GKT16 with a value of 0.668, and GKT17 with a value 0.258. Furthermore, the EN variable 

includes EN04 with a value of 0.587, EN13 with a value of 0.363, EN14 with a value of 0.601 and EN16 with a value 

of 0.452. Furthermore, KO variables include KO09 with a value of 0.550, KO12 with a value of 0.665, KO14 with a 
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value of 0.508, KO15 with a value of 0.372, KO17 with a value of 0.451, KO18 with a value of 0.627 and KO19 with 

a value of 0.618. The fifteen constructs with a loading factor value smaller than 0.7 were removed and then recalculated. 

Based on the results of PLS algorithm calculation phase 1, 60 constructs that have met convergent validity. 

  

 
Figure 2. Measurement Model Step 2 

 

 Validity testing can also be done by analyzing the AVE value of PLS Algorithm calculation results. A latent 

variable is valid if the resulting AVE value is greater than 0.5 (Ghozali and Latan, 2015: 74). AVE value of research 

variables are GKT 0.636, EN 0.587, KO 0.555 and KUB 0,654. In the measurement model step 2 fulfills discriminant 

validity test and reliability test. 
 

4.2 Structural Model Evaluation (Inner Model)  

4.2.1 R-Square (R²) and R-Square Adjusted 

The R-Square value is used to explain the effect of certain exogenous constructs on the endogenous construct 

substantively. The classification of R-Square values according to Chin, (1998) in Ghozali and Latan (2015: 81) consists 

of: 0, 67 (strong), 0, 33 (moderate), 0, 19 (weak). The bootstrapping test results for the R square value are explained in 

Table 1.  
Table 1. R-Square and R-Square Adjusted Value 

Variable R-Square R-Square Adjusted Information 

EN 0,192 0,188 Weak 

KUB 0,493 0,484 Moderate 

                         Source: Primary Data Processed (2019) 

 

4.2.2 Predictive Relevance Test (Q Square / Q²)  

 Testing predictive relevance is used to present synthesis from cross-validation and fitting functions with 

predictions from observed variables and estimates of construct variables (Ghozali and Latan, 2015: 79). Q Square with 

a value of Q²> 0 indicates that the model has predictive relevance, while the value of Ǫ² <0 indicates that the model 

lacks predictive relevance. 

Testing of predictive / Q² relevance is obtained from the following calculations: 

Q² = 1 - (1-R1²) (1-R2²)  
Q² = 1 – (1-0,192) (1-0,493)  
Q² = 1-0,570 = 0,430 

According to the results of the calculation above, the value of Q²> 0 is obtained, which is equal to 0.430. This 

means that the model built in this study has predictive relevance. 
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4.3  Hypothesis Testing  

 Hypothesis decisions can be known by comparing t-statistics with t-tables. If the t-statistic value is higher than 

t-table, the hypothesis is supported / accepted. The significance level used is 5 percent, the t-table is 1.96. Research 

Hypothesis Decisions can be seen in the following table: 
Table 2. Table of Decisions for Research Hypotheses 

Inter-Variable 

Relationships 
Hypothesis 

Original 

Sample 

t-

statistics 

t-

table 

P-

value 
Information Decision 

GKT → KUB 1 0,211 2,410 1,96 0.000 Significant Hypothesis accepted 

GKT → EN 2 0.439 4.149 1,96 0.000 Significant Hypothesis accepted 
EN → KUB 3 0.368 4,562 1,96 0.016 Significant Hypothesis accepted 
KO → KUB 4 0.259 3,168 1,96 0.002 Significant Hypothesis accepted 

Source: Primary Data Processed (2019) 

 

Testing the hypothesis and making decisions is explained as follows:  

4.3.1 Hypothesis 1 Testing (H1) 

 Hypothesis 1 states that transformational leadership has a direct positive effect on readiness to change. Based 

on the table above, the t-statistic value for the relationship between the GKT variables to the KUB is 2,410. This value 

is higher than the t-table value (1.96) at the 5 percent significance level. The direction analysis of the relationship can 

be seen in the path coefficient value of 0.211 with a positive direction. Thus, it can be concluded that the GKT variable 

has a positive and significant effect on KUB. Decisions can be made that hypothesis 1 is accepted.  

4.3.2 Hypothesis 2 Testing (H2) 

 Hypothesis 2 states that transformational leadership has a direct positive effect on employee engagement. Based 

on the table above, the t-statistic value for the relationship between the GKT variables to EN is 4.149. This value is 

higher than the t-table value (1, 96) at the 5 percent significance level, and the path coefficient value is 0.439 with a 

positive direction. Thus, it can be concluded that the GKT variable has a positive and significant effect on EN. Decisions 

can be made that hypothesis 2 is accepted. 

4.3.3 Hypothesis 3 Testing (H3) 

 Hypothesis 3 states that employee engagement has a positive effect on readiness to change. Based on the table 

above, the t-statistic value for the relationship between EN variables to KUB is 4,562. This value is higher than the t-

table value (1.96) at the 5 percent significance level, and the path coefficient value is 0.368 with a positive direction. 

Thus, it can be concluded that the EN variable has a positive and significant effect on KUB. Decisions can be made that 

hypothesis 3 is accepted.  

4.3.4 Hypothesis 4 Testing (H4) 

 Hypothesis 4 states that organizational commitment has a positive effect on readiness to change. Based on the 

table above, the t-statistic value for the relationship between KO variables to KUB is 3.168. This value is higher than 

the t-table value (1.96) at the 5 percent significance level, and the path coefficient value is 0.259 with a positive direction. 

Thus, it can be concluded that the KO variable has a positive and significant effect on KUB. Decisions can be made that 

hypothesis 4 is accepted. 

4.3.5 Hypothesis 5 Testing (H5)   

 Hypothesis 5 states that employee engagement mediates the relationship of transformational leadership to 

readiness to change. The mediating variable acts as an intermediary from the relationship of exogenous variables (EN) 

to endogenous variables (KUB) which can be partial or complete mediation. The relationship model between variables 

for testing mediation effects is obtained from direct and indirect testing as shown in the figure below. 

 

 
 
 
 
 
 
 
 
 
 
 

 

Figure 3. Mediation Effect Testing 
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 The test results and classification of mediation effects that exist in the research model built in this study are 

summarized in the table below. 
Table 3. Mediating Effect Analyze 

 Inter-Variable 
Relationships 

Original 

Sample 

t-

statistic 

t-table P-value Information Decision 
 

Direct Effect GKT → KUB 0,521 5,810 1,96 0,000 Significant 
Hypothesis 
accepted 

 

Indirect Effect GKT → KUB 0,300 3,464 1,96 0,001 Significant 

GKT → EN 0,439 4,186 1,96 0,000 Significant 

EN → KUB 0,489 6,352 1,96 0,000 Significant 

Source: Primary Data Processed (2019) 

 

Based on Table 3, to find out the mediating effects of EN according to Baron and Kenny (1986), the first line 

of direct effect is directly seen by the GKT effect on KUB with t-statistics greater than t-table (5.810> 1.96) and p -

value is less than 0.5 (0,000 <0,05), this means the direct effect of GKT on KUB is positive significant. Second, it is 

seen that the indirect effect line has a direct effect of GKT on EN with a statistic greater than t-table (4.186> 1.96) and 

p-value smaller than 0.5 (0,000 <0.05), this means influence direct GKT towards EN is significant positive. Third, seen 

the indirect effect line, the direct effect of EN on KUB with t-statistics is greater than t-table (6.352> 1.96) and p-value 

is smaller than 0.5 (0,000 <0.05), this means influence Direct EN to KUB is positive significant. From these three things, 

it can be concluded that the EN variable mediates the relationship between GKT and KUB so that a decision can be 

made that hypothesis 5 is accepted. 

The form of mediation arising from PLS output shows that the path coefficient on the indirect effect is worth 

0.300 where the value falls from the path coefficient in the direct effect which is worth 0.521. (c '<c) and still significant, 

it is concluded that the form of mediation is partial mediation.  

4.3.6 Hypothesis 6 Testing (H6)  

 The 6th hypothesis states that organizational commitment moderates the relationship between transformational 

leadership and readiness to change. The moderating effect is known by raising the value of the GKT * KO variable 

interaction / multiplication through the bootstrapping process. The output of testing moderation effects can be seen in 

the table below:  
Table 4. Moderating Effect Analyze 

Inter-Variable 

Relationships 

Original 

Sample 

t-statistic t-table P-value Information Decision 

GKT → KUB 0,236 2,482 1,96 0,013 Significant 

Hypothesis rejected 
KO → KUB 0,428 6,055 1,96 0,000 Significant 

Interaction Effect 

GKT*KO → KUB 

-0,051 0,868 1,96 0,386 Not Significant 

               Source: Primary Data Processed (2019) 

 

 Taking the conclusion of this test according to Hair et al (2014), there was a moderating effect of KO on the 

relationship between GKT and KUB, if the interaction construct (c) formed was significant towards KUB. Based on the 

table above, it is known that the interaction value of GKT * KO on the relationship between GKT and KUB produces a 

path coefficient of -0.057 and p value of 0.283 which means there is a negative effect but not significant (p-value greater 

than 0.5) so it can be concluded that KO is not moderating relationship between GKT and KUB therefore hypothesis 6 

is rejected. The type of moderating effect of the KO role in the model built in this study is summarized in Table 8 above 

which shows that the type of moderation effect that is formed is a moderating Predictor. Moderation predictor means 

that the KO variable only plays a role as a predictor variable (independent) in the relationship model formed. 

 

5. DISCUSSION: 

5.1 Relationship Between Transformational Leadership and Readiness to Change 

The results of the analysis show that there is a relationship between transformational leadership and readiness 

to change namely transformational leadership has a positive and significant effect on readiness to change. This means 

that the first hypothesis (H1) of this study is accepted, that is, it is assumed that transformational leadership has a positive 

effect on readiness to change. This also means that the more effective transformational leadership in an organization, 

the higher the readiness of an employee to change, conversely if the lower the effectiveness of transformational 

leadership, the lower the readiness of employees to change. The results of this study support previous research conducted 

by Kartika (2016) and Sari (2017) suggesting the same thing that transformational leadership has a positive effect on 

readiness to change. 

Based on the results of the descriptive variable analysis it was found that the effectiveness of the 

transformational leadership was in the high category and the level of readiness to change was also in the high category, 

where based on statistical analysis the higher the effectiveness of the transformational leadership the higher the level of 
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readiness to change. This might be attributed to the characteristics of the research respondents, the respondents of this 

study mostly had ages between 25-40 years. Employees with this age range have the skills and productivity at work. So 

that it can be concluded that Statistics employees in the West Nusa Tenggara Province will be better prepared to face 

changes with the existence of transformational leadership applied by direct superiors, namely the presence of leader 

motivation towards employee attitudes and behavior, giving employees the freedom to give new ideas, create something 

new and provide encouragement to employees to prepare themselves to welcome change by increasing competence and 

ability. 

The transformational leadership applied in the Statistics of West Nusa Tenggara Province will encourage an 

increase in the effectiveness of direct supervisor leadership and subordinates to be more active in doing work and 

encourage increased employee job satisfaction and contribute to change readiness. 

 

5.2 Relationship Between Transformational Leadership and Employee Engagement 

The results of the analysis show that there is a relationship between transformational leadership and employee 

engagement, namely transformational leadership has a positive and significant effect on employee engagement. This 

means that the second hypothesis (H2) of this study is accepted, that is, it is assumed that transformational leadership 

has a positive effect on employee engagement. This also means that the more effective transformational leadership in 

an organization, the higher the engaged of an employee in carrying out the duties and functions of the organization 

otherwise if the lower the effectiveness of the transformational leadership, the lower the level of engaged employees in 

the organization. The results of this study support previous research conducted by Maulana and Verawati (2014) who 

found that leaders who are able to foster respect and trust from employees also managed to motivate employees so that 

it is easy to direct employees to devote all their energy and mind to the interests of the organization that leads to what 

become an organizational goal. Meanwhile, the same thing was found by Rizkiani and Nurnida (2016) who showed that 

transformational leadership had a significant positive effect on employee engagement. 

Based on the results of the descriptive variable analysis it was found that the effectiveness of the 

transformational leadership was in the high category and the level of employee engagement was also in the high 

category, where if based on statistical analysis the higher the effectiveness of transformational leadership, the higher the 

level of employee engagement. This might be attributed to the characteristics of the research respondents, namely the 

respondents of this study with a tenure of 10 to 19 years and 20 to 29 years. This means that the employee whose 

working period has adequate experience and knowledge and has a lot of knowledge about the real conditions of the 

problems that occur in the organization. This is consistent with previous research (Lee, 2007) in Eliyana (2016) which 

states that someone who has worked for one job for a long time, the worker has a realistic view of the situation at hand. 

In other words, employees who have worked longer can show the level of engagement. This is where the leadership role 

is needed, especially transformational leaders. This is because leaders who are able to foster respect and trust from 

employees also succeed in motivating employees so that it is easy to direct employees to devote all their energy and 

thoughts to the interests of the organization that directs what is the goal of the organization. 

Leaders should have the skills and consistency in fostering and developing employees. The skills that should be 

possessed by leaders in the organization include communication techniques, feedback techniques, and performance 

appraisal techniques. In addition to these skills, Luthans & Perterson (2002), states that the self-efficacy of a manager 

as a leader is related to the level of employee engagement. As a leader, feeling confident about one's ability must be 

owned in order to create engagement in the work team, in order to achieve organizational goals. Meanwhile, consistency 

is needed because building engagement is not something that can be achieved in a short time. 

 

5.3  Relationship Between Employee Engagement and Readiness to Change 

The results of the analysis show that there is a relationship between employee engagement and readiness to 

change, namely employee engagement has a positive and significant effect on readiness to change. This means that the 

third hypothesis (H3) of this study is accepted, that is, it is assumed that employee engagement has a positive effect on 

readiness to change. This also means that the higher engaged an employee in carrying out the duties and functions of 

the organization, the higher the readiness of employees to change, on the contrary if the lower the engaged of an 

employee, the lower the readiness of an employee to change. The results of this study support previous research 

conducted by Utomo (2016) and Ariesza (2017) showing that employee engagement has a significant positive effect on 

readiness to change. 

According to Hewitts (2004), engaged employees have a greater readiness to change than other employees. 

Furthermore, Dicke, Holwerda and Kontakos (2007) suggest that employees who are engaged in the organization will 

be involved in the organizational change process, employees who are engaged will show a high level of enthusiasm and 

resilience, not easily tired and willing to invest their energy in the organizational change process. 

Based on the results of the descriptive variable analysis it was found that the level of employee engagement was 

in the high category and also the level of employee readiness to change was in the high category too, where if based on 

statistical analysis the higher the level of employee engagement, the higher readiness of employees to change. This 
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might be attributed to the characteristics of the research respondents, namely the respondents of this study with a tenure 

of 10 to 19 years and 20 to 29 years. Employees with their working period can show the level of engagement. 

According to Bakker (2009) Employees who are engaged have certain characteristics which are all useful for 

the success of the organization. Engaged employees will have a strong dedication to the organization which is 

characterized by high visibility in the efforts of the organization's progress (Schaufeli, 2002). These characteristics are 

the same characteristics as those needed by the organization in making changes, namely the active participation of 

employees in the process of change. 

Engaged employees can also have resilience in carrying out these changes. In addition, engaged employees want 

to take the initiative in doing their jobs and can generate positive feedback for themselves and show high enthusiasm 

and enthusiasm even though they are outside of their work (Bankker, 2007). 

Analysis of descriptive variables show that the level of employee engagement is high and the level of employee 

readiness to change is high, Statistics employees throughout West Nusa Tenggara Province will want and be able to 

contribute to achieving the goals and success of the organization and are important assets owned by Statistics. 

 

5.4 The Relationship Between Organizational Commitment and Readiness to Change 

The results of the analysis show that there is a relationship between organizational commitment and readiness 

to change, namely organizational commitment has a positive and significant effect on readiness to change. This means 

that the fourth hypothesis (H4) of this research is accepted, that is, it is assumed that organizational commitment has a 

positive effect on readiness to change. This also means that the higher the organizational commitment an employee has, 

the higher the employee's readiness to change, conversely if the lower the organizational commitment of the employee, 

the lower the employee's readiness to change. The results of this study support previous studies conducted by Zulkarnain 

and Hadiyani (2014) and Utomo (2016) which show that organizational commitment has a significant effect on readiness 

to change. 

Employees who have organizational commitment will exert more effort in change projects to build a positive 

attitude towards change. Visagie and Steyn (2011) reveal that organizational commitment can influence readiness to 

change. Patterson (2009) also revealed that the most important factor that can cause failure in organizational change is 

the lack of commitment from the people involved. Therefore an organizational approach is needed so that employees 

are ready to follow changes. Leaders play an important role in providing an organizational approach because employee 

satisfaction in work and a sense of commitment to the organization greatly influence the readiness of employees to 

change. In addition, employees who have organizational commitment will exert more effort in change projects to build 

a positive attitude towards change. 

Based on the results of the descriptive variable analysis it was found that the level of organizational commitment 

was in the high category and also the level of employee readiness to change was in the high category too, where if based 

on statistical analysis the higher the employee's organizational commitment the higher the readiness of employees to 

change. This might be attributed to the indicators of organizational commitment with the characteristics of the research 

respondents, namely first, strong affective commitment will continue to work in the organization because they really 

want to do this, this affective commitment can be seen based on the characteristics of respondents of the study with ten 

years more with a percentage of 64.6 percent. 

Second, employees who primarily work on this continuous commitment persist in the organization because they 

need to do so because there is no other choice. Continuous 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. One form of employee needs for the organization is the Statistics employees, in large part, is 

revenue based on official ties. Acceptance of employees with official ties requires that employees are not allowed to 

move, leave or stop as Statistics employees within a period of 10 years. If this happens, the employee will reimburse the 

official bond fee. 

 

5.5 Employee Engagement Mediates the Relationship Between Transformational Leadership and Readiness to 

Change 

The results of the analysis show that employee engagement mediates the relationship between transformational 

leadership and readiness to change. This means that the fifth hypothesis (H5) of this research is accepted, that is, it is 

assumed that employee engagement mediates the relationship between transformational leadership and readiness to 

change. Employee engagement functions as a partial mediation which means that employer engagement is not the only 

variable that can mediate the relationship between transformational leadership and readiness to change. There are other 

variables that mediate the relationship such as affective commitment examined by Mujjiburahman (2017). Partial 

mediation is reasonable because employees are complex so that all attributes in employees are always correlated, even 

though the correlation is small. These results support the most recent research conducted by Kartika (2016) which shows 

that employee engagement mediates the relationship of transformational leadership between readiness to change. 
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 Transformational leaders can stimulate the enthusiasm of their subordinates to work towards a common goal 

by motivating employees to improve their performance beyond their expectations and foster the creativity and 

innovation of their employees so that they will create engaged employees. This is in line with Luthans and Peterson 

(2002) which states that the self-efficacy of a manager as a leader is related to employee engagement. As a leader, 

feeling confident about the ability of self must be owned in order to be able to create engaged in the work team, in order 

to achieve organizational goals. 

After the employee is engaged, the employee will show a high level of energy and resilience, not easily tired 

and willing to invest his energy in the process of organizational change. According to Dicke et al. (2007) who suggest 

that employees who are engaged will support the course of organizational change and are ready to change and will be 

involved in the process of organizational change as a form of their participation. In addition to participating in the 

organizational change process, employees who are engaged will show high levels of energy and resilience are not easily 

tired and are willing to invest their energy in the process of organizational change 

This study has shown that employee engagement is able to mediate the relationship of transformational 

leadership and employee change readiness which means transformational leadership has an indirect influence on 

readiness to change through employee engagement. Thus, leaders who implement transformational behavior will be 

better at helping improve employee readiness in the face of change if they can bring about employee engagement with 

Statistics, the increased sense of engagement with Statistics can ultimately help improve employee readiness in facing 

any changes that occur in Statistics is both large and small. 

The above conditions are supported by transformational leadership applied by employers to employees. The 

response or perception of employees about transformational leadership and high employee engagement has an effect on 

the high readiness to change employees. 

 

5.6 Organizational Commitment Does Not Moderate the Relationship Between Transformational Leadership 

and Readiness to Change 

The results of the analysis show that organizational commitment does not moderate the relationship between 

transformational leadership and readiness to change. This means that the sixth hypothesis (H6) of this study is rejected, 

ie, organizational commitment is expected to moderate the relationship between transformational leadership and 

readiness to change. The results of this study support the previous research conducted by Yuni (2014) who conducted a 

study on employees of BUMN Yogyakarta BPJS Employment with 33 respondents found the same results that the 

relationship of transformational leadership with change readiness was not moderated by organizational commitment. 

But the results of this study do not support the research conducted by Nordin (2011) which shows that the significant 

moderating effect of organizational commitment on the relationship between transformational leadership and 

organizational readiness for change. These results indicate that the creation of change in readiness of Statistics 

employees throughout West Nusa Tenggara Province is influenced by the application of direct supervisor 

transformational leadership without any role from organizational commitment in weakening or strengthening the 

relationship of transformational leadership with readiness to change. 

 

6. CONCLUSION: 

Based on the results of research and discussion, the conclusions of this study are transformational leadership 

has a significant positive effect on readiness to change, transformational leadership has a significant positive effect on 

employee engagement, employee engagement has a significant positive effect on readiness to change, organizational 

commitment has a significant positive effect on readiness to change, employee engagement mediates the relationship 

between transformational leadership and readiness to change and organizational commitment does not moderate the 

relationship between transformational leadership and readiness to change. 
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