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Abstract. The change strategy in asset management implementation is an effort
made by the company to deal with the changing business environment. Man-
agement decisions with the asset management contract (AMC) mechanism are
feared to impact employee satisfaction and employee continuance commitment.
This study aims to examine (1) the effect of individual differences (self-esteem,
optimism, perceived control) on employee openness in accepting changes in the
reorganization ofAMC implementation; (2) the effect of context-specific variables
(information, participation, self-confidence) on employee openness in accepting
changes in the reorganization of AMC implementation; (3) the effect of open-
ness to change to employee job satisfaction; and (4) the effect of openness to
change to continuance commitment. Data collection was done through a survey
by distributing questionnaires. The subjects of this study were 155 employees
from 477 employees in 3 (three) generating units. Data analysis was performed
using structural equation modeling-partial least squares (SEM-PLS). The analysis
results show that openness to change is successfully predicted from individual dif-
ferences and context-specific variables (R2= 0.650), and the job satisfaction and
continuance commitment variables are also successfully predicted (R2 = 0.498
and 0.449). It is also found that the self-esteem, information, participation, and
self-efficacy variables have positive and significant relationships to the level of
openness to change. However, the optimistic variable and perceived control are
found to have no significant relationship (p < 0.05). Three context-specific vari-
ables and an individual difference variable predict higher levels of acceptance of
change, and lower levels of acceptance are associated with lower job satisfaction
and lower employee continuance commitment.

Keywords: Organizational change · Job satisfaction · Individual differences ·
Context-specific variables · Continuance commitment

1 Introduction

In 2020, PT PLN UIKSBU was faced with the choice to change the pattern of power
plantmanagement in several of its units. Based on the explanation from themanagement,
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the company planned to carry out a management service scheme for asset management
contract (AMC) at Pangkalan Susu power plant units 3 and 4 with the capacity of
220MW, Labuhan Angin power plant with the capacity of 115MW, and Belawan power
plant with the capacity of 818 MW.

The management change plan received a response from the UIKSBU trade unions
(SP), who supported the independence of power plant management and maintenance
at PLN UIKSBU. Meanwhile, the asset management contract (AMC) scheme was an
option to hand over power plant management and maintenance services to a subsidiary.

This changewas intended as one of the strategic initiatives to improve governance and
generation performance. However, this choice triggered a response from the company’s
trade unions. The same thing was stated by Cornescu & Adam [1] that although changes
are intended to provide benefits for the organization or employees, employee behavior
does not necessarily follow the direction of change. Changes made by organizations that
are expected to be accepted by the organization members are not always accepted by
members of the organization [2]. The union’s visibly and publicly voiced opposition to
the planned change in the power plant’s administration andmaintenance can be regarded
as a type of employee resistance to change. Coping with change can be very difficult for
employees [3]. A negative attitude toward change, as well as a desire to avoid or even
reject it, characterizes resistance to change. People’s attitudes vary based on the benefits
they believe will be realized. They will support the change if they believe it will benefit
them. They will fight the change if they believe they will lose status, prestige, power, or
their job as a result of it [4]. Some employees may be unconcerned about organizational
change and regard it as an opportunity to grow and learn, while others may not.

Employees with a resistive attitude are likely to be dissatisfied at work. Employee
resistance to change is predicted by changing conditions, according to Wanberg and
Banas [5], and resistance is related with poorer levels of job satisfaction. These factors
may play a role in the company’s poor performance. As previously said, people that are
less accepting of change have lower job satisfaction, and vice versa. If it is known that
PLN UIKSBU personnel are open to change, it is expected that this will be linked to a
high degree of job satisfaction, and vice versa.

From the employee engagement survey result conducted by PLN UIKSBU in 2020,
it was obtained that a total score of 79.02% or a very engaged level. The career manage-
ment dimension has the lowest score of 72.46%of the 13 othermeasurement dimensions.
Schaufeli & Bakker [6] stated that work engagement is something that is satisfying and
characterized by a positive mental state. Although the level of engagement of PLN
UIKSBU employees is at a very engaged level, career management is still considered
low by employees, meaning that the level of employee satisfaction with the career man-
agement dimension is at the lowest level compared to other dimensions. This needs
more attention when PLN UIKSBU reorganizes the implementation of AMC, where
this condition can affect the level of employee job satisfaction.

The lower the resistance to change in an organization, the higher the openness to
change. The term “resistance to change” is often used in the academic and practitioner
literature on organizational change to describe why large-scale improvements in tech-
nology, industrial procedures, management practices, or pay schemes have failed as
planned or altogether failed.
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Fig. 1. Conceptual Model

The majority of empirical investigations have focused on context characteristics
linked to resistance, such as engagement or management trust. Other critics of resistance
studies have argued that much is lost in attempts to understand resistance because of
an integral view of the phenomenon [7, 8]. Resistance change, according to recent
theoretical approaches, is made up of cognitive and affective components that play a
role at different stages of the resistance process [8–10]. Similarly, Piderit [7] stated that
resistance is frequently characterized by ambivalence, in which employees’ feelings,
behaviors, and attitudes concerning change do not necessarily align. As a result, he
advocated that resistance to organizational change be understood as a multidimensional
attitude toward change that includes taking into account individual characteristics aswell
as the combined function of context and personality in forecasting employee reactions
to organizational change [3]. In this study, both personality and context are considered
indicators that indicate employee acceptance of the change. High levels of acceptance, in
turn, are expected to be correlatedwith job-related consequences, such as job satisfaction
and employee continuance commitment which indicate levels of employee acceptance
of the change.

Based on the background conditions that occurred at PLN UIKSBU, a study was
carried out that aimed to assess employee openness to changes in the reorganization of the
implementation of asset management contracts (AMC) that occurred at UIKSBU. Three
different values of individual variables self-esteem, perceived control, and optimism, as
well as three context-specific variables: changes in information, involvement, and self-
efficacy, are used as indicators of measuring instruments. Furthermore, the level of job
satisfaction and continuance commitment will be assessed as the impact of the level of
openness to changes in the reorganization of the implementation of asset management
contracts (AMC) at UIKSBU, shown in Fig. 1.

2 Research Method

The research method used in this study is quantitative research which aims to see the
effect between two or more symptoms based on their correlation coefficient. This study
is intended to determine employee openness to changes in the application of asset man-
agement contracts (AMC) by measuring individual and context-specific variables as
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the measuring tools or indicators of employee openness (predictors) to change and the
effects on job satisfaction. The research location was at the State Electricity Power
Service company PT PLN (Persero) Pembangkitan Sumatera Bagian Utara (Northern
Sumatera power plant) at Pangkalan Susu, Labuhan Angin, and Belawan power plants.

The population in this study was all employees of the PLNUIKSBU unit that will be
applied to AMC in the unit totaling 477 people. This study used 155 research samples.
Themethod used in this researchwas probability sampling,while the sampling technique
used simple random sampling. The selection of this technique was based on the reason
that the population members are considered homogeneous because the population taken
is in the same unit.

By distributing a list of statements consisting of 85 statements with 5 dimensions of
assessment variables using a 5-point Likert scale to assess respondents’ perceptions of
change consisting of individual variables: self-esteem, perceived control, and optimism
as well as three context-specific variables: information, participation, and self-efficacy,
and the impact of openness to change: job satisfaction and continuance commitment
which is distributed to employees in units that will experience organizational change.
To obtain additional information related to this research, direct interviews with related
parties were also conducted.

The structural equationmodeling-partial least squares (SEM-PLS)data analysis tech-
nique was used in this investigation, and SmartPLS software was used. Based on how it
was developed, SEM is divided into two types: covariance-based SEM (CB-SEM) and
variance-based SEM (PLS) (SEM-PLS). SEM-PLS can handle small sample sizes and
complex models with ease. Furthermore, in SEM-PLS, the data distribution assumption
is weaker than in CB-SEM. A variety of assumptions are required for CB-SEM estima-
tion, includingmultivariate data normality, minimum sample size, and homoscedasticity.
SEM-PLS can be used as a substitute for CB-SEM because the estimation results are
similar. SEM-PLSmay yield estimates even with small sample sizes and deviations from
the multivariate normality assumption. [11].

The outer model, also known as the outer relation or measurement model, specifies
how each indicator block influences the latent variables. The Convergent Validity, Dis-
criminant Validity, and Composite Reliability tests are used to assess the validity and
reliability of the measurement model (outer model).

3 Results and Discussion

Hypothesis 1, self-esteem is positively and significantly correlated with high openness
to change. The results of this study support hypothesis 1 by showing that information
has a positive effect on the level of openness to change and is significant with P-Values
0.035 < 0.05. This condition shows that employees who highly value themselves are
also individuals who will accept changes that occur in the company, so changes will be
more easily accepted by employees who individually have high levels of self-esteem.
The results of this study are supported by the opinion of Latif and Boon [12], which
recognizes the relationship between self-esteem, optimism, and perceived control in
dealing with organizational change. The results show that self-esteem and perceived
control have a significant relationship in dealing with organizational change, with the
highest correlation of the self-esteem variables.
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Hypothesis 2, optimism is positively and significantly correlated with a high level
of openness to change. From the results of data analysis, it is proven that optimistic
self-esteem has a positive effect on the level of openness to change. However, the results
are not significant with P-Values 0.178 > 0.05, so hypothesis 2 is rejected. This means
that even though the employee has a high level of optimism regarding himself, it does not
mean much to influence the employee is accepting the changes that occur in this case,
namely the implementation of AMC. This is in line with the results of research Latif and
Boon [12] that showed optimism does not have a significant relationship in dealing with
organizational change. So, optimism does not directly provide a significant relationship
to openness to change. A study conducted by Munawaroh and Meiyanto [13] stated
that the dimension of optimism does not make a significant contribution to predicting
individual readiness to change. There are only three dimensions of psychological capital
which have contributed to predicting the readiness to change: self-efficacy, hope, and
resilience. Psychological capital and perceptions of organizational support have a role
in predicting individual readiness to change. This confirms the importance of the role
of resilience as one of the dimensions of psychological capital in increasing individual
readiness for change in organizations.

Hypothesis 3, there is a positive and significant effect between perceived control and
the level of openness to change. The results of this study indicate that perceived control
has a positive effect on the level of openness to change. However, the results are not
significant (P-Values 0.295 > 0.05), not as expected that the perceived control has a
significant relationship, so hypothesis 3 is rejected. Similar to the optimism variable, the
high perceived control variable also does not have a significant effect in accepting the
changes that occur. So even though the individual believes he/she can do many things
quite well in his/her work and life, that belief does not fully influence the decision to
accept the changes, namely, the implementation of AMC. Optimism, perceived control,
and self-esteem variables have been known as the concept of cognitive adaptation [14,
15]. In Aspinwall and Taylor [14], the combination (optimism, perceived control, and
self-esteem) called personal resilience has been tested, and the results have a significant
effect on the level of acceptance of the change. However, a partial test of the perceived
control is not carried out. So, it is possible that the new control perception variable will
have a significant effect if it is tested simultaneously with other individual variables, but
not when it is done partially.

Hypothesis 4, there is a positive and significant effect between information and the
level of openness to change. The results of this study support hypothesis 4 by showing
that information has a positive effect on the level of openness to change (P-Values 0.013
< 0.05). The information variable is one of those with a high level of significance on
the level of employee openness in accepting change. Receiving relevant, timely, and
clear information is very influential in determining employee attitudes in accepting the
changes. It can be said that the low level of acceptance of the changes that occur in
the context of the large AMC implementation plan is influenced by the information
received by employees that do not meet the needs of employees to be able to understand
what AMC is and other impacts caused by changes to employees and their work in
the future. In line with previous findings that the more information employees receive
about change, the less they resist it, and employees who receive timely, informative, and
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valuable information about organizational change assess the change more positively and
further increase their willingness to cooperate [5, 16, 17].

Hypothesis 5, there is a positive and significant effect between participation and the
level of openness to change. The results of this study support hypothesis 5 by showing
that participation has a positive and significant effect on the level of openness to change
with P-Values 0.006 < 0.05. The participation variable is the factor that has the high-
est significant effect besides information. This is in line with the research conducted
by Susyanto, [18], which tested employee engagement on readiness to change in the
PT Holcim Tbk Cilacap factory, which showed a positive and significant correlation
indicating that higher employee involvement tends to increase the readiness to change.
Employee involvement in change can reduce resistance because understanding the need
for change and the perceived ability to change is very important [5]. Previous research
stated that the role of the agent of change, appropriate process, participation, belief,
environment, fairness, and commitment are related to employee readiness [19, 20].

Hypothesis 6, there is a positive and significant influence between self-confidence
and the level of openness to change. The results of this study support hypothesis 6 by
showing that participation has a positive and significant effect on the level of openness
to change with P-Values 0.016< 0.05. This study supports Cunningham (2002) finding
that employees who have higher self-efficacy towards change and contribute more to
change interventions will make it easier for organizations to make changes. However, a
different opinion was expressed by [21], which tested the effect of a positive relation-
ship on employee self-efficacy on affective commitment to change Level of Individual
Change to determine the extent of employee readiness at the Provincial Financial Man-
agement Office ofWest Sumatra, where the results of employee self-efficacy on affective
commitment to change Level of Individual Change found that self-efficacy has no effect
on affective commitment to change, the same opinion was expressed by Wanberg and
Banas [5], and Neves [22].

Hypothesis 7, there is a positive and significant effect between the level of openness
to change and the level of job satisfaction. The results of this study support hypothesis
7 by showing that participation has a positive effect on the level of openness to change
with P-Values 0.000 < 0.05. This study supports Rush et al. [23] that pressure change
is associated with increased stress and is associated with lower job satisfaction, and
increased intention to quit. It is also stated that employees’ effective resistance to change
will negatively relate to job satisfaction [3].

Hypothesis 8 shows a positive and significant effect between the level of openness to
change and continuance commitment. The results of this study support hypothesis 8 by
showing that the level of openness has a positive and significant effect on continuance
commitment with P-Values 0.000 < 0.05. This is in line with previous research [2]
that employees’ effective resistance to change will negatively relate to job satisfaction.
However, it is not as simple as previous research believed because although anxiety due
to organizational change can reduce job satisfaction, it does not necessarily increase the
intention to leave the organization [3]. Foster [24] revealed that employees’ dispositional
resistance to change has a negative effect on continuance commitment, revealing that
employees who perceive a high degree of fairness associated with organizational change
are more likely to want to commit to change (affective), more likely to feel that they
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should be committed to change (normative), and are less likely to commit to change
because of the perceived cost (continuance commitment).

4 Conclusion

This study tries to investigate the relationship between the dimensions of individual
differences and the context-specific dimensions that affect the level of employee accep-
tance in accepting changes in the reorganization of the application of asset management
contracts (AMC) at PLN UIKSBU, based on the results of employee respondents who
dominantly have high education (undergraduate), were in the mature and productive
age range (30–39 years), and have experience in carrying out their work (6–15 years),
especially in the engineering field, described as follows:

This study reveals that the dimensions of individual differences known as the concept
of cognitive adaptation or development referred to as psychological capital, including
self-esteem, optimism, and perceived control, positively influence the level of acceptance
of the change. However, only self-esteem has a significant influence, while optimism
and perceived control are found to have no significant effect.

This study also finds that context-specific dimensions as measured by information,
participation, and self-efficacy have positive and significant effects on the level of accep-
tance of the change. Supportive research shows that employees’ involvement in change,
receiving timely, informative, and valuable information about the change, and high self-
confidence can reduce resistance because employees understand the need for change and
assess the change more positively. These further increase the willingness to cooperate.

The level of acceptance of the change has a positive and significant effect on job
satisfaction, and a positive and significant relationship is also found on continuance
commitment. Change pressure can be influenced by increased stress, which has an effect
on lower job satisfaction. Although anxiety because organizational changes can reduce
job satisfaction, it does not necessarily increase the intention to leave the organization
and will tend not to commit to change due to economic value considerations that are
perceived as the reasons to stay compared to leaving the organization (continuance
commitment).

The level of acceptance of change is successfully predicted by individual differences
and context-specific variables of 65% and by other not-examined variables of 35%, and
the level of acceptance of change succeeded in explaining job satisfaction of 49.8% and
succeeded in explaining the continuance commitment of 44.9%. Three context-specific
and individual difference variables predict higher acceptance levels of changes.
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