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Abstract—This  study aims to determine the influence of perceived organizational support and leader-member 
exchange to readiness for change among employees of PT. Bank X. The measurement tools used in this research 
were perceived organizational support scale, leader-member exchange scale and readiness for change scale. The 
study involved 293 employees of PT. Bank X. The sampling method used is stratified random sampling. The 
statistical analysis used is multiple regression analysis. The results showed that perceived organizational 
support and the leader-member exchange influenced towards readiness for change among employees of PT. 
Bank X. Perceived organizational support and leader-member exchange contributed positively to employees' 
readiness for change. Perceived organizational support morecontributed to increasing readiness for change 
among employees of PT. Bank X rather than leader-member exchange. The implications of this research for the 
company to provide more support for the employees and implemented a better leader-member exchange in the 
company, so that the employees will be more ready to change. 
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INTRODUCTION 

 The need for a banking system that meets the 
Islamic Shari'a law is increasing in Indonesia 
lately, as well in the X Province which the 
majority of the people are Muslim. It also became 
one of the reasons PT. Bank X in X Province took 
a strategic step to convert its banking business 
from conventional system to sharia system, as an 
effort to meet the expectations and desires of the 
people who want a more calming, lawful banking 
system and by the principles of Islamic Sharia. 

Changes made cannot be separated from the 
pro and contra of various parties that involved in 
the circumstances, and this condition certainly 
has an impact on the company. Any changes 
occurring within the corporate environment 
must be carefully examined because the 
effectiveness of the changes depends on the 
extent to which all components within the 
company can adapt to those changes so that the 
goal of change can be achieved as expected [1].  

Companies must be very careful in 
implementing the change because if the process 
fails, it will cause risk and negative effects in both 
the short and long term [2]. The risks should be 
addressed by the organization. Therefore 
management and leaders within the organization 
must be able to establish, manage and measure 
staff readiness for change so that the 
implementation of the change can work 
effectively. The success of the changes can only 

occur if employees are willing to devote the time 
and energy necessary to achieve these changes 
[3]. 

Organizational changes will not be working 
without employee changes, and employee 
changes are ineffective without being prepared 
in advance, as employees are the most important 
element for organizational success [4]. 
Organizations that will make changes require 
employee support openly, prepare well, and be 
ready to change [5]. Improving the readiness for 
change of all employees is one of the most 
effective interventions that an organization can 
make [6]. When the employees are not ready to 
change, they are unable to follow and will feel 
overwhelmed by the changes that are taking 
place within the organization. The employee’s 
un-readiness has a negative impact on 
organizational change [7]. 

Several previous studies have explained that 
positive perceptions of employees to the support 
that organizations provide to them affect the 
quality of their working lives and will create a 
sense of "debt of gratitude" to the organization 
so that they will feel obligated to pay [8]. 
Workers who feel that they are supported by the 
organization will provide positive feedback. 
Employees who believe that the organization will 
provide some valuable resources for their career 
development such as training and job security 
opportunities tend to have a more positive 
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perceived organizational support than those who 
see the opportunity as a mere promise [9].  

Also, the interaction relationship built up 
within the organization among all employees is 
also believed to be one of the predictors of 
readiness to change, which the interaction quality 
of subordinate and superiors commonly known 
as Leader-Member Exchange (LMX)). 
Riggio[10]Stated that if the query of leader-
member exchange is high, then the boss will have 
apositive view to his subordinates so that 
subordinates will feel that his boss gives support 
and motivation. Leader-member exchange will 
also have a positive impact such as increased 
productivity, job satisfaction, and employee 
performance. Research from Konovsky & 
Pugh[11] suggests that a good boss will 
encourage employees to behave positively 
because of the good relationship between 
subordinates and superiors. Also, individual 
beliefs and beliefs about leaders or management 
are one dimension of readiness for change, where 
employees who have confidence that leaders will 
support and commit to proposed changes will 
employ employees to provide support to the 
organization, one of which is ready to support 
change [12];[13]. 

 
METHOD OF RESEARCH 

The variables in this study are readiness for 
change as thedependent variable, perceived 
organizational support and leader-member 
exchange (LMX) as theindependent variable.  

 
RESEARCH SUBJECT 

This research was conducted on employees of 
PT. Bank X. There are 293 subjects of the 
research, with the characteristics: permanent 
employees of 5 classes of positions, they are 
Clerk, Officer, Assistant Manager, Manager and 
Vice President. 
 

MEASURING INSTRUMENT 

This study was conducted using some scales 
to measure the level of perceived organizational 
support, the level of perceived leader-member 
exchange (LMX) and the level of employee 
readiness for change. The scales used are as 
follows: 

A. Readiness for Change Scale  

The scale used is the scale of readiness for 
change based on the dimensions of readiness for 
change proposed by Holt et al.[14], namely (1) 

Appropriateness, (2) Management Support, (3) 
Personal Benefit and (4) Change Specific 
Efficacy.The scale model used in this research is 
Likert scale [15], with four choices of answers 
are: Strongly Disagree (STS), Disagree (TS), Agree 
(S), and Strongly Agree (SS). This scale is 
composed of 14 point statements. The results of 
reliability analysis using Cronbach Alpha 
technique obtained reliability coefficient value of 
0.898. 

B. Perceived Organizational Support Scale  

The scale used is the scale of perceived 
organizational support based on aspects of 
organizational support perception proposed by 
Rhoades & Eisenberger[16], namely: (1) 
Supervisor Support, (2) Procedural Justice, (3) 
Organizational Reward and Working Condition. 
The scale model used in this research is Likert 
scale [15], with four choices of answers are: 
Strongly Disagree (STS), Disagree (TS), Agree (S), 
and Strongly Agree (SS). This scale is composed of 
15 point statements. Results of reliability analysis 
using Cronbach Alpha technique obtained 
reliability coefficient value of 0.843. 

 
C. Leader-Member Exchange (LMX) Scale 

The scale used is the leader-member 
exchange scale based on LMX dimension 
proposed byLiden& Maslyn[17], namely: (1) 
Affect, (2) Loyalty, (3) Contribution, and (4) 
Professional Respect. The scale model used in 
this research is Likert scale [15], with four 
choices of answers are: Strongly Disagree (STS), 
Disagree (TS), Agree (S), and Strongly Agree (SS). 
This scale is composed of 18 items of statements. 
Results of reliability analysis using Cronbach 
Alpha technique obtained reliability coefficient 
value 0.936. 

 
ANALYSIS METHOD 

This research uses statistical analysis method. 
Statistical analysis method used is regression 
analysis with the help of computer program 
Statistical Package for Science (SPSS) version 
16.0 For Windows. 
 

RESEARCH RESULT 

After testing on the major and minor 
hypotheses with regression analysis techniques, 
here are some research results that have been 
obtained as follows: 
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D. Main Research Results 

In the main hypothesis, there is a very 
significant positive relationship between the 
perceived organizational support and leader-
member exchange (LMX) with the employees’ 
readiness for change. This can be seen from the 
correlation coefficient value of 0.461 and    p = 
0.000 (p <0.05). From the value of multiple 
determination coefficient (R2 = 0,207). Both 
variables can explain 20.7% variant of 
employees’ readiness for change in PT. Bank X. 
Further results of the main hypothesis can be 
seen in Tables I and II. 
 

TABLE I.  CORRELATION COEFFICIENT INFLUENCE OF 

POS AND LMX TOWARDS RFC 

Mod
el R 

R 
Squar

e 
Adjusted 
R Square 

Std. Error of 
the 

Estimate 

1 .461
a 

.212 .207 5.093 

a. Predictors: (Constant), LMX, POS 

b. Dependent Variable: RFC 

 
TABLE II.  HYPOTHESIS RESULT FOR INFLUENCE OF 

POS AND LMX TOWARDS RFC 

Model Sum of 
Square

s 

df Mean 
Squar

e 

F Sig. 

1 Regress
ion 

2026.68
8 

2 1013.
344 

39.06
7 

.00
0a 

Residua
l 

7522.25
4 

290 25.93
9 

  

Total 9548.94
2 

292    

a. Predictors: (Constant), LMX, POS 

b. Dependent Variable: RFC 

 

E. Additional Research Results 

In the additional hypothesis obtained a 
significant positive relationship between the 
perceived organizational supports with 
readiness for change. This can be known from 
the partial R-value = 0.449 and p = 0.000 (p 
<0.05), meaning that the stronger organizational 
support is perceived by the employee, the more 
employees are ready for achange. The results can 
be seen from tables III and IV. 

 
 

TABLE III.  CORRELATION COEFFICIENT INFLUENCE OF 

POS TOWARDS RFC 

Mode
l R 

R 
Squar

e 

Adjuste
d R 

Square 

Std. Error 
of the 

Estimate 

1 .44
9a 

.202 .199 5.118 

a. Predictors: (Constant), POS 

b. Dependent Variable: RFC 

 
TABLE IV.  HYPOTHESIS RESULT FOR INFLUENCE OF 

POS TOWARDS RFC 

Model 

Sum 
of 

Squar
es Df 

Mean 
Square F Sig. 

1 Regress
ion 

1925.
709 

1 
1925.70

9 
73.51

0 
.000

a 

Residua
l 

7623.
233 

29
1 

26.197 
  

Total 9548.
942 

29
2 

   

a. Predictors: (Constant), POS 

b. Dependent Variable: RFC 

 
From the results of additional research, also 

found a significant positive relationship between 
perceived of leader-member exchange (LMX) 
with readiness for change. This can be known 
from r-partial = 0.137 and p = 0.000 (p <0.05), 
meaning that the better leader-member 
exchange (LMX) perceived by the employee, the 
more employees are ready for achange. The 
results of this minor hypothesis can be seen in 
table V and VI.  

TABLE V.  CORRELATION COEFFICIENT INFLUENCE OF 

LMX TOWARDS RFC 

Mod
el R 

R 
Square 

Adjusted 
R Square 

Std. Error of 
the Estimate 

1 .370a .137 .134 5.321 

a. Predictors: (Constant), LMX 

b. Dependent Variable: RFC 

 
TABLE VI.  HYPOTHESIS RESULT FOR INFLUENCE OF 

LMX TOWARDS RFC 

Model 

Sum 
of 

Squar
es df 

Mean 
Square F 

Sig
. 

1 Regress
ion 

1308.
369 

1 
1308.36

9 
46.2

03 
.00

0a 
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Residua
l 

8240.
573 

291 28.318 
  

Total 9548.
942 

292 
   

a. Predictors: (Constant), LMX 

b. Dependent Variable: RFC 

 
Perceived organizational support variable 

hasa greatereffective contribution to the 
improvement of readiness for change of 
employees that is equal to 15.8%, then followed 
by leader-member exchange (LMX) variable 
4.9%. The total effective contribution of 
perceived organizational support (POS) and 
leader-member exchange (LMX) together to 
readiness for change (RFC) is 20.7%, whereas 
79.3% comes from other variables which cannot 
be explained in this research which allegedly 
influences employees' readiness for change. 

DISCUSSION 

The main hypothesis of this study mentions 
that there is a correlation between the perceived 
organizational support and the leader-member 
exchange (LMX) with the employees’ readiness 
for change. The result of the regression analysis 
shows that the hypothesis is accepted. It can be 
seen from the correlation coefficient value of 
0.461, p = 0.000 (p <0.05) on table I and II. This 
means that the perceived organizational support 
and the leader-member exchange (LMX) together 
influenced the employees’ readiness for change. 

The results of this study are in line with the 
opinion of Robbins [1] who said that the attitude 
or behavior of members of the organization, in 
general, is influenced by the value system 
adopted in the organization and also influenced 
by the behavior of leaders, including in this case 
the attitude of employees of PT. Bank X in facing 
the conversion. Organizational support variable 
as well as leader role in PT. Bank X 
simultaneously proved to have a significant 
positive effect on employee readiness for change. 
It is as Stewart[18] argues that there are 17 
(seventeen) key elements of the diagnosis of 
change by using the Readiness for changes 
model, where two elements of which are 
organizational factors and role leaders [19]. 
Goodman, Devadas & Hughson [20]also found 
evidence that collaboration of all components 
within the organization can develop 
organizational outcomes in a variety of 
situations, including in change situations.  

In addition Research conducted by Rafferty, 
Jimmieson & Armenakins[21] identifies some 
antecedents of readiness for change at the 
individual level, where the main antecedents of 
employees' readiness to change originate from 
the organizational internal context, namely 
leadership roles and individual perceptions of 
organizational contexts (including 
communication, organizational support, value 
and value alignment -organizational 
values).Perception of PT. Bank X employees on 
the ability of enterprises and management to 
face changes greatly affect their opinion about 
the conversion made by PT. Bank X. Employees 
of PT. Bank X believes that firms and 
management have a good enough ability to deal 
with conversions so that they feel they are 
capable of confronting these conversions with 
the support from companies and management. 

Besides, Armenakins et al[22] and McManus 
et al [23] also found that the level of trust in 
organization and management can lead to 
positive perceptions of organizational speed in 
the face of change, where good planning for 
change cannot be accomplished without the 
support of agents' capabilities and commitments 
for changes included from the leaders.Confidence 
of the leaders of PT. Bank X to be able to manage 
change in the organization becomes an 
important key to the confidence development of 
employees on the success of the program and 
will encourage employees' readiness for change. 
Confidence of PT. Bank X employee that their 
leaders can manage conversions well is an 
important foundation for employees' growing 
confidence in the success of the conversion 
program. 

The first additional hypothesis proves that 
there is a positive correlation between perceived 
organizational support and employee readiness 
for change. Partial analysis results show 
acceptable hypothesis. It can be seen from the 
partial correlation coefficient (r-partial) = 0.449, 
p = 0.000 (p <0.05) in table III and IV. It means 
that the stronger organizational support is felt by 
the employee, the more employees are ready for 
achange. The results of this study indicate that 
the employees’ perception of organizational 
support they are received from the company; 
especially during the conversion process 
conducted by PT. Bank X is an important aspect 
of their change readiness. In fact, the conversion 
made by PT. Bank X is highly dependent on the 
readiness of all components in the company to 
accept the change, including the readiness of 
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employees for change. So it becomes an 
important thing for PT. Bank X to prepare the 
employees facing the conversion by providing 
strong support in various aspects that employees 
need.  

Building a readiness for change among 
employees who are familiar with old patterns 
and having to learn new ways of working is not 
easy [24]. This is because every employee has a 
difference in assessing and looking at new 
circumstances encountered. Assessment and 
outlook of each employee will bring an attitude 
in the employee, both positive and negative 
attitude. Employees who are ready to change will 
find it easier to initiate change, exert greater 
effort in supporting change, and show 
perseverance to face obstacles or constraints 
during the implementation of the change [2]; 
[4];[25]. 

Chun & Tsung[26]stated that organizational 
support could improve the performance of its 
members, where the performance will produce a 
very significant influence on organizational 
success, including success in the face of change. 
This is in line with the opinion of Beckhardt & 
Harris[27] which says that the support provided 
by the organization can be a clear policy, 
procedure and logistic support system 
(equipment, monetary resources, etc.) will make 
employees feel the certainty and clarity of their 
work.Also, support can also be reflected in how 
the organization and management accommodate 
changes throughreorganization, performance 
evaluation, and compensation both material and 
socio-emotional to employees. The Employees 
who feel the clarity and certainty of the work 
they do will be more ready to face the change. 

The second additional hypothesis proves a 
positive correlation between the leader-member 
exchanges with employees' changing readiness. 
Partial analysis results show acceptable 
hypothesis. This can be seen from the partial 
correlation partial (r-partial) = 0.137 and p = 
0.000 (p <0.05) in table V and IV. The meaning is 
the better leader-member exchange perceived by 
the employee; the more employees are ready to 
change. 

From the results of the research noted that 
the leaders who can build strong and reliable 
relationships by subordinates empathize, and 
inspirational, and able to integrate financial 
assets, human, intellectual, social, 
theenvironmentwouldbe a driver to achieve a 
synergy that can improve organizational 

effectiveness [28]. Armenakins & Harris[29]also 
reinforce that one of the important factors of 
organizational change, but also the least 
understood, one of which is the skill of leaders.  

Leaders at PT. Bank X which are the agent of 
change founded that quite capable of performing 
its role in motivating and supporting its 
employees during the conversion process. 
Leaders at PT. Bank X is perceived to be able to 
build good, positive interaction relationships and 
create a supportive working environment for 
employees, thereby positively affecting employee 
readiness in facing the conversion. This is by the 
results of research that also found that leader-
member exchange (LMX) will greatly affect the 
readiness of employees for change [30].  

One of the reasons why leader-member 
exchange (LMX) affected readiness for change 
was due to the positive feelings and perceptions 
that arise among the employees about the quality 
of good interaction between them with their 
boss. Positive feelings and perceptions among 
employees of PT. Bank X in their interactions 
with the boss fosters the trust and commitment 
of employees, so the boss will be easier to 
influence the beliefs, attitudes, and behaviors of 
change targets (employees of PT Bank X) and 
increase their motivation to change [31].  

Kalyaret al.[32] and Lo et al.[33] also added 
that leaders could play an important role in 
organizational change that will impact on 
employees’ commitment and readiness for 
change in facing the organizational change. Graen 
& Bien[34]Also said that with a mature 
leadership relationship (good LMX), superiors 
and subordinates experience mutual influence, 
extra-contractual behavior, mutual respect, and 
likes, and caninternalize the same goals, 
including in this case readiness for change in 
conversion circumstances.   
 
 

SUGGESTION 

Based on the results of data analysis and 
discussion, theauthor put forward some 
suggestions as follows:  

1. Employees' perceived perceptions of support 
given by the organization are in the medium 
category. This means that PT. Bank X needs to 
improve the support that has been given to 
employees so that employees can better 
prepare for change. Support can be given by 
providing information, facilities, improvement 
of knowledge and adequate skill to do they 
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work. The support should be given 
continuously to the employees doing they 
work optimally so they will have sustainable 
capacity and capability in facing the 
conversion.  

2. The perception of leader-member exchange 
(LMX) is perceived in good category by 
employees of PT. Bank X, so it is necessary for 
PT. Bank X to maintain the quality of 
interaction of existing subordinate 
supervisors, including providing further 
provisioning to the leaders about the 
importance role of the leaders in building 
good quality relationships and positive 
circumstances with the employees for the 
success of conversion made PT. Bank X.  The 
provisioning can be held invarious forms such 
as training, workshop, coaching and other 
relevant methods. 

3. Average employees of PT. Bank X is ready for 
achange. So it is necessary for PT. Bank X to 
maintain all aspects that able to enhanced and 
supported employee readiness for change, 
including engaging employees actively in the 
change process and change circumstances. 

4. The total effective contribution 
simultaneously of perceived organizational 
support variables and leader-member 
exchange (LMX) to readiness for change is 
20.7%, while 79.3% comes from other 
unexplained variables. Therefore it is 
necessary to do more research by involving 
other variables that affectemployees’ 
readiness for change. 

5. Scale distribution should be done directly to 
the research respondent, and if necessary can 
be accompanied in thefilling process to avoid 
misunderstanding and bias in filling the scale. 
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