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Abstract

This study aimed to determine the effect of self-efficacy toward readiness for change, through employee empowerment of
employees of PT Pos Indonesia (Persero) Surabaya. The variables used in this study are: Self-efficacy, employee
empowerment and readiness for change. This study used a quantitative approach with survey method and supported by
primary data from interviews and questionnaire. This study used primary data from 55 employees, where the data is retrieved
by using a questionnaire distributed to permanent employees of PT Pos Indonesia (Persero) Surabaya. A data analysis
technique that was used to answer the hypothesis in this study is the Partial Least Square (PLS). The results of this study
demonstrated that there is significant influence on self-efficacy toward readiness for change and self-efficacy toward readiness
for change through employee empowerment that is partial mediation.
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1. Introduction

Dealing with the rapid change in business environment, companies are encouraged to make changes in order to be able
to grow and survive in the competitive business competition. Therefore it is necessary to have organizational changes
within the organization itself, such as by increasing employees’ self confidence in the organization so that they are ready
to anticipate the changes that will be undertaken by the organization. The enhancement of readiness for change in
companies or organizations can be done among others by empowering employees through the work flexibility to improve
employees’ confidence. So that they will be ready to face the changes that will be undertaken by the organization, in this
case is PT Pos Indonesia persero) Surabaya. PT Pos Indonesia (persero) Surabaya is required not only to provide
qualified public services but also to make changes in the organization. This study would focus on the assessment on the
readiness for change from the individual perspective which is the employee as a member of organization in organizational
change conducted by PT Pos Indonesia (persero) Surabaya. Therefore, the employees are able to carry out their work
and responsible for their overall actions that they do (Filler: 2001; Pastor: 1996 ) in Eliyana (2014). Based on the above
notion, then, this study are aimed 1)to measure the effect of self efficacy on readiness for change and 2) to find out the
mediation role of employee empowerment toward self efficacy on readiness for change. Therefore the researcher would
be proposed the research on “The influences of self efficacy on readiness for change through employee empowerment
mediation in PT. Pos Indonesia (persero) Surabaya.

2. Basic Theory and Hypothesis Development

Bandura (1997) defines that self-efficacy is one of individual self- regulating abilities. Self efficacy refers to the perception
of individual's ability to organize and implement actions to display certain skills. Cunningham (2002) defines that
employees who have higher self efficacy towards change and have more contribution towards change intervention will
ease the organization to do the change. The higher the self-confidence owned by the employees, the easier the
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employees accept the change undertaken by the organization. The employees who have high self-efficacy will easily to
be given a briefing and easily to be empowered so that the change done by the organization will work effectively. The
changes in the organization will have good impact either for the organization or for the person or individual in the
organization because the changes can be accepted. In this study self-efficacy variable may act as a variable that can
affect readiness for change of the employees through employee empowerment.

H1: Self efficacy has significant influence on the readiness for change on employees of PT. Pos Indonesia
(persero) Surabaya. Assignment or empowerment is one of the factors that support a change that will be done by an
organization. Bowen and Lawler in Margaret (1997) Empowerment has been described as a means to allow employees
to make decisions and to be a person. The phenomenon in which people take responsibility for their own actions (Pastor,
1996). Employee empowerment can affect directly to the employees’ readiness to change. According to Jones in
Margaret (1997) defines that the key of organizational change based on the individual not on the information technology.
Concerning that key of organizational change is an individual person therefore, before making changes the organization
should providing support for the employee in order to be able to anticipate the changes that will be done by the
organization. If the self-efficacy of the employees has been empowered, it will certainly prepare the employee to deal with
any changes in the organization. It is because they will have the same vision and mission with the organization to
become better organization.

H2: Self efficacy has indirect and significant influence on the readiness for change with employee empowerment as
mediating variable on employees of PT. Pos Indonesia (persero) Surabaya.

Framework thinking in this study can be seen as follow:

Emplovee
Empowerment

Self Readiness
for Change

Efficacy

Picture 2.1. Framework Thinking
3. Research Methods

This study used quantitative approach with population research type since all research object were observed. However,
due to the research object or the sample size was less than hundred people therefore this study would use Partial Least
Square (PLS) as data analysis technique. This study was designed to explain the effects between variables or
relationship influence (causality) between variables through hypothesis testing or through confirming the relationship
influence between variables or construct. Moreover, this study can also be regarded as an explanatory research which
means this research aimed to prove whether there is a relationship between one variable to another variable or how one
variable affect other variables studied.

Primary data obtained from the questionnaire result in which it included the studied variables: self-efficacy,
employee empowerment, readiness for change. The questionnaires were distributed to the employees of PT. Pos
Indonesia (persero) Surabaya.

There were four variables studied which are self-efficacy (X), employee empowerment (Z), readiness for change
(Y), and performance (Y). Mechanical Partial Least Square (PLS) was used to analyze the causal relationship between
self-efficacy, employee empowerment and readiness for change based on the proposed hypothesis. PLS has two stages
of analysis which are the inner evaluation model (to test the construct validity and reliability) and outer evaluation model
(to test until to what extent the causal relationship between variables in the study)

4. Result and Discussion
4.1 Description of Respondent Response

The respondent’s response description would explain the respondents’ response about self-efficacy (X), employee
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empowerment (Z), and readiness for change (Y). Respondent’s response description was carried out by calculating the
average (mean) respondent’s response to each questions and to the overall. To categorize the average of respondents’

response, it was used class interval which was sought with the following formula:
The highest score— the lowestscore _ 5-1 _ 0.8
=-=0.

) ) The number of classes )
With the class interval of 0.8, then the criteria of respondents’ response was arranged, as presented in the table

below:

Class interval =

Table 4.1. Criteria of the average respondents’ response

Variabel Interval Scale Rating

1,00-1,80 | 1,81-2,60 | 2,61-3,40 | 3,41-4,20 | 4,21-5,00
Self-Efficacy (X)
Employee Empowerment (Z) Very Low Low Sufficient High Very High
Readiness For Change (Y)

Source: Calculating result
4.1.1 The description of the response on Self efficacy variable

Based on the description of response table above, it can be concluded that the average response from the respondents
to the variable Self Efficacy is at 4.09 which is included in the high category. It means that of permanent employees of PT
Pos Indonesia have high self-confidence so that they believe that they can carry out his work by previously understand
the job at the time the change occurred. It was proved by the indicator (X3) with average value of 4.16. Whereas, the
lowest level of self-efficacy that was perceived by the employee was related to the implementation of the changes made
by PT Pos Indonesia (persero) Surabaya (X6). Although still included in the high category with an average value of 4.00,
the employee assumed that the implementation of changes that would be done by PT. Pos Indonesia (persero) Surabaya
was not fully effective even though the average of the overall employee could implement those changes.

4.1.2 The description of the response on employee empowerment variable

Based on the description of response table above, it can be concluded that the average response from the respondents
to the variable employee empowerment is at 4.22 which is included in the extremely high category. It means that the
permanent employees of PT. Pos Indonesia (persero) Surabaya already feel that their current job is very meaningful for
them. It was proved by the indicator (Z1) with the average value of 4.27. Whereas the lowest level of employee
empowerment that was perceived by the employee was related to decision making or the flexibility in completing their
work (Z4) with the average value of 4.11. Although it still had been categorized as high but some employees still think
that they cannot make decisions freely when they are given a certain job.

4.1.3 The description of the response on readiness for change variable

Based on the description of response table above, it can be concluded that the average response from the respondents
to the variable readiness for change is at 4.25 which is included in the category of extremely high. It means that the
permanent employee of PT. Pos Indonesia (persero) Surabaya already feel that they are always prepare for every
changes conducted by PT Pos Indonesia (persero) Surabaya and do the best for their work. It was proved by the
indicator (RCF5) with average value of 4.58. Whereas the lowest level of readiness for change that was perceived by the
employees was related to their direct involvement at the time PT Pos Indonesia (persero) Surabaya made changes. It can
be seen in the indicator (RCF1). Although it was included in high category, some employee felt that they may not
participate or involve directly in giving an appreciation when PT Pos Indonesia (persero) Surabaya made changes.

4.2 Outer Model Evaluation (Validity and Reliability)

PLS technique recognizes two types of validity: the convergent validity and discriminant validity. In the first stage of
testing, there were still some items that did not comply with convergent validity provision with outer loading value more
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than 0.5. Therefore those items that did not meet this condition should be reduced until it generate a suitable model as
follow.

1= 1= 1=
. 17 ] L g

Picture 1.1. Outer Model
Source: PLS Data Running.

Meanwhile, the discriminant validity was done by comparing the cross loading of each variables in question to other
variables in the model. If the cross loading value in one variable is greater than the other variables, the variables have
good discriminant validity. Based on test results, it was known that the variables comply with discriminant validity. Final
evaluation on the outer model is a composite reliability. Composite reliability tests reliability value of the indicators at a
construct. A variable is said to meet the composite reliability if it has composite reliability value > 0.7. Composite reliability
value for self-efficacy, employee empowerment, and readiness for change, each is 0.900350, 0.885682, and 0.900448.
Based on this value, it can be concluded that those variables have complied with the reliability value.

4.3 Inner Model Evaluation
R-Square Value

Table 4.12. Average Result Of R2 Square

Research Variable R Square
Self Efficacy (SE)

Readiness for Change (RFC) 0,560556
Employee Empowerment (EE) 0,490444
Rata-rata R? 0,525500

Source: Adapted from output SmartPLS 2014

Based on the calculations, the average value of communalities is at .0,652033 and the average value of R2 is at
0.525500 so that the GoF value is GoF = v ( 0.652033 x 0.525500 ) = 0.58761 (GoF large ). From this result it can be
concluded that the performance of measurement model (outer model) and structural model (inner model) has a great
GoF value which is at 0.58761 (above 0.36). This indicated that the combined performance of the measurement model
and the structural model is great.

4.4 Hypothesis Testing

The hypothesis could be accepted if the value of t —test (t-statistic) > t-table on the error rate e (a) of 5% is 1.96. Here is
the path coefficient value (original sample estimate) and the value of the t (t -statistic) on the inner workings of the model
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Tabel 4.13. Hasil Nilai Koefisien Path dan t-statistic

Hipotesis original sample|T-Statistic
Self-efficacy-readiness for change 0.617472 2.251
Self-efficacy-readiness for change (with employee empowerment mediation)] ~ 0.184712 6.61

Source: Calculating result.

From the table above, the structural model can be composed to prove the hypothesis of the study as follows:

The effect of self-efficacy towards readiness for change

The test result on the influence of self-efficacy toward readiness for change has statistical value of 2.251 > 1.96. It
means that self-efficacy has significant influence toward readiness for change. Therefore the first hypothesis was
accepted. This result is in accordance with Holt (2008) that self-efficacy significantly affect readiness for change

The effect of self-efficacy towards readiness for change with employee empowerment mediation.

The employees who already feel empowered will have a sense of readiness including a sense of preparedness in
dealing with the change. This can be seen from the relationship between variables (Z) and (Y) which were positively
related to the value and t-statistic of 8.412 >1.96.

Based on these result it can be seen that the employee empowerment had positive influence on the readiness for
change. This also means that the employee empowerment can give employees sense of preparedness in facing the
challenges, including the challenges in the process of change. The Influence of Self-efficacy (X) on readiness for change
(Y) without employee empowerment (Z) in the model shows the t statistic value of 2.251> 1.96, so that it had significant
effect. When employee empowerment mediates self-efficacy (X) towards readiness for change (Y) in the model, it
showed the t-statistic value of 6.61 > 1.96 which means that self-efficacy took effect on readiness for change, mediated
by employee empowerment. Therefore the second hypothesis was accepted.

5. Conclusion

Based on the result of this study, it can be concluded that the high self efficacy influenced the behaviour of readiness for
change. Based on the conclusion of the result and discussion above, it can sum up that the employees of PT. Pos
Indonesia (persero) Surabaya had high self efficacy therefore it also affecting their readiness for change. This study
aimed to test that self efficacy take effect on readiness for change through employee empowerment. Based on data
processing result it can be concluded that the employee empowerment mediated the influence of self efficacy towards
readiness for change on employees of PT. Pos Indonesia (persero) Surabaya. Moreover, the effect of mediation that
produced was characterized as partial. In conclusion, some suggestions were given to the PT. Pos Indonesia (persero)
Surabaya as follows:

6. Suggestion

1. PT Pos Indonesia (Persero) Surabaya should retain more of training to develop the knowledge and the ability
to learn something to improve the employees’ self efficacy. Even though the test showed that the PT Pos
Indoneasia’s employees have high self efficacy, however it would be better that PT Pos Indonesia (persero)
Surabaya could be able to develop the employees self confidence so they can continue to empower the
employees and ready to deal with all kinds of changes.

2. PT. Pos Indonesia (persero) Surabaya should maintain the effort to support the employees to feel that their
work has meaning for them. Even though it included in high category, by maintaining their efforts, PT Pos
Indonesia (persero) Surabaya can improve and evaluate their employees’ self efficacy development.
Therefore the employees are ready to face the chanegs implemented by PT. Pos Indonesia (persero)
Surabaya.

3. PT. Pos Indonesia (persero) Surabaya should maintain employee empowerment to improve their employees’
self efficacy so that they will be ready to carry out all kinds of work challenges including changes in the
organization. By maintaining employee empowerment in their organization, the management of PT. Pos
Indonesia (persero) Surabaya can evaluate how much the employees’ self efficacy in order to be ready to deal
with changes.
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