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Abstract:

The success of organizational change was influenced by many factors, and some of them are the
conditions of external environments and internal organization. This study is trying to identify the
role and contribution of employee’s perception about external environment and internal
organization in relations with commitment to change. The study was conducted at financial state
owned organizations with 539 respondents, using Organizational Trust and Organizational Task
Environment as data collection tools. The study revealed that both perceptions of employee’s
about external environment and internal organization, (organizational trust), have positive and
significant correlation and contributions in commitment to change. The results also showed that
organizational trust have more contribution to commitment to change, compares to organizational
task environment. The implications of the study can be used to strengthen the understanding
about the process of organizational change, through increasing employee’s commitment by
boosting the two variables, namely organizational trust, and positive perceptions about external
environments, especially organizational trust. This study also important in change management,
as it was understood from the previous research that leader and its leadership style is important in
the success of organizational change, however in this study it showed that as organizational trust is
the important variable.
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I ntroduction

Nowadays, every organization in order to competd aorvive has to change, and as
organization ins an open system, the success ahaational change was influenced by many
factors, and some of them are the conditions ofereal environments and internal
organization. In this regard, any kind of changsgther in external organization or in
international organization, will be affected thegamization’s effectiveness. However, not
every organizational change program is sucesstskarch showed that 70% of the change
program was not successful (Miller, 2004), and ohthe sources of this failure is connected
with the resistance of people (Erikkson, 2003; Fé&r€able, 2008; Ford et al., 2008). As a
result, support from the employee, in terms of cotmm@nt to change is needed (Wittenstein,
2008).

Objective of the study

This study is trying to identify the role and cabtition of employee’s perception about
external environment and internal organization domational trust) in relations with
commitment to change.

Literaturereview

Commitment to Change

Commitment to change, according to Herscovitch &yt (2002) is a force (mind-set) that
binds an individual to a course of action deemezksgary for the successful implementation
of a change initiative. Furthermore, Herscovitch Meyer mentioned that there are 3
dimensions of commitment to change, as followsAfégctive Commitment to Change, refers
to a desire to support a specific change beingdhired in the workplace (based on positive
feelings, forwards the change being implementedth@ organization); b) Normative
Commitment to Change, reflects a sense of obligatidbe supportive, to provide support for
the change; and c) Continuance Commitment to Charggegnition that there are costs
associated with failure to provide support for thange.

Organizational Trust

Trust is defined as the expectation that anothdirvidual or group will (a) make a good faith
effort to behave in accordance with commitmentth lexplicit or implicit, (b) be honest in
whatever negotiations preceded those commitments(@ not take excessive advantage of
others even when the opportunity exists. Cummingg Bromiley (in Darrough, 2006)
mention that trust has dimensions as follows: a&detability (the keeping commitments
dimension); b) Integrity (the negotiating honesdiynension; and c) Benevolence (the avoid
taking excessive advantage dimension).

Organizational Task Environment

External environments play an important role inamigational change, as one of the sources
in organizational change is because of the chamg#®e environments, as well as demands
from external competitors, customers and otherestaklers. In this regard, Dess & Beard
(1984) have mentioned about dimensions of environsnghat should be taken into
consideration in management, especially in orgaioizal change management.

These dimensions describe an approach to measaireagsk environment of organizations,
using the data and schema developed to record roestansactions in the national social
accounts. It were called Organizational Task Emmments (OTE), consists of: Capacity, is
the extent to which the environment can supportasusd growth of the organization (Beard
& Dess, 1984); 2)Environmental Dynamism, turn over, absence of pattern and
unpredictability are the best measures of enviraralestability-instability (Dess & Beard,
1984). Dynamism should be restricted to change ithdtard to predict and that heightens
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uncertainty for key organizational members (DesB&ard, 1984); and 3fEnvironmental
Complexity, is the heterogeneity of and range of an orgaioizat activities (Child in Dess &
Beard, 1984).

Methods & Measures

Data Collection

Data was collected through 3 types of questionsairamely: 1)Commitment to Change
Inventory, which was developed and modified to Imelkian language from Herscovitch and
Meyer (2002), consists of 18 items from three disn@ms: a) Affective commitment to
change; b) Continuance commitment to change; ahbaohative commitment to change, and
each dimensions consists of 6 dimension)@Janizational Task Environment, consists of 3
dimensions namely, capability, dynamism and conipteand 3)Organizational Trust, based
on the concept of Cummings and Bromiley (in Dartgug006), consists of 3 dimensions
namely a) Predictability, b) Integrity, and c) Beakence. The validity and reliability was
already tested its significance.

Sampling & Sample

Sample was collected from two financial state owoethpanies that had undergone some
organizational changed, such as restructuring tiganizational, development of strategic

marketing, and changes on general system and pnesedSamples were chosen by
convenience sampling. The numbers of participanerew539 respondents, with the

characteristic as follows: permanent employeesjmim working in the company is 2 years,

minimum education is senior high school, and theiadetween 21-56 years old. The profile
of the respondents are as follows: male (61.9%%)ge of age between 25-44 years old
(78.29%), bachelor's degree (74.77%), staff (43.42#ngth of works more than 10 years

(51.95%).

Data Analysis
Data were analyzed using Descriptive Statisticdltile Regression, and SEM.

Results

The study revealed that both perceptions of empigyabout external environment and
internal organization (context, organizational tyusave positive and significant correlation
and contributions in commitment to change. Thelteslso showed that organizational trust
have stronger contribution (12.5%) to commitment dbange, compares to external
environment (10.6%). It can be concluded that tlghdr trust from the employees to the
organization will make the higher commitment to rdpa of the employees. Moreover, the
study also showed that the trust between emplolge#se organization/management, will be
more important than conditions of the external ssvinent. Results from SEM analysis also
showed model fit in terms of the effect of orgatimaal task environment, organizational trust
to commitment to change. The results of descripivalysis also showed that age and lengths
of works have significant and positive correlatiovith commitment to change and
organizational trust. It showed that the olderhaf Employees and the longer they worked in
the organization the higher their commitment tongeand organizational trust.

Discussions, Conclusions, and I mplications

The study showed that the trust between employeethé organization/management is
important. This study was supported the previouslystconducted by Kalyal, Saha, and
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Kumar (2008), as well as the research done by Madjgya (2014) in telecommunication
state-owned company, that showed organizationast tioas positive and significant
correleation with Commitment to Change.

The results also showed that age and lengths désAmve significant and positive correlation
with commitment to change and organizational trudt. showed that the older of the
employees and the longer they worked in the orgdioiz the higher their commitment to
change and organizational trust. This study ispeupd the previous study conducted by
Mangundjaya (2014).

The implications of the study can be used to streegthe understanding about the process of
organizational change, through increasing empl@ayemimmitment by boosting the two
variables, namely organizational trust, and posifrerceptions about external environments,
especially the organizational trust.

This study also important in change managementt ass understood from the previous
research that leader and its leadership style igitant in the success of organizational
change, however in this study it showed that omgtional trust is the most important in the
organization. As a result, developing organizatiomast, by developing more conducive
organizational culture, and by developing harmosioelationship between employees and
management is important. Furthermore, organizatenm also assign people who is senior in
the organization to become the change agent, asrdweg to the results they are more
committed and have higher trust to the organization
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