
Korespondensi
Quality - Access to Success

Journal: Quality - Access to Success
Link: https://www.calitatea.ro/en/; https://submission.calitatea.ro/index.php/QAS/index 
Scopus: https://www.scopus.com/sourceid/17700156709?origin=resultslist 
Scimago: https://www.scimagojr.com/journalsearch.php?q=17700156709&tip=sid&clean=0 

ISSN: p-ISSN 1582-2559; e-ISSN 2668-4861; ISSN-L 2668-4861
CiteScore: 1.8
SNIP: 0.370
H Index: 
SJR: 0.211
Quartile: Q3

Author(s): Ade Irma Anggraeni
Article Title: Organizational communication, organizational learning, and attitude toward 

change: Mediating effect of organizational commitment of public sector 
employees

Volume: 21
Number: 178
Pages: 15-19
Year: 2020

Submission – desk review: 5 – 14 March 2019
Peer review process – revision: 14 – 22 March 2019
Acceptance: 2 April 2019
Published: October 2020

Link PDF: https://www.calitatea.ro/assets/arhiva/2020/QAS_Vol.21_No.178_Oct.2020.pdf 
Scopus Link: https://www.scopus.com/record/display.uri?eid=2-s2.0-
85090878940&origin=resultslist&sort=plf-f 

https://www.calitatea.ro/en/
https://www.scopus.com/record/display.uri?eid=2-s2.0-85090878940&origin=resultslist&sort=plf-f
https://www.scopus.com/record/display.uri?eid=2-s2.0-85090878940&origin=resultslist&sort=plf-f
https://www.calitatea.ro/assets/arhiva/2020/QAS_Vol.21_No.178_Oct.2020.pdf
https://www.scimagojr.com/journalsearch.php?q=17700156709&tip=sid&clean=0
https://www.scopus.com/sourceid/17700156709?origin=resultslist
https://submission.calitatea.ro/index.php/QAS/index


 

User
Typewritten text
1. Submission



Dear Editor,

We hope this paper discussion will be suitable to your journal scope and
focus.

We are looking forward to you response.

Best Regards,

Ade Anggraeni 
<ade.anggraeni@unsoed.ac.id>

Ade Anggraeni <ade.anggraeni@unsoed.ac.id> 5 Maret 2019 16.20
Kepada: tudor.maruntelu@srac.ro

This article discussed the role of organizational communication, learning 
and job involvement on the attitude toward change by assessing the 
mediating effect of employee commitment. This study originally takes a 
sample in public sector where the degree of innovativeness, creativity and
readiness for change is assumed as not competitive as in private sector. 
By taking this object, this study aims to analyze the role of organizational 
communication and learning to the employee commitment. Furthermore, 
we see that this originality is insightful and significant to stimuli the 
psychological wellness discussion of public sector employees to improve 
the performance in community service.

We would like to submit article entitled,"Organizational Communication, 
Organizational Learning, and Attitude Toward Change: Mediating Effect 
of Organizational Commitment of Public Sector Employees," for 
consideration for publication in Quality Access to Success.

Paper Submission 

Ade Anggraeni



Indexed in:

WEB OF SCIENCE - ESCI, SCOPUS,

EBSCO, PROQUEST and

listed in CABELL'S Whitelist

E-mail: tudor.maruntelu@srac.ro

Web: www.calitatea.srac.ro

 

[Kutipan teks disembunyikan]

Manuscript_QAS.docx 
136K

Tudor Maruntelu <tudor.maruntelu@srac.ro> 5 Maret 2019 17.01
Balas Ke: tudor.maruntelu@srac.ro
Kepada: Ade Anggraeni <ade.anggraeni@unsoed.ac.id>

Dear Author,

Sincerely,

 

Tudor-George Maruntelu

Editor-in-Chief

Your paper will be evaluated and will get the answer. Send me also
 please the  pdf  format  of  the  paper.  And please provide  tables  in
 and editable format.

https://mail.google.com/mail/u/0/?ui=2&ik=dc93d1f060&view=att&th=1694d279adecbd86&attid=0.1&disp=attd&realattid=f_jsvkbyda0&safe=1&zw
mailto:tudor.maruntelu@srac.ro
http://www.calitatea.srac.ro/


[Kutipan teks disembunyikan]

Dear Editor,

Thanks much for your prompt response.
 We will send you pdf version soon.

Best Regards,

[Kutipan teks disembunyikan]

image001.jpg

16K

Dear Editor,

This below is the word and pdf of submitted paper.
We have corrected some errors in word file, and submit it again to you.

We are looking forward to your response.

Best Regards,

[Kutipan teks disembunyikan]

2 lampiran

Manuscript_QAS.docx 
163K

Ade Anggraeni <ade.anggraeni@unsoed.ac.id> 5 Maret 2019 17.03
Kepada: tudor.maruntelu@srac.ro

Ade Anggraeni <ade.anggraeni@unsoed.ac.id> 6 Maret 2019 07.50
Kepada: tudor.maruntelu@srac.ro

Ade Anggraeni

Ade Anggraeni

https://mail.google.com/mail/u/0/?ui=2&ik=dc93d1f060&view=att&th=1694d4edccb4b81d&attid=0.1&disp=inline&realattid&safe=1&zw
https://mail.google.com/mail/u/0/?ui=2&ik=dc93d1f060&view=att&th=169507b5e31b91df&attid=0.1&disp=attd&realattid=f_jswhjnu81&safe=1&zw


[Kutipan teks disembunyikan]

Manuscript_QAS
205K

Tudor Maruntelu <tudor.maruntelu@srac.ro> 6 Maret 2019 14.38
Balas Ke: tudor.maruntelu@srac.ro
Kepada: Ade Anggraeni <ade.anggraeni@unsoed.ac.id>

Thank you.

https://mail.google.com/mail/u/0/?ui=2&ik=dc93d1f060&view=att&th=169507b5e31b91df&attid=0.2&disp=attd&realattid=f_jswhjnul2&safe=1&zw


Organizational  Communication,  Organizational  Learning,  and
Attitude  toward  Change:  Mediating  Effect  of  Organizational
Commitment of Public Sector Employees 

Ade Irma Anggraeni

Department  of  Management,  Faculty  of  Economics  and  Business,
Jenderal Soedirman University, Purwokerto, Indonesia 

E-mail: ade.anggraeni@unsoed.ac.id

Abstract 

Globalisation and regional autonomy are still significant issues faced
in  regional  economic  development.  In  order  to  improve
competitiveness and management of assets, local governments should
have  the  human  resources  management  mechanism  of  human
resources  who  have  a  proactive  attitude  towards  change  are
individuals who are highly committed to the goals the organization
wants to achieve. This study aims to explain aspects that can improve
employee commitment and attitude toward change, by investigating
the  role  of  organizational  communication,  job  involvement  and
organizational learning. The study was conducted on 2 39 employees
of local government agencies in Banyumas district. Data analysis was
carried out with the Least Square Partial program. This study found
that  through  organizational  commitment,  the  indirect  influence  of
organizational  communication,  job  involvement  and  organizational
learning on attitudes toward change is significant and positive. It is
imperative for regional government agencies to continuously improve
communication,  job  involvement  and  organizational  learning  that
support  efforts  to  increase  employee  commitment  in  their
organizations. 
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1. Introduction 

Transformation  efforts  are  a  necessity  for  local  governments  by
understanding  various  internal  and  external  factors  so  that
bureaucratic  professionalism  can  be  achieved.  Organizational
readiness for change is determined by the views and attitudes held by
the members to change. In this case, the employee becomes essential.
Employees  who  are  committed  to  change  will  have  a  particular
perspective  that  can  encourage  a  series  of  actions  aimed  at  the
successful implementation of changes in the organization (Meyer et
al., 2002). In various organizational settings, commitment becomes an
essential factor in achieving congruence between individual goals and
organizational goals (Ketchand & Strawser, 1998). 

Changes  in  an  organization  also  have  the  potential  to  cause  role
ambiguity,  namely  a  situation  where  employees  do  not  have  clear
direction about their role in a job or organization (Rizzo et al., 1970).
Employees  can  also  experience  role  conflicts,  namely  the
inconsistency between the efforts made and what is expected by the
organization. Not only that, but change also has the potential for role
overload. In order to anticipate this, organizations need to design good
communication  by  prioritising  continuous  feedback  to  reduce
resistance  to  change  and  improve  employee  moral  (Klein,  1996).
Various  forms of  activities  such as  training can increase  employee
commitment (Bhatnagar, 2007). When an organization can facilitate
employees in developing their capabilities,  employees will have the
desire to try better and be committed to carrying out their duties (Paul
&  Anatharaman,  2004).  Through  learning,  the  organization  helps
employees to be more committed to the organization and increases the



feeling of its membership in the organization. This research aims to
analyse the factors that influence employee attitudes toward change.
Organizational commitment leads to the determinant factor in shaping
the  positive  attitude  of  employees  towards  change.  Organizational
commitment can be achieved through organizational communication,
job involvement and organizational learning.

2. Literature Review and Hypotheses 

2.1.  Effect  of  Organizational  Communication  on  Organizational
Commitment

Organizational communication is a dynamic process that functions as
the  primary  tool  for  the  success  or  failure  of  the  organization
concerning  the  task  environment  (Benkhoff,  1997).  Allen  (1992),
Aranya and Jacobson (1975) state that interpersonal communication is
likely  to  make  employee  enthusiast  to  give  opinions  and  views
relating to the issues around them and communicate with superiors,
colleagues and supervisors is a factor that influences organizational
commitment. This statement supports the results of Downs’s (1988)
research  which  states  that  there  is  a  positive  relationship  between
organizational communication and organizational commitment. Based
on the results of previous research hypotheses can be formulated as
follows: 

H1.  Organizational  communication  has  a  positive  effect  on
organizational commitment

2.2. Effect of Job Involvement on Organizational Commitment 

Bhatti  and  Qureshi  (2007)  stated  that  job  involvement  could  be
measured by the degree to which employees feel actively participate
in their work or to what extent the employee is looking for some self-
expression and actualisation in his work. Job involvement will make



someone able to issue the best ability in doing a job because she or he
was involved in the job (Knoop, 1995). An adaptive employee can
improve his ability to respond to change so that  he can commit to
organizational goals. Employees can be committed and have a positive
attitude  towards  change  if  they  see  the  opportunity  given  by  the
organization in developing employee career paths. 

H2.  Job  involvement  has  a  positive  effect  on  organizational
commitment

2.3.  Effect  of  Organizational  Learning  on  Organizational
Commitment 

Research  conducted  by  Mowday  et  al.,  (1979)  concluded  that
organizational learning affects organizational commitment. Pedler et
al., (1991) explained that in the context of the congruence of goals and
values  of  employees  towards  the  organization,  organizational
activities that facilitate the learning of all the members could increase
employee  commitment.  Furthermore,  Bhatnagar  (2007)  states  that
organizational learning increases the level of employee commitment. 

H3. Organizational learning has a positive effect on organizational
commitment. 

2.4. Organizational Commitment on Attitudes Toward Change

Iverson’s (1996) research concluded that organizational commitment
is  the factor  that  most  influences  attitudes toward change after  the
factor  of  union  membership.  Employees  who  have  a  strong
commitment to being more in line with the goals and values of the
organization as well as better to accept the changes (Begley & Czajka,
993). This research supports Guest's  opinion (1987) that employees
who are committed will be more receptive to organizational changes



than employees who do not commit. The results of the study of Lau
and Woodman (1995)  prove  that  organizational  commitment  has  a
direct and significant effect on the dimensions of change. 

H4. Organizational commitment affects the attitude towards change 

Based on the hypothesis presented above, the research framework is
presented as follows.

Figure 1. Research model

3. Research Methods 

The  model  of  the  questionnaire  used  is  a  closed  and  open
questionnaire. The population in this study was all employees of the
Regional Government Agency in Banyumas Regency, Central Java.
The  sampling  method  uses  the  proportionate  stratified  random
sampling  method.  In  this  study,  there  were  239  respondents.  The
variable measurement tool that will be used in this study uses interval
data measurements. This study was designed to test the relationship
model  of  multiple  relationships  between  variables,  which  involve
many variables and the information to be obtained is simultaneous, so
quantitatively the analysis technique used is the Partial Least Square
model estimation. Chin (1998) states that Partial Least Square does
not assume a particular distribution for parameter estimation, then the



parameter technique is not needed. The PLS evaluation model is based
on  prediction  measurements  that  have  non-parametric  properties.
Outer  model  with  reflexive  indicators  is  evaluated  by  convergent
validity and discriminant validity from the indicator  and composite
reliability for block indicators. Stone (1974) and Geisser (1975) stated
that the structural model or inner model was evaluated by looking at
the  presentation  of  variance  explained  by  looking  at  the  R-square
value for the latent dependent construct and also seeing the magnitude
of the structural path coefficient.  The stability of these estimates is
evaluated  using  statistical  t-tests  obtained  through  bootstrapping
procedures.

4. Results 

4.1. Characteristics of Respondents 

In this study, the data collected by the questionnaire directly as much
as  248  questionnaires.  From  the  results  of  questionnaires,  239
questionnaires were fulfilling the requirements to be analysed in order
to test the hypothesis.  The characteristics of the respondents in this
study included the sex of education and work period. The majority of
respondents aged 31 to 40 years (41%), the majority of respondents
were  male  (74%),  had  an  equivalent  educational  background  of
undergraduate (49%). The length of work of the respondents varies
and is balanced between those who have more than 15 years of work
experience (43%) and those who work less than 15 years (57%).

4.2. Convergent Validity 

Convergent  validity  is  used  to  determine  the  validity  of  each
relationship  between  the  indicator  and  its  latent  construct.  The
individual reflexive size is said to be high if it correlates more than 0.7
with the construct we to measure. However, for the initial phase of



research on the development of a scale of measurement the loading
value of 0.50 to 0.60 is considered sufficient (Ghozali, 2006). Based
on this criterion, the indicator whose loading value is less than 0.50 is
dropped  from  the  analysis  and  the  estimation  is  carried  out.  The
results of data processing using PLS produce outer loading for each
indicator (manifest  variable)  of the construct  (variable).  The results
showed that there is a value loading value below 0.5.After processing
indicators  such  invalid,  then  all  the  indicators  have  loading values
above 0.70.

4.3. Composite Reliability 

Evaluation  of  indicator  block  reliability  is  done  using  composite
reliability.  Compared  to  Cronbach  Alpha,  composite  reliability
assumes that all indicators are given equal weight.

Table 1. Composite Reliability

Composite reliability is a closer approximation with the assumption
that parameter estimation is accurate while Cronbach alpha tends to
lower  bound  estimate  reliability.  According  to  Chin  (1998),  an
indicator is said to have good reliability if the value is greater than 0.7.
Reliability test results with composite reliability can be seen in table 1.
Table  1 showed that  all  latent  variables  can  be accepted,  with  the



measurements  of  composite  reliability  of  all  variables  above  0.7.
Thus, the constructs developed in this study are reliable.

4.4. Hypothesis Testing 

The inner model describes the relationship between latent variables
based on substantive theory. Assessing the inner model is to look at
the relationship between latent constructs by paying attention to the
results of the estimation of the path parameter coefficients and their
level of significance. Hypothesis testing can be done by considering
the  level  of  significance  and  path  parameters  between  these  latent
variables as shown in table 2.

Table 2. Hypothesis Testing

In assessing the PLS model begins by looking at the Rsquare value for
each  latent  dependent  variable.  Changes  in  Rsquare  values  can  be
used  to  assess  the  effect  of  independent  latent  variables  on  latent
dependent variables, whether they have substantive influence.

Statistical  testing shows the effect of organizational communication
on  the  organizational  commitment.  It  appears  in  the  calculated  t-
statistic value that is equal to 3.378 significant because it is bigger
than the T-table which is 1.97 with a significant level of 0.05. The
results  show  that  there  is  a  significant  effect  of  organizational
communication on organizational commitment. The coefficient of the



influence  of  organizational  communication  and  organizational
commitment  at  0.340  is  positive.  Based  on  these  results  it  can  be
concluded that H1 is accepted. Thus, there is a positive and significant
influence  of  organizational  communication  on  organizational
commitment.

The  testing  revealed  that  the  effect  of  job  involvement  on  the
organizational  commitment  has  t-statistic  value  equal  to  5.208
significant (>t-table which is 1.97 with a significant level of 0.0). T-
test  indicates  that  there  is  significant  influence  of  job  involvement
towards organizational commitment. The coefficient of the influence
of organizational involvement on organizational commitment equal to
0.507 is positive. Based on these results it can be concluded that H2 is
accepted. Thus, there is a significant positive effect of work involved
on organizational commitment.

Statistical testing presented that the effect of organizational learning
on  the  organizational  commitment  calculated  with  tstatistic  is
significant and has value equal to 5.208. This results show that there is
a significant effect of organizational commitment on attitudes toward
change.  The  coefficient  of  influence  between  organizational
commitment and attitude towards change at 0.404 is positive. Based
on these results it can be concluded that H3 is accepted. Thus, there is
a  positive  and  significant  influence  on  organizational  learning  on
organizational commitment.

The  empirical  examination  on  testing  the  effect  of  the  construct
(latent) on an organizational commitment to attitudes toward change
revealed t-statistic which is significant and has value equal to 4.632
(>t-table which is 1.97 and significant level of 0.05). This indicates
that  there  is  a  significant  effect  of  organizational  commitment  on
attitudes  toward  change.  The  coefficient  of  influence  between
organizational  commitment and attitude towards change at  0.404 is
positive.  Based  on  these  results  it  can  be  concluded  that  H4  is



accepted.  Thus,  there is  a  positive and significant  influence on the
organizational commitment to attitudes toward change.

5. Discussion 

The results of analysis by using SmartPLS indicated that based on the
value of t-test statistic is calculated, demonstrating the acceptance of
H1. This result shows that there is a positive and significant influence
of  organizational  communication  on  organizational  commitment.
Organizational communication is believed to play an essential role in
encouraging member organizations to devote their efforts to the work
of the organization. Willingness to make a serious effort on behalf of
the  organization  is  one  of  the  three  factors  of  organizational
commitment. Strong trust, acceptance of the goals of organizational
values and a great desire to maintain membership are organizational
commitments. In this research setting, organizational communication
is the other factor for the emergence of organizational commitment.
With  the  logic  of  employees  who  have  good  relations  with  the
leadership and get constructive feedback from superiors, they have a
high  commitment  to  the  organization.  This  logic  is  supported  by
research  conducted  by  Chen  et  al.  (2006)  which  concluded  that
organizational  communication is positively related to organizational
commitment.  The results  of  this  study also support  the research of
Downs  (1988)  stating  that  there  is  a  positive  relationship  between
organizational  communication  and  organizational  commitment.  The
results of the study are consistent with the proposed hypothesis and
have the meaning that the organizational commitment that employees
have is influenced by organizational communication.

The  results  of  the  study  as  shown  in  table  2  demonstrate  the
acceptance of H2. This shows that there is a positive and significant
influence  of  work  involved  on  organizational  commitment.  In  this
research setting, job involvement is another factor in the emergence of



organizational  commitment.  The logic  that  underlies  that  employee
involvement  in  decision  making  that  will  affect  employees  and
increase employee autonomy and control over their working lives will
make  employees  more  motivated,  more  loyal  to  the  organization,
more productive and more satisfied with their work (Scholl,  1981).
This  logic  is  supported  by  research  conducted  by  Blau  and  Boal
(1987)  which  concluded  that  high job  involvement  would  increase
organizational  commitment.  The  results  of  the  study  mean  that
organizational commitment held by employees is influenced by job
involvement.

Hypothesis 3 which states that organizational learning has a positive
effect on organizational commitment is also evident in this study. The
efforts of various learning practices carried out by the organization not
only can improve the ability of employees, but also can increase the
desire  of  employees to showcase  the efforts  of  employees who are
better  at  completing  their  work.  When  an  employee  can  achieve
organizational goals through his best efforts, he is confident that there
will  be  congruence  between  his  goals  and  objectives.  It  can  in
creakanse employee commitment. 

Hypothesis  4  which  states  that  organizational  commitment  has  a
positive effect on attitudes toward change is also evident in this study.
With the logic of employees who have high commitment will be more
in  line  with  the  goals  and  values  of  the  organization  and  more
comfortable to accept changes in logic This is supported by research
conducted  by  Lau  and  Woodman  (1995)  which  prove  that
organizational commitment has a direct and significant effect on the
dimensions of change. The results of the study are consistent with the
proposed  hypothesis.  The  results  of  this  study  also  support  the
research conducted by Yousef (2000) which concluded that affective
commitment  directly  and  positively  influences  employee  attitudes
toward change. The research result means that an employee attitude



towards change is influenced by organizational commitment which is
owned by the employee.

6. Conclusion 

This study found that through organizational commitment, the indirect
influence  of  organizational  communication,  job  involvement  and
organizational learning on attitudes toward change is significant and
positive.  In  other  words  through  mediating  organizational
commitment,  a  significant  and  positive  influence  between
organizational  communication,  job  involvement  and  learning
organizational attitude towards positive attitudes toward change will
emerge. Based on the critical findings of the study, to increase the
positive  attitude  towards  change,  it  is  suggested  to  the  leaders  of
regional  government  agencies  to  continuously  improve
communication,  job  involvement  and  organizational  learning  that
support  efforts  to  increase  employee  commitment  in  their
organizations.

The implementation  of  the  concept  of  work involved can  be  done
through efforts to actively involve employees in the process of setting
goals,  decision  making,  and  work  activities.  This  can  encourage
employees to actively develop themselves so that the organizational
commitment  of  employees  to  the  organization  is  well  maintained.
Then  the  implementation  of  the  concept  of  organizational
communication  can  be  done  through  increasing  the  pattern  of
communication  of  superiors  to  subordinates  who  have  been
established  by developing sufficient  communication.  Organizational
communication  supports  personal  development  and  employee
performance both emotionally and intellectually in an atmosphere of
openness  and  concern  for  employees  so  that  employees  feel
understood.
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Abstract 

Globalisation and regional autonomy are still significant issues faced
in  regional  economic  development.  In  order  to  improve
competitiveness and management of assets, local governments should
have  the  human  resources  management  mechanism  of  human
resources  who  have  a  proactive  attitude  towards  change  are
individuals who are highly committed to the goals the organization
wants to achieve. This study aims to explain aspects that can improve
employee commitment and attitude toward change, by investigating
the  role  of  organizational  communication,  job  involvement  and
organizational learning. The study was conducted on 2 39 employees
of local government agencies in Banyumas district. Data analysis was
carried out with the Least Square Partial program. This study found
that  through  organizational  commitment,  the  indirect  influence  of
organizational  communication,  job  involvement  and  organizational
learning on attitudes toward change is significant and positive. It is
imperative for regional government agencies to continuously improve
communication,  job  involvement  and  organizational  learning  that
support  efforts  to  increase  employee  commitment  in  their
organizations. 
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1. Introduction 

Transformation  efforts  are  a  necessity  for  local  governments  by
understanding  various  internal  and  external  factors  so  that
bureaucratic  professionalism  can  be  achieved.  Organizational
readiness for change is determined by the views and attitudes held by
the members to change. In this case, the employee becomes essential.
Employees  who  are  committed  to  change  will  have  a  particular
perspective  that  can  encourage  a  series  of  actions  aimed  at  the
successful implementation of changes in the organization (Meyer et
al., 2002). In various organizational settings, commitment becomes an
essential factor in achieving congruence between individual goals and
organizational goals (Ketchand & Strawser, 1998). 

Changes  in  an  organization  also  have  the  potential  to  cause  role
ambiguity,  namely  a  situation  where  employees  do  not  have  clear
direction about their role in a job or organization (Rizzo et al., 1970).
Employees  can  also  experience  role  conflicts,  namely  the
inconsistency between the efforts made and what is expected by the
organization. Not only that, but change also has the potential for role
overload. In order to anticipate this, organizations need to design good
communication  by  prioritising  continuous  feedback  to  reduce
resistance  to  change  and  improve  employee  moral  (Klein,  1996).
Various  forms of  activities  such as  training can increase  employee
commitment (Bhatnagar, 2007). When an organization can facilitate
employees in developing their capabilities,  employees will have the
desire to try better and be committed to carrying out their duties (Paul
&  Anatharaman,  2004).  Through  learning,  the  organization  helps
employees to be more committed to the organization and increases the



feeling of its membership in the organization. This research aims to
analyse the factors that influence employee attitudes toward change.
Organizational commitment leads to the determinant factor in shaping
the  positive  attitude  of  employees  towards  change.  Organizational
commitment can be achieved through organizational communication,
job involvement and organizational learning.

2. Literature Review and Hypotheses 

2.1.  Effect  of  Organizational  Communication  on  Organizational
Commitment

Organizational communication is a dynamic process that functions as
the  primary  tool  for  the  success  or  failure  of  the  organization
concerning  the  task  environment  (Benkhoff,  1997).  Allen  (1992),
Aranya and Jacobson (1975) state that interpersonal communication is
likely  to  make  employee  enthusiast  to  give  opinions  and  views
relating to the issues around them and communicate with superiors,
colleagues and supervisors is a factor that influences organizational
commitment. This statement supports the results of Downs’s (1988)
research  which  states  that  there  is  a  positive  relationship  between
organizational communication and organizational commitment. Based
on the results of previous research hypotheses can be formulated as
follows: 

H1.  Organizational  communication  has  a  positive  effect  on
organizational commitment

2.2. Effect of Job Involvement on Organizational Commitment 

Bhatti  and  Qureshi  (2007)  stated  that  job  involvement  could  be
measured by the degree to which employees feel actively participate
in their work or to what extent the employee is looking for some self-
expression and actualisation in his work. Job involvement will make



someone able to issue the best ability in doing a job because she or he
was involved in the job (Knoop, 1995). An adaptive employee can
improve his ability to respond to change so that  he can commit to
organizational goals. Employees can be committed and have a positive
attitude  towards  change  if  they  see  the  opportunity  given  by  the
organization in developing employee career paths. 

H2.  Job  involvement  has  a  positive  effect  on  organizational
commitment

2.3.  Effect  of  Organizational  Learning  on  Organizational
Commitment 

Research  conducted  by  Mowday  et  al.,  (1979)  concluded  that
organizational learning affects organizational commitment. Pedler et
al., (1991) explained that in the context of the congruence of goals and
values  of  employees  towards  the  organization,  organizational
activities that facilitate the learning of all the members could increase
employee  commitment.  Furthermore,  Bhatnagar  (2007)  states  that
organizational learning increases the level of employee commitment. 

H3. Organizational learning has a positive effect on organizational
commitment. 

2.4. Organizational Commitment on Attitudes Toward Change

Iverson’s (1996) research concluded that organizational commitment
is  the factor  that  most  influences  attitudes toward change after  the
factor  of  union  membership.  Employees  who  have  a  strong
commitment to being more in line with the goals and values of the
organization as well as better to accept the changes (Begley & Czajka,
993). This research supports Guest's  opinion (1987) that employees
who are committed will be more receptive to organizational changes



than employees who do not commit. The results of the study of Lau
and Woodman (1995)  prove  that  organizational  commitment  has  a
direct and significant effect on the dimensions of change. 

H4. Organizational commitment affects the attitude towards change 

Based on the hypothesis presented above, the research framework is
presented as follows.

Figure 1. Research model

3. Research Methods 

The  model  of  the  questionnaire  used  is  a  closed  and  open
questionnaire. The population in this study was all employees of the
Regional Government Agency in Banyumas Regency, Central Java.
The  sampling  method  uses  the  proportionate  stratified  random
sampling  method.  In  this  study,  there  were  239  respondents.  The
variable measurement tool that will be used in this study uses interval
data measurements. This study was designed to test the relationship
model  of  multiple  relationships  between  variables,  which  involve
many variables and the information to be obtained is simultaneous, so
quantitatively the analysis technique used is the Partial Least Square
model estimation. Chin (1998) states that Partial Least Square does
not assume a particular distribution for parameter estimation, then the



parameter technique is not needed. The PLS evaluation model is based
on  prediction  measurements  that  have  non-parametric  properties.
Outer  model  with  reflexive  indicators  is  evaluated  by  convergent
validity and discriminant validity from the indicator  and composite
reliability for block indicators. Stone (1974) and Geisser (1975) stated
that the structural model or inner model was evaluated by looking at
the  presentation  of  variance  explained  by  looking  at  the  R-square
value for the latent dependent construct and also seeing the magnitude
of the structural path coefficient.  The stability of these estimates is
evaluated  using  statistical  t-tests  obtained  through  bootstrapping
procedures.

4. Results 

4.1. Characteristics of Respondents 

In this study, the data collected by the questionnaire directly as much
as  248  questionnaires.  From  the  results  of  questionnaires,  239
questionnaires were fulfilling the requirements to be analysed in order
to test the hypothesis.  The characteristics of the respondents in this
study included the sex of education and work period. The majority of
respondents aged 31 to 40 years (41%), the majority of respondents
were  male  (74%),  had  an  equivalent  educational  background  of
undergraduate (49%). The length of work of the respondents varies
and is balanced between those who have more than 15 years of work
experience (43%) and those who work less than 15 years (57%).

4.2. Convergent Validity 

Convergent  validity  is  used  to  determine  the  validity  of  each
relationship  between  the  indicator  and  its  latent  construct.  The
individual reflexive size is said to be high if it correlates more than 0.7
with the construct we to measure. However, for the initial phase of



research on the development of a scale of measurement the loading
value of 0.50 to 0.60 is considered sufficient (Ghozali, 2006). Based
on this criterion, the indicator whose loading value is less than 0.50 is
dropped  from  the  analysis  and  the  estimation  is  carried  out.  The
results of data processing using PLS produce outer loading for each
indicator (manifest  variable)  of the construct  (variable).  The results
showed that there is a value loading value below 0.5.After processing
indicators  such  invalid,  then  all  the  indicators  have  loading values
above 0.70.

4.3. Composite Reliability 

Evaluation  of  indicator  block  reliability  is  done  using  composite
reliability.  Compared  to  Cronbach  Alpha,  composite  reliability
assumes that all indicators are given equal weight.

Variable  Composite 

Reliability

Confirmation 

OC 0.917 reliable

JI 0.868 reliable

OL 0.893 reliable

CM 0.907 reliable

AC 0.913 reliable

Note: OC:  organizational  commitment;  JI:  job  involvement;  OL:
organizational  learning;  CM:  organizational  communication;  AC:
attitude towards change 

Table 1. Composite Reliability



Composite reliability is a closer approximation with the assumption
that parameter estimation is accurate while Cronbach alpha tends to
lower  bound  estimate  reliability.  According  to  Chin  (1998),  an
indicator is said to have good reliability if the value is greater than 0.7.
Reliability test results with composite reliability can be seen in table 1.
Table  1 showed that  all  latent  variables  can  be accepted,  with  the
measurements  of  composite  reliability  of  all  variables  above  0.7.
Thus, the constructs developed in this study are reliable.

4.4. Hypothesis Testing 

The inner model describes the relationship between latent variables
based on substantive theory. Assessing the inner model is to look at
the relationship between latent constructs by paying attention to the
results of the estimation of the path parameter coefficients and their
level of significance. Hypothesis testing can be done by considering
the  level  of  significance  and  path  parameters  between  these  latent
variables as shown in table 2.

 Hypotheses Estimate Mean
Std.
Dev.

t-
statistic

R-square

CM  OC 0.340 0.395 0.101 3,378 0.351

JI  OC 0.507 0.500 0.097 5,208 0.120

OL  OC 0.593 0.608 0.097 5,208 0.363

OC  AC 0.404 0.479 0.087 4,632 0.363

Note:  OC:  organizational  commitment;  JI:  job  involvement;  OL:
organizational  learning;  CM:  organizational  communication;  AC:
attitude towards change 



Table 2. Hypothesis Testing

In assessing the PLS model begins by looking at the Rsquare value for
each  latent  dependent  variable.  Changes  in  Rsquare  values  can  be
used  to  assess  the  effect  of  independent  latent  variables  on  latent
dependent variables, whether they have substantive influence.

Statistical  testing shows the effect of organizational communication
on  the  organizational  commitment.  It  appears  in  the  calculated  t-
statistic value that is equal to 3.378 significant because it is bigger
than the T-table which is 1.97 with a significant level of 0.05. The
results  show  that  there  is  a  significant  effect  of  organizational
communication on organizational commitment. The coefficient of the
influence  of  organizational  communication  and  organizational
commitment  at  0.340  is  positive.  Based  on  these  results  it  can  be
concluded that H1 is accepted. Thus, there is a positive and significant
influence  of  organizational  communication  on  organizational
commitment.

The  testing  revealed  that  the  effect  of  job  involvement  on  the
organizational  commitment  has  t-statistic  value  equal  to  5.208
significant (>t-table which is 1.97 with a significant level of 0.0). T-
test  indicates  that  there  is  significant  influence  of  job  involvement
towards organizational commitment. The coefficient of the influence
of organizational involvement on organizational commitment equal to
0.507 is positive. Based on these results it can be concluded that H2 is
accepted. Thus, there is a significant positive effect of work involved
on organizational commitment.

Statistical testing presented that the effect of organizational learning
on  the  organizational  commitment  calculated  with  tstatistic  is
significant and has value equal to 5.208. This results show that there is
a significant effect of organizational commitment on attitudes toward
change.  The  coefficient  of  influence  between  organizational



commitment and attitude towards change at 0.404 is positive. Based
on these results it can be concluded that H3 is accepted. Thus, there is
a  positive  and  significant  influence  on  organizational  learning  on
organizational commitment.

The  empirical  examination  on  testing  the  effect  of  the  construct
(latent) on an organizational commitment to attitudes toward change
revealed t-statistic which is significant and has value equal to 4.632
(>t-table which is 1.97 and significant level of 0.05). This indicates
that  there  is  a  significant  effect  of  organizational  commitment  on
attitudes  toward  change.  The  coefficient  of  influence  between
organizational  commitment and attitude towards change at  0.404 is
positive.  Based  on  these  results  it  can  be  concluded  that  H4  is
accepted.  Thus,  there is  a  positive and significant  influence on the
organizational commitment to attitudes toward change.

5. Discussion 

The results of analysis by using SmartPLS indicated that based on the
value of t-test statistic is calculated, demonstrating the acceptance of
H1. This result shows that there is a positive and significant influence
of  organizational  communication  on  organizational  commitment.
Organizational communication is believed to play an essential role in
encouraging member organizations to devote their efforts to the work
of the organization. Willingness to make a serious effort on behalf of
the  organization  is  one  of  the  three  factors  of  organizational
commitment. Strong trust, acceptance of the goals of organizational
values and a great desire to maintain membership are organizational
commitments. In this research setting, organizational communication
is the other factor for the emergence of organizational commitment.
With  the  logic  of  employees  who  have  good  relations  with  the
leadership and get constructive feedback from superiors, they have a
high  commitment  to  the  organization.  This  logic  is  supported  by



research  conducted  by  Chen  et  al.  (2006)  which  concluded  that
organizational  communication is positively related to organizational
commitment.  The results  of  this  study also support  the research of
Downs  (1988)  stating  that  there  is  a  positive  relationship  between
organizational  communication  and  organizational  commitment.  The
results of the study are consistent with the proposed hypothesis and
have the meaning that the organizational commitment that employees
have is influenced by organizational communication.

The  results  of  the  study  as  shown  in  table  2  demonstrate  the
acceptance of H2. This shows that there is a positive and significant
influence  of  work  involved  on  organizational  commitment.  In  this
research setting, job involvement is another factor in the emergence of
organizational  commitment.  The logic  that  underlies  that  employee
involvement  in  decision  making  that  will  affect  employees  and
increase employee autonomy and control over their working lives will
make  employees  more  motivated,  more  loyal  to  the  organization,
more productive and more satisfied with their work (Scholl,  1981).
This  logic  is  supported  by  research  conducted  by  Blau  and  Boal
(1987)  which  concluded  that  high job  involvement  would  increase
organizational  commitment.  The  results  of  the  study  mean  that
organizational commitment held by employees is influenced by job
involvement.

Hypothesis 3 which states that organizational learning has a positive
effect on organizational commitment is also evident in this study. The
efforts of various learning practices carried out by the organization not
only can improve the ability of employees, but also can increase the
desire  of  employees to showcase  the efforts  of  employees who are
better  at  completing  their  work.  When  an  employee  can  achieve
organizational goals through his best efforts, he is confident that there
will  be  congruence  between  his  goals  and  objectives.  It  can  in
creakanse employee commitment. 



Hypothesis  4  which  states  that  organizational  commitment  has  a
positive effect on attitudes toward change is also evident in this study.
With the logic of employees who have high commitment will be more
in  line  with  the  goals  and  values  of  the  organization  and  more
comfortable to accept changes in logic This is supported by research
conducted  by  Lau  and  Woodman  (1995)  which  prove  that
organizational commitment has a direct and significant effect on the
dimensions of change. The results of the study are consistent with the
proposed  hypothesis.  The  results  of  this  study  also  support  the
research conducted by Yousef (2000) which concluded that affective
commitment  directly  and  positively  influences  employee  attitudes
toward change. The research result means that an employee attitude
towards change is influenced by organizational commitment which is
owned by the employee.

6. Conclusion 

This study found that through organizational commitment, the indirect
influence  of  organizational  communication,  job  involvement  and
organizational learning on attitudes toward change is significant and
positive.  In  other  words  through  mediating  organizational
commitment,  a  significant  and  positive  influence  between
organizational  communication,  job  involvement  and  learning
organizational attitude towards positive attitudes toward change will
emerge. Based on the critical findings of the study, to increase the
positive  attitude  towards  change,  it  is  suggested  to  the  leaders  of
regional  government  agencies  to  continuously  improve
communication,  job  involvement  and  organizational  learning  that
support  efforts  to  increase  employee  commitment  in  their
organizations.

The implementation  of  the  concept  of  work involved can  be  done
through efforts to actively involve employees in the process of setting



goals,  decision  making,  and  work  activities.  This  can  encourage
employees to actively develop themselves so that the organizational
commitment  of  employees  to  the  organization  is  well  maintained.
Then  the  implementation  of  the  concept  of  organizational
communication  can  be  done  through  increasing  the  pattern  of
communication  of  superiors  to  subordinates  who  have  been
established  by developing sufficient  communication.  Organizational
communication  supports  personal  development  and  employee
performance both emotionally and intellectually in an atmosphere of
openness  and  concern  for  employees  so  that  employees  feel
understood.
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Abstract: too short (at least 150 words). Globalisation and regional autonomy are
still significant issues faced in regional 
economic development. In order to 
improve competitiveness and 
management of assets, local 
governments should have the human 
resources management mechanism of 
human resources who have a proactive 
attitude towards change are individuals 
who are highly committed to the goals 
the organization wants to achieve. This 
study aims to explain aspects that can 
improve employee commitment and 
attitude toward change, by investigating 
the role of organizational 
communication, job involvement and 
organizational learning. The study was 
conducted on 2 39 employees of local 
government agencies in Banyumas 
district. Data analysis was carried out 
with the Least Square Partial program. 
This study found that through 
organizational commitment, the indirect
influence of organizational 
communication, job involvement and 
organizational learning on attitudes 
toward change is significant and 
positive. It is imperative for regional 
government agencies to continuously 
improve communication, job 
involvement and organizational learning 
that support efforts to increase 
employee commitment in their 
organizations. 

Introduction: research background and Globalisation and regional autonomy 
require speed and foresight of local 
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related problems should be added. governments in managing regional 
potential to become more competitive. 
The local government needs to adjust its
pace of movement with the demands of 
the community and the opportunities 
for cooperation offered by the private 
sector and abroad (Napitupulu et al., 
2017). Transformation efforts are a 
necessity for local governments by 
understanding various internal an d 
external factors so that bureaucratic 
professionalism can be achieved. 
Organizational readiness for change is 
determined by the views and attitudes 
held by the members to change. In this 
case, the employee becomes essential. 
Employees who are committed to 
change will have a particular perspective
that can encourage a series of actions 
aimed at the successful implementation 
of changes in the organization (Meyer et
al., 2002). In various organizational 
settings, commitment becomes an 
essential factor in achieving congruence 
between individual goals and 
organizational goals (Ketchand & 
Strawser, 1998). Changes in an 
organization start from the preparation 
stage, namely the awareness to change. 
Employees who are aware of the 
changes will have a degree of 
understanding and acceptance better 
change that will lead to commitment, 
namely internalising the changes in the 
implementation of the work (Conner, 
1992). 
In the process of change, it is very 
natural for an individual to experience 
feelings of insecurity and comfort due to
changes in work relations and daily 
activities (Nadler, 1987). The perception 
that the work environment is uncertain 
will direct employees to become 



resistant and decrease commitment to 
the organization (Ashford et al., 1989). 
Changes in an organization also have the
potential to cause role ambiguity, 
namely a situation where employees do 
not have clear direction about their role 
in a job or organization (Rizzo et al., 
1970). Employees can also experience 
role conflicts, namely the inconsistency 
between the efforts made and what is 
expected by the organization. Not only 
that, but change also has the potential 
for role overload. In order to anticipate 
this, organizations need to design good 
communication by prioritising 
continuous feedback to reduce 
resistance to change and improve 
employee moral (Klein, 1996). Various 
forms of activities such as training can 
increase employee commitment 
(Bhatnagar, 2007). When an 
organization can facilitate employees in 
developing their capabilities, employees 
will have the desire to try better and be 
committed to carrying out their duties 
(Paul & Anatharaman, 2004). Through 
learning, the organization helps 
employees to be more committed to the
organization and increases the feeling of
its membership in the organization. This 
research aims to analyse the factors that
influence employee attitudes toward 
change. Organizational commitment 
leads to the determinant factor in 
shaping the positive attitude of 
employees towards change. 
Organizational commitment can be 
achieved through organizational 
communication, job involvement and 
organizational learning.

Literature review: points 2.1, 2.2, and 2. Literature Review and Hypotheses 
2.1. Effect of Organizational 



2.4 are lack of justification. Communication on Organizational 
Commitment
Organizational communication is a 
dynamic process that functions as the 
primary tool for the success or failure of 
the organization concerning the task 
environment (Benkhoff, 1997). Allen 
(1992), Aranya and Jacobson (1975) 
state that interpersonal communication 
is likely to make employee enthusiast to 
give opinions and views relating to the 
issues around them and communicate 
with superiors, colleagues and 
supervisors is a factor that influences 
organizational commitment. This 
statement supports the results of 
Downs’s (1988) research which states 
that there is a positive relationship 
between organizational communication 
and organizational commitment. Chen 
et al. (2006) concluded that the 
communication was positively related to
organizational commitment. Based on 
the results of previous research 
hypotheses can be formulated as 
follows: 
H1. Organizational communication has a
positive effect on organizational 
commitment

2.2. Effect of Job Involvement on 
Organizational Commitment 
Bhatti and Qureshi (2007) stated that 
job involvement could be measured by 
the degree to which employees feel 
actively participate in their work or to 
what extent the employee is looking for 
some self-expression and actualisation 
in his work. Job involvement will make 
someone able to issue the best ability in 
doing a job because she or he was 
involved in the job (Knoop, 1995). 
Previously, Blau and Boal (1987) 



concluded that high job involvement 
would increase commitment 
organization. Job involvement makes 
employees feel they have the ability and
can contribute to the work. Job 
involvement can make employees more 
adaptive in facing change because this 
enabled them to see the opportunities 
and benefits of these conditions 
(Kanungo, 1982). An adaptive employee 
can improve his ability to respond to 
change so that he can commit to 
organizational goals. Employees can be 
committed and have a positive attitude 
towards change if they see the 
opportunity given by the organization in 
developing employee career paths. 
H2. Job involvement has a positive effect
on organizational commitment

2.3. Effect of Organizational Learning 
on Organizational Commitment 
Research conducted by Mowday et al., 
(1979) concluded that organizational 
learning affects organizational 
commitment. Pedler et al., (1991) 
explained that in the context of the 
congruence of goals and values of 
employees towards the organization, 
organizational activities that facilitate 
the learning of all the members could 
increase employee commitment. 
Furthermore, Bhatnagar (2007) states 
that organizational learning increases 
the level of employee commitment. 
H3. Organizational learning has a 
positive effect on organizational 
commitment. 

2.4. Organizational Commitment on 
Attitudes Toward Change
Iverson’s (1996) research concluded that
organizational commitment is the factor 



that most influences attitudes toward 
change after the factor of union 
membership. Employees who have a 
strong commitment to being more in 
line with the goals and values of the 
organization as well as better to accept 
the changes (Begley & Czajka, 993). This 
research supports Guest's opinion 
(1987) that employees who are 
committed will be more receptive to 
organizational changes than employees 
who do not commit. The results of the 
study of Lau and Woodman (1995) 
prove that organizational commitment 
has a direct and significant effect on the 
dimensions of change. Yousef’s (2000) 
research concluded that affective 
commitment has a direct and positive 
effect on employee attitudes toward 
change. 
H4. Organizational commitment affects 
the attitude towards change 

Method: further explanation of the 

method used needs to be added.

This research was explanatory as it aims 
to examine the influence of 
organizational communication, job 
involvement and organizational 
commitment to changing attitudes 
toward change. Sources of data 
obtained through the data of primary 
data obtained directly from the object of
research by distributing questionnaires 
to the respondents. Data collection in 
this study was carried out by the survey 
method, namely using a questionnaire 
containing the measuring construct or 
variable items used in the research 
model. The model of the questionnaire 
used is a closed and open questionnaire.
The population in this study was all 
employees of the Regional Government 
Agency in Banyumas Regency, Central 
Java. The sampling method uses the 



proportionate stratified random 
sampling method. In this study, there 
were 239 respondents. The variable 
measurement tool that will be used in 
this study uses interval data 
measurements.

Conclusion: Please add a 

recommendation.

Indicators of trust in direct superiors are 
indicators of the highest loading factors 
in forming organizational 
communication. It is therefore 
recommended that the leaders of Local 
Government Agencies develop 
appropriate and fair policies for several 
reasons. First, it can reduce conflict 
among employees. Second, it can 
eliminate prejudice bias towards each 
other. Third, it takes time to study the 
emotional aspirations of employees and 
how they relate to collaborative work. 
Fourth, choose people suitable for roles 
in teams that have good professional 
abilities and emotional intelligence. 
Fifth, it is important to reward 
employees who excel and cleanse the 
organization of negative influences. 
Seventh, it should be compiled core 
values and standards of behaviour that 
can be accepted by each other, create 
an atmosphere of mutual concern and 
motivate creativity. Eight, it can support 
for developing heartfelt mentality and 
service in employee relations with each 
other. Then indicators of feeling 
centred/ engaged in work are indicators 
with the highest loading factors in 
shaping work engagement. Therefore it 
is recommended that the leaders of 
Regional Government Agencies continue
to create a work environment that 
supports employee synergy and 
participation.
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Abstract 

Globalisation and regional autonomy are still significant issues faced
in  regional  economic  development.  In  order  to  improve
competitiveness and management of assets, local governments should
have  the  human  resources  management  mechanism  of  human
resources  who  have  a  proactive  attitude  towards  change  are
individuals who are highly committed to the goals the organization
wants to achieve. This study aims to explain aspects that can improve
employee commitment and attitude toward change, by investigating
the  role  of  organizational  communication,  job  involvement  and
organizational learning. The study was conducted on 2 39 employees
of local government agencies in Banyumas district. Data analysis was
carried out with the Least Square Partial program. This study found
that  through  organizational  commitment,  the  indirect  influence  of
organizational  communication,  job  involvement  and  organizational
learning on attitudes toward change is significant and positive.  It is
imperative for regional government agencies to continuously improve
communication,  job  involvement  and  organizational  learning  that
support  efforts  to  increase  employee  commitment  in  their
organizations. 
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1. Introduction 

Globalisation and regional autonomy require speed and foresight of
local  governments  in  managing regional  potential  to  become more
competitive.  The  local  government  needs  to  adjust  its  pace  of
movement with the demands of the community and the opportunities
for cooperation offered by the private sector and abroad (Napitupulu
et  al.,  2017).  Transformation  efforts  are  a  necessity  for  local
governments by understanding various internal and external factors so
that  bureaucratic  professionalism  can  be  achieved.  Organizational
readiness for change is determined by the views and attitudes held by
the members to change. In this case, the employee becomes essential.
Employees  who  are  committed  to  change  will  have  a  particular
perspective  that  can  encourage  a  series  of  actions  aimed  at  the
successful implementation of changes in the organization (Meyer et
al., 2002). In various organizational settings, commitment becomes an
essential factor in achieving congruence between individual goals and
organizational  goals  (Ketchand  &  Strawser,  1998).  Changes  in  an
organization start from the preparation stage, namely the awareness to
change. Employees who are aware of the changes will have a degree
of  understanding  and  acceptance  better  change  that  will  lead  to
commitment, namely internalising the changes in the implementation
of the work (Conner, 1992). 

In  the  process  of  change,  it  is  very  natural  for  an  individual  to
experience feelings of insecurity and comfort due to changes in work
relations and daily activities (Nadler, 1987). The perception that the
work  environment  is  uncertain  will  direct  employees  to  become
resistant and decrease commitment to the organization (Ashford et al.,



1989). Changes in an organization also have the potential to cause role
ambiguity,  namely  a  situation  where  employees  do  not  have  clear
direction about their role in a job or organization (Rizzo et al., 1970).
Employees  can  also  experience  role  conflicts,  namely  the
inconsistency between the efforts made and what is expected by the
organization. Not only that, but change also has the potential for role
overload. In order to anticipate this, organizations need to design good
communication  by  prioritising  continuous  feedback  to  reduce
resistance  to  change  and  improve  employee  moral  (Klein,  1996).
Various  forms of  activities  such as  training can increase  employee
commitment (Bhatnagar, 2007). When an organization can facilitate
employees in developing their capabilities,  employees will have the
desire to try better and be committed to carrying out their duties (Paul
&  Anatharaman,  2004).  Through  learning,  the  organization  helps
employees to be more committed to the organization and increases the
feeling of its membership in the organization. This research aims to
analyse the factors that influence employee attitudes toward change.
Organizational commitment leads to the determinant factor in shaping
the  positive  attitude  of  employees  towards  change.  Organizational
commitment can be achieved through organizational communication,
job involvement and organizational learning.

2. Literature Review and Hypotheses 

2.1.  Effect  of  Organizational  Communication  on  Organizational
Commitment

Organizational communication is a dynamic process that functions as
the  primary  tool  for  the  success  or  failure  of  the  organization
concerning  the  task  environment  (Benkhoff,  1997).  Allen  (1992),
Aranya and Jacobson (1975) state that interpersonal communication is
likely  to  make  employee  enthusiast  to  give  opinions  and  views
relating to the issues around them and communicate with superiors,



colleagues and supervisors is a factor that influences organizational
commitment. This statement supports the results of Downs’s (1988)
research  which  states  that  there  is  a  positive  relationship  between
organizational communication and organizational commitment.  Chen
et al. (2006) concluded that the communication was positively related
to  organizational  commitment. Based  on  the  results  of  previous
research hypotheses can be formulated as follows: 

H1.  Organizational  communication  has  a  positive  effect  on
organizational commitment

2.2. Effect of Job Involvement on Organizational Commitment 

Bhatti  and  Qureshi  (2007)  stated  that  job  involvement  could  be
measured by the degree to which employees feel actively participate
in their work or to what extent the employee is looking for some self-
expression and actualisation in his work. Job involvement will make
someone able to issue the best ability in doing a job because she or he
was involved in the job (Knoop, 1995).  Previously,  Blau and Boal
(1987)  concluded  that  high  job  involvement  would  increase
commitment  organization.  Job  involvement  makes  employees  feel
they have the ability and can contribute to the work. Job involvement
can  make  employees  more  adaptive  in  facing  change  because  this
enabled them to see the opportunities and benefits of these conditions
(Kanungo, 1982). An adaptive employee can improve his ability to
respond  to  change  so  that  he  can  commit  to  organizational  goals.
Employees  can  be  committed  and have  a  positive  attitude  towards
change  if  they  see  the  opportunity  given  by  the  organization  in
developing employee career paths. 

H2.  Job  involvement  has  a  positive  effect  on  organizational
commitment



2.3.  Effect  of  Organizational  Learning  on  Organizational
Commitment 

Research  conducted  by  Mowday  et  al.,  (1979)  concluded  that
organizational learning affects organizational commitment. Pedler et
al., (1991) explained that in the context of the congruence of goals and
values  of  employees  towards  the  organization,  organizational
activities that facilitate the learning of all the members could increase
employee  commitment.  Furthermore,  Bhatnagar  (2007)  states  that
organizational learning increases the level of employee commitment. 

H3. Organizational learning has a positive effect on organizational
commitment. 

2.4. Organizational Commitment on Attitudes Toward Change

Iverson’s (1996) research concluded that organizational commitment
is  the factor  that  most  influences  attitudes toward change after  the
factor  of  union  membership.  Employees  who  have  a  strong
commitment to being more in line with the goals and values of the
organization as well as better to accept the changes (Begley & Czajka,
993). This research supports Guest's  opinion (1987) that employees
who are committed will be more receptive to organizational changes
than employees who do not commit. The results of the study of Lau
and Woodman (1995)  prove  that  organizational  commitment  has  a
direct and significant effect on the dimensions of change.  Yousef’s
(2000) research concluded that affective commitment has a direct and
positive effect on employee attitudes toward change. 

H4. Organizational commitment affects the attitude towards change 

Based on the hypothesis presented above, the research framework is
presented as follows.



Figure 1. Research model

3. Research Methods 

This research was explanatory as it aims to examine the influence of
organizational  communication,  job  involvement  and  organizational
commitment  to  changing  attitudes  toward  change.  Sources  of  data
obtained through the data of primary data obtained directly from the
object of research by distributing questionnaires to the respondents.
Data collection in this study was carried out by the survey method,
namely using a questionnaire containing the measuring construct or
variable  items  used  in  the  research  model.  The  model  of  the
questionnaire used is a closed and open questionnaire. The population
in this study was all employees of the Regional Government Agency
in Banyumas Regency, Central Java. The sampling method uses the
proportionate stratified random sampling method. In this study, there
were  239 respondents.  The variable  measurement  tool  that  will  be
used in this study uses interval data measurements.

This  study was designed to test  the  relationship  model  of  multiple
relationships between variables, which involve many variables and the
information  to  be  obtained  is  simultaneous,  so  quantitatively  the
analysis technique used is the Partial Least Square model estimation.
Chin  (1998)  states  that  Partial  Least  Square  does  not  assume  a
particular  distribution  for  parameter  estimation,  then  the  parameter



technique  is  not  needed.  The  PLS  evaluation  model  is  based  on
prediction measurements that have non-parametric properties.  Outer
model  with reflexive indicators  is  evaluated by convergent  validity
and discriminant validity from the indicator and composite reliability
for block indicators. Stone (1974) and Geisser (1975) stated that the
structural  model  or  inner  model  was  evaluated  by  looking  at  the
presentation of variance explained by looking at the R-square value
for the latent dependent construct and also seeing the magnitude of the
structural path coefficient. The stability of these estimates is evaluated
using statistical t-tests obtained through bootstrapping procedures.

4. Results 

4.1. Characteristics of Respondents 

In this study, the data collected by the questionnaire directly as much
as  248  questionnaires.  From  the  results  of  questionnaires,  239
questionnaires were fulfilling the requirements to be analysed in order
to test the hypothesis.  The characteristics of the respondents in this
study included the sex of education and work period. The majority of
respondents aged 31 to 40 years (41%), the majority of respondents
were  male  (74%),  had  an  equivalent  educational  background  of
undergraduate (49%). The length of work of the respondents varies
and is balanced between those who have more than 15 years of work
experience (43%) and those who work less than 15 years (57%).

4.2. Convergent Validity 

Convergent  validity  is  used  to  determine  the  validity  of  each
relationship  between  the  indicator  and  its  latent  construct.  The
individual reflexive size is said to be high if it correlates more than 0.7
with the construct we to measure. However, for the initial phase of
research on the development of a scale of measurement the loading



value of 0.50 to 0.60 is considered sufficient (Ghozali, 2006). Based
on this criterion, the indicator whose loading value is less than 0.50 is
dropped  from  the  analysis  and  the  estimation  is  carried  out.  The
results of data processing using PLS produce outer loading for each
indicator (manifest  variable)  of the construct  (variable).  The results
showed that there is a value loading value below 0.5. After processing
indicators  such  invalid,  then  all  the  indicators  have  loading values
above 0.70.

4.3. Composite Reliability 

Evaluation  of  indicator  block  reliability  is  done  using  composite
reliability.  Compared  to  Cronbach  Alpha,  composite  reliability
assumes that all indicators are given equal weight.

Variable  Composite 

Reliability

Confirmation 

OC 0.917 reliable

JI 0.868 reliable

OL 0.893 reliable

CM 0.907 reliable

AC 0.913 reliable

Note: OC:  organizational  commitment;  JI:  job  involvement;  OL:
organizational  learning;  CM:  organizational  communication;  AC:
attitude towards change 

Table 1. Composite Reliability

Composite reliability is a closer approximation with the assumption
that parameter estimation is accurate while Cronbach alpha tends to



lower  bound  estimate  reliability.  According  to  Chin  (1998),  an
indicator is said to have good reliability if the value is greater than 0.7.
Reliability test results with composite reliability can be seen in table 1.
Table  1 showed that  all  latent  variables  can  be accepted,  with  the
measurements  of  composite  reliability  of  all  variables  above  0.7.
Thus, the constructs developed in this study are reliable.

4.4. Hypothesis Testing 

The inner model describes the relationship between latent variables
based on substantive theory. Assessing the inner model is to look at
the relationship between latent constructs by paying attention to the
results of the estimation of the path parameter coefficients and their
level of significance. Hypothesis testing can be done by considering
the  level  of  significance  and  path  parameters  between  these  latent
variables as shown in table 2.

 Hypotheses Estimate Mean
Std.
Dev.

t-
statistic

R-square

CM  OC 0.340 0.395 0.101 3,378 0.351

JI  OC 0.507 0.500 0.097 5,208 0.120

OL  OC 0.593 0.608 0.097 5,208 0.363

OC  AC 0.404 0.479 0.087 4,632 0.363

Note:  OC:  organizational  commitment;  JI:  job  involvement;  OL:
organizational  learning;  CM:  organizational  communication;  AC:
attitude towards change 

Table 2. Hypothesis Testing



In assessing the PLS model begins by looking at the Rsquare value for
each  latent  dependent  variable.  Changes  in  Rsquare  values  can  be
used  to  assess  the  effect  of  independent  latent  variables  on  latent
dependent variables, whether they have substantive influence.

Statistical  testing shows the effect of organizational communication
on  the  organizational  commitment.  It  appears  in  the  calculated  t-
statistic value that is equal to 3.378 significant because it is bigger
than the T-table which is 1.97 with a significant level of 0.05. The
results  show  that  there  is  a  significant  effect  of  organizational
communication on organizational commitment. The coefficient of the
influence  of  organizational  communication  and  organizational
commitment  at  0.340  is  positive.  Based  on  these  results  it  can  be
concluded that H1 is accepted. Thus, there is a positive and significant
influence  of  organizational  communication  on  organizational
commitment.

The  testing  revealed  that  the  effect  of  job  involvement  on  the
organizational  commitment  has  t-statistic  value  equal  to  5.208
significant (>t-table which is 1.97 with a significant level of 0.0). T-
test  indicates  that  there  is  significant  influence  of  job  involvement
towards organizational commitment. The coefficient of the influence
of organizational involvement on organizational commitment equal to
0.507 is positive. Based on these results it can be concluded that H2 is
accepted. Thus, there is a significant positive effect of work involved
on organizational commitment.

Statistical testing presented that the effect of organizational learning
on  the  organizational  commitment  calculated  with  tstatistic  is
significant and has value equal to 5.208. This results show that there is
a significant effect of organizational commitment on attitudes toward
change.  The  coefficient  of  influence  between  organizational
commitment and attitude towards change at 0.404 is positive. Based
on these results it can be concluded that H3 is accepted. Thus, there is



a  positive  and  significant  influence  on  organizational  learning  on
organizational commitment.

The  empirical  examination  on  testing  the  effect  of  the  construct
(latent) on an organizational commitment to attitudes toward change
revealed t-statistic which is significant and has value equal to 4.632
(>t-table which is 1.97 and significant level of 0.05). This indicates
that  there  is  a  significant  effect  of  organizational  commitment  on
attitudes  toward  change.  The  coefficient  of  influence  between
organizational  commitment and attitude towards change at  0.404 is
positive.  Based  on  these  results  it  can  be  concluded  that  H4  is
accepted.  Thus,  there is  a  positive and significant  influence on the
organizational commitment to attitudes toward change.

5. Discussion 

The results of analysis by using SmartPLS indicated that based on the
value of t-test statistic is calculated, demonstrating the acceptance of
H1. This result shows that there is a positive and significant influence
of  organizational  communication  on  organizational  commitment.
Organizational communication is believed to play an essential role in
encouraging member organizations to devote their efforts to the work
of the organization. Willingness to make a serious effort on behalf of
the  organization  is  one  of  the  three  factors  of  organizational
commitment. Strong trust, acceptance of the goals of organizational
values and a great desire to maintain membership are organizational
commitments. In this research setting, organizational communication
is the other factor for the emergence of organizational commitment.
With  the  logic  of  employees  who  have  good  relations  with  the
leadership and get constructive feedback from superiors, they have a
high  commitment  to  the  organization.  This  logic  is  supported  by
research  conducted  by  Chen  et  al.  (2006)  which  concluded  that
organizational  communication is positively related to organizational



commitment.  The results  of  this  study also support  the research of
Downs  (1988)  stating  that  there  is  a  positive  relationship  between
organizational  communication  and  organizational  commitment.  The
results of the study are consistent with the proposed hypothesis and
have the meaning that the organizational commitment that employees
have is influenced by organizational communication.

The  results  of  the  study  as  shown  in  table  2  demonstrate  the
acceptance of H2. This shows that there is a positive and significant
influence  of  work  involved  on  organizational  commitment.  In  this
research setting, job involvement is another factor in the emergence of
organizational  commitment.  The logic  that  underlies  that  employee
involvement  in  decision  making  that  will  affect  employees  and
increase employee autonomy and control over their working lives will
make  employees  more  motivated,  more  loyal  to  the  organization,
more productive and more satisfied with their work (Scholl,  1981).
This  logic  is  supported  by  research  conducted  by  Blau  and  Boal
(1987)  which  concluded  that  high job  involvement  would  increase
organizational  commitment.  The  results  of  the  study  mean  that
organizational commitment held by employees is influenced by job
involvement.

Hypothesis 3 which states that organizational learning has a positive
effect on organizational commitment is also evident in this study. The
efforts of various learning practices carried out by the organization not
only can improve the ability of employees, but also can increase the
desire  of  employees to showcase  the efforts  of  employees who are
better  at  completing  their  work.  When  an  employee  can  achieve
organizational goals through his best efforts, he is confident that there
will  be  congruence  between  his  goals  and  objectives.  It  can  in
creakanse employee commitment. 

Hypothesis  4  which  states  that  organizational  commitment  has  a
positive effect on attitudes toward change is also evident in this study.
With the logic of employees who have high commitment will be more



in  line  with  the  goals  and  values  of  the  organization  and  more
comfortable to accept changes in logic This is supported by research
conducted  by  Lau  and  Woodman  (1995)  which  prove  that
organizational commitment has a direct and significant effect on the
dimensions of change. The results of the study are consistent with the
proposed  hypothesis.  The  results  of  this  study  also  support  the
research conducted by Yousef (2000) which concluded that affective
commitment  directly  and  positively  influences  employee  attitudes
toward change. The research result means that an employee attitude
towards change is influenced by organizational commitment which is
owned by the employee.

6. Conclusion 

This study found that through organizational commitment, the indirect
influence  of  organizational  communication,  job  involvement  and
organizational learning on attitudes toward change is significant and
positive.  In  other  words  through  mediating  organizational
commitment,  a  significant  and  positive  influence  between
organizational  communication,  job  involvement  and  learning
organizational attitude towards positive attitudes toward change will
emerge. Based on the critical findings of the study, to increase the
positive  attitude  towards  change,  it  is  suggested  to  the  leaders  of
regional  government  agencies  to  continuously  improve
communication,  job  involvement  and  organizational  learning  that
support  efforts  to  increase  employee  commitment  in  their
organizations.

The implementation  of  the  concept  of  work involved can  be  done
through efforts to actively involve employees in the process of setting
goals,  decision  making,  and  work  activities.  This  can  encourage
employees to actively develop themselves so that the organizational
commitment  of  employees  to  the  organization  is  well  maintained.



Then  the  implementation  of  the  concept  of  organizational
communication  can  be  done  through  increasing  the  pattern  of
communication  of  superiors  to  subordinates  who  have  been
established  by developing sufficient  communication.  Organizational
communication  supports  personal  development  and  employee
performance both emotionally and intellectually in an atmosphere of
openness  and  concern  for  employees  so  that  employees  feel
understood.

Indicators  of  trust  in  direct  superiors  are  indicators  of  the  highest
loading  factors  in  forming  organizational  communication.  It  is
therefore  recommended  that  the  leaders  of  Local  Government
Agencies  develop  appropriate  and fair  policies  for  several  reasons.
First,  it  can  reduce  conflict  among  employees.  Second,  it  can
eliminate prejudice bias towards each other. Third,  it  takes time to
study the emotional aspirations of employees and how they relate to
collaborative work. Fourth, choose people suitable for roles in teams
that have good professional abilities and emotional intelligence. Fifth,
it  is  important  to  reward  employees  who  excel  and  cleanse  the
organization of negative influences.  Seventh,  it  should be compiled
core values and standards of behaviour that can be accepted by each
other, create an atmosphere of mutual concern and motivate creativity.
Eight, it can support for developing heartfelt mentality and service in
employee relations with each other. Then indicators of feeling centred/
engaged in  work are  indicators  with the  highest  loading factors  in
shaping  work  engagement.  Therefore  it  is  recommended  that  the
leaders of Regional Government Agencies continue to create a work
environment that supports employee synergy and participation.
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1. Introduction

Globalisation and regional autonomy require speed and
foresight of local governments in managing regional potential to
become more competitive. The local government needs to
adjust its pace of movement with the demands of the community
and the opportunities for cooperation offered by the private
sector and abroad (Napitupulu et al., 2017). Transformation
efforts are a necessity for local governments by understanding
various internal and external factors so that bureaucratic pro-
fessionalism can be achieved. Organizational readiness for
change is determined by the views and attitudes held by the
members to change. In this case, the employee becomes
essential. Employees who are committed to change will have a
particular perspective that can encourage a series of actions
aimed at the successful implementation of changes in the
organization (Meyer et al., 2002). In various organizational
settings, commitment becomes an essential factor in achieving
congruence between individual goals and organizational goals
(Ketchand & Strawser, 1998). Changes in an organization start
from the preparation stage, namely the awareness to change.
Employees who are aware of the changes will have a degree of
understanding and acceptance better change that will lead to
commitment, namely internalising the changes in the imple-
mentation of the work (Conner, 1992).

In the process of change, it is very natural for an individual
to experience feelings of insecurity and comfort due to changes
in work relations and daily activities (Nadler, 1987). The
perception that the work environment is uncertain will direct
employees to become resistant and decrease commitment to
the organization (Ashford et al., 1989). Changes in an
organization also have the potential to cause role ambiguity,

namely a situation where employees do not have clear direction
about their role in a job or organization (Rizzo et al., 1970).
Employees can also experience role conflicts, namely the incon-
sistency between the efforts made and what is expected by the
organization. Not only that, but change also has the potential for
role overload. In order to anticipate this, organizations need to
design good communication by prioritising continuous feedback
to reduce resistance to change and improve employee moral
(Klein, 1996). Various forms of activities such as training can
increase employee commitment (Bhatnagar, 2007). When an
organization can facilitate employees in developing their
capabilities, employees will have the desire to try better and be
committed to carrying out their duties (Paul & Anatharaman,
2004). Through learning, the organization helps employees to
be more committed to the organization and increases the feeling
of its membership in the organization. This research aims to
analyse the factors that influence employee attitudes toward
change. Organizational commitment leads to the determinant
factor in shaping the positive attitude of employees towards
change. Organizational commitment can be achieved through
organizational communication, job involvement and organiza-
tional learning.

2. Literature Review and Hypotheses
2.1. Effect of Organizational Communication
on Organizational Commitment

Organizational communication is a dynamic process that
functions as the primary tool for the success or failure of the
organization concerning the task environment (Benkhoff, 1997).
Allen (1992), Aranya and Jacobson (1975) state that inter-
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personal communication is likely to make employee enthusiast
to give opinions and views relating to the issues around them
and communicate with superiors, colleagues and supervisors is
a factor that influences organizational commitment. This state-
ment supports the results of Downs’s (1988) research which
states that there is a positive relationship between organizational
communication and organizational commitment. Chen et al.
(2006) concluded that the communication was positively related
to organizational commitment. Based on the results of previous
research hypotheses can be formulated as follows:

H1. Organizational communication has a positive effect on
organizational commitment

2.2. Effect of Job Involvement
on Organizational Commitment

Bhatti and Qureshi (2007) stated that job involvement could
be measured by the degree to which employees feel actively
participate in their work or to what extent the employee is
looking for some self-expression and actualisation in his work.
Job involvement will make someone able to issue the best ability
in doing a job because she or he was involved in the job (Knoop,
1995). Previously, Blau and Boal (1987) concluded that high job
involvement would increase commitment organization. Job
involvement makes employees feel they have the ability and can
contribute to the work. Job involvement can make employees
more adaptive in facing change because this enabled them to
see the opportunities and benefits of these conditions (Kanungo,
1982). An adaptive employee can improve his ability to respond
to change so that he can commit to organizational goals. Em-
ployees can be committed and have a positive attitude towards
change if they see the opportunity given by the organization in
developing employee career paths.

H2. Job involvement has a positive effect on organizational
commitment

2.3. Effect of Organizational Learning
on Organizational Commitment

Research conducted by Mowday et al., (1979) concluded
that organizational learning affects organizational commitment.
Pedler et al., (1991) explained that in the context of the con-
gruence of goals and values of employees towards the
organization, organizational activities that facilitate the learning
of all the members could increase employee commitment.
Furthermore, Bhatnagar (2007) states that organizational
learning increases the level of employee commitment.

H3. Organizational learning has a positive effect on
organizational commitment.

2.4. Organizational Commitment
on Attitudes Toward Change

Iverson’s (1996) research concluded that organizational
commitment is the factor that most influences attitudes toward
change after the factor of union membership. Employees who
have a strong commitment to being more in line with the goals
and values of the organization as well as better to accept the
changes (Begley & Czajka, 993). This research supports
Guest's opinion (1987) that employees who are committed will
be more receptive to organizational changes than employees
who do not commit. The results of the study of Lau and
Woodman (1995) prove that organizational commitment has a
direct and significant effect on the dimensions of change.
Yousef’s (2000) research concluded that affective commitment
has a direct and positive effect on employee attitudes toward
change.

H4. Organizational commitment affects the attitude towards
change

Based on the hypothesis presented above, the research
framework is presented as follows.

3. Research Methods

This research was explanatory as it aims to examine the
influence of organizational communication, job involvement and
organizational commitment to changing attitudes toward change.
Sources of data obtained through the data of primary data
obtained directly from the object of research by distributing
questionnaires to the respondents. Data collection in this study
was carried out by the survey method, namely using a
questionnaire containing the measuring construct or variable
items used in the research model. The model of the questio-
nnaire used is a closed and open questionnaire. The population
in this study was all employees of the Regional Government
Agency in Banyumas Regency, Central Java. The sampling
method uses the proportionate stratified random sampling
method. In this study, there were 239 respondents. The variable
measurement tool that will be used in this study uses interval
data measurements.

This study was designed to test the relationship model of
multiple relationships between variables, which involve many
variables and the information to be obtained is simultaneous, so
quantitatively the analysis technique used is the Partial Least
Square model estimation. Chin (1998) states that Partial Least
Square does not assume a particular distribution for parameter
estimation, then the parameter technique is not needed. The
PLS evaluation model is based on prediction measurements
that have non-parametric properties. Outer model with reflexive
indicators is evaluated by convergent validity and discriminant
validity from the indicator and composite reliability for block
indicators. Stone (1974) and Geisser (1975) stated that the
structural model or inner model was evaluated by looking at the
presentation of variance explained by looking at the R-square
value for the latent dependent construct and also seeing the
magnitude of the structural path coefficient. The stability of these
estimates is evaluated using statistical t-tests obtained through
bootstrapping procedures.

4. Results
4.1. Characteristics of Respondents

In this study, the data collected by the questionnaire directly
as much as 248 questionnaires. From the results of questio-
nnaires, 239 questionnaires were fulfilling the requirements to
be analysed in order to test the hypothesis. The characteristics
of the respondents in this study included the sex of education
and work period. The majority of respondents aged 31 to 40
years (41%), the majority of respondents were male (74%), had
an equivalent educational background of undergraduate (49%).
The length of work of the respondents varies and is balanced
between those who have more than 15 years of work ex-
perience (43%) and those who work less than 15 years (57%).

4.2. Convergent Validity

Convergent validity is used to determine the validity of each
relationship between the indicator and its latent construct. The
individual reflexive size is said to be high if it correlates more
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than 0.7 with the construct we to measure. However, for the
initial phase of research on the development of a scale of
measurement the loading value of 0.50 to 0.60 is considered
sufficient (Ghozali, 2006). Based on this criterion, the indicator
whose loading value is less than 0.50 is dropped from the
analysis and the estimation is carried out. The results of data
processing using PLS produce outer loading for each indicator
(manifest variable) of the construct (variable). The results
showed that there is a value loading value below 0.5.After
processing indicators such invalid, then all the indicators have
loading values above 0.70.

4.3. Composite Reliability

Evaluation of indicator block reliability is done using
composite reliability. Compared to Cronbach Alpha, composite
reliability assumes that all indicators are given equal weight.

Composite reliability is a closer approximation with the
assumption that parameter estimation is accurate while
Cronbach alpha tends to lower bound estimate reliability.
According to Chin (1998), an indicator is said to have good
reliability if the value is greater than 0.7. Reliability test results
with composite reliability can be seen in table 1. Table 1 showed
that all latent variables can be accepted, with the measurements
of composite reliability of all variables above 0.7. Thus, the
constructs developed in this study are reliable.

4.4. Hypothesis Testing

The inner model describes the relationship between latent
variables based on substantive theory. Assessing the inner
model is to look at the relationship between latent constructs by
paying attention to the results of the estimation of the path
parameter coefficients and their level of significance. Hypothesis
testing can be done by considering the level of significance and
path parameters between these latent variables as shown in
table 2.

In assessing the PLS model begins by looking at the R-
square value for each latent dependent variable. Changes in R-
square values can be used to assess the effect of independent
latent variables on latent dependent variables, whether they
have substantive influence.

Statistical testing shows the effect of organizational commu-
nication on the organizational commitment. It appears in the
calculated t-statistic value that is equal to 3.378 significant
because it is bigger than the T-table which is 1.97 with a
significant level of 0.05. The results show that there is a sig-
nificant effect of organizational communication on organizational
commitment. The coefficient of the influence of organizational
communication and organizational commitment at 0.340 is

positive. Based on these results it can be concluded that H1 is
accepted. Thus, there is a positive and significant influence of
organizational communication on organizational commitment.

The testing revealed that the effect of job involvement on the
organizational commitment has t-statistic value equal to 5.208
significant (>t-table which is 1.97 with a significant level of 0.0).
T-test indicates that there is significant influence of job
involvement towards organizational commitment. The coefficient
of the influence of organizational involvement on organizational
commitment equal to 0.507 is positive. Based on these results it
can be concluded that H2 is accepted. Thus, there is a sig-
nificant positive effect of work involved on organizational
commitment.

Statistical testing presented that the effect of organizational
learning on the organizational commitment calculated with t-
statistic is significant and has value equal to 5.208. This results
show that there is a significant effect of organizational co-
mmitment on attitudes toward change. The coefficient of
influence between organizational commitment and attitude
towards change at 0.404 is positive. Based on these results it
can be concluded that H3 is accepted. Thus, there is a positive
and significant influence on organizational learning on orga-
nizational commitment.

The empirical examination on testing the effect of the con-
struct (latent) on an organizational commitment to attitudes
toward change revealed t-statistic which is significant and has
value equal to 4.632 (>t-table which is 1.97 and significant level
of 0.05). This indicates that there is a significant effect of
organizational commitment on attitudes toward change. The
coefficient of influence between organizational commitment and
attitude towards change at 0.404 is positive. Based on these
results it can be concluded that H4 is accepted. Thus, there is a
positive and significant influence on the organizational
commitment to attitudes toward change.

5. Discussion

The results of analysis by using SmartPLS indicated that
based on the value of t-test statistic is calculated, demonstrating
the acceptance of H1. This result shows that there is a positive
and significant influence of organizational communication on
organizational commitment. Organizational communication is
believed to play an essential role in encouraging member orga-
nizations to devote their efforts to the work of the organization.
Willingness to make a serious effort on behalf of the organiza-
tion is one of the three factors of organizational commitment.
Strong trust, acceptance of the goals of organizational values
and a great desire to maintain membership are organizational
commitments. In this research setting, organizational communi-
cation is the other factor for the emergence of organizational
commitment. With the logic of employees who have good
relations with the leadership and get constructive feedback from
superiors, they have a high commitment to the organization.
This logic is supported by research conducted by Chen et al.
(2006) which concluded that organizational communication is
positively related to organizational commitment. The results of
this study also support the research of Downs (1988) stating that
there is a positive relationship between organizational commu-
nication and organizational commitment. The results of the
study are consistent with the proposed hypothesis and have the
meaning that the organizational commitment that employees
have is influenced by organizational communication.

The results of the study as shown in table 2 demonstrate the
acceptance of H2. This shows that there is a positive and signi-
ficant influence of work involved on organizational commitment.
In this research setting, job involvement is another factor in the
emergence of organizational commitment. The logic that
underlies that employee involvement in decision making that will
affect employees and increase employee autonomy and control
over their working lives will make employees more motivated,
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more loyal to the organization, more productive and more
satisfied with their work (Scholl, 1981). This logic is supported by
research conducted by Blau and Boal (1987) which concluded
that high job involvement would increase organizational
commitment. The results of the study mean that organizational
commitment held by employees is influenced by job involve-
ment.

Hypothesis 3 which states that organizational learning has a
positive effect on organizational commitment is also evident in
this study. The efforts of various learning practices carried out by
the organization not only can improve the ability of employees,
but also can increase the desire of employees to showcase the
efforts of employees who are better at completing their work.
When an employee can achieve organizational goals through
his best efforts, he is confident that there will be congruence
between his goals and objectives. It can in creakanse employee
commitment.

Hypothesis 4 which states that organizational commitment
has a positive effect on attitudes toward change is also evident
in this study. With the logic of employees who have high
commitment will be more in line with the goals and values of the
organization and more comfortable to accept changes in logic
This is supported by research conducted by Lau and Woodman
(1995) which prove that organizational commitment has a direct
and significant effect on the dimensions of change. The results
of the study are consistent with the proposed hypothesis. The
results of this study also support the research conducted by
Yousef (2000) which concluded that affective commitment
directly and positively influences employee attitudes toward
change. The research result means that an employee attitude
towards change is influenced by organizational commitment
which is owned by the employee.

6. Conclusion

This study found that through organizational commitment,
the indirect influence of organizational communication, job
involvement and organizational learning on attitudes toward
change is significant and positive. In other words through
mediating organizational commitment, a significant and positive
influence between organizational communication, job involve-
ment and learning organizational attitude towards positive
attitudes toward change will emerge. Based on the critical
findings of the study, to increase the positive attitude towards
change, it is suggested to the leaders of regional government
agencies to continuously improve communication, job involve-
ment and organizational learning that support efforts to increase
employee commitment in their organizations.

The implementation of the concept of work involved can be
done through efforts to actively involve employees in the pro-
cess of setting goals, decision making, and work activities. This
can encourage employees to actively develop themselves so
that the organizational commitment of employees to the
organization is well maintained. Then the implementation of the
concept of organizational communication can be done through
increasing the pattern of communication of superiors to subor-
dinates who have been established by developing sufficient
communication. Organizational communication supports personal
development and employee performance both emotionally and
intellectually in an atmosphere of openness and concern for
employees so that employees feel understood.

Indicators of trust in direct superiors are indicators of the
highest loading factors in forming organizational communi-
cation. It is therefore recommended that the leaders of Local
Government Agencies develop appropriate and fair policies for
several reasons. First, it can reduce conflict among employees.
Second, it can eliminate prejudice bias towards each other.
Third, it takes time to study the emotional aspirations of em-
ployees and how they relate to collaborative work. Fourth,
choose people suitable for roles in teams that have good

professional abilities and emotional intelligence. Fifth, it is
important to reward employees who excel and cleanse the
organization of negative influences. Seventh, it should be com-
piled core values and standards of behaviour that can be
accepted by each other, create an atmosphere of mutual con-
cern and motivate creativity. Eight, it can support for developing
heartfelt mentality and service in employee relations with each
other. Then indicators of feeling centred/ engaged in work are
indicators with the highest loading factors in shaping work
engagement. Therefore it is recommended that the leaders of
Regional Government Agencies continue to create a work
environment that supports employee synergy and participation.
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