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ABSTRACT 

 

The lecturer’s behavior that is always ready to face the change is an important factor 

towards success in college to be successful in facing the era of education 4.0. Lecturers that 

have high perceived organizational support and self-efficacy will make themselves ready to face 

any kind of change. This research will test and analyze the influence of perceived organizational 

support and self-efficacy towards readiness for change of lecturers in five different private 

colleges in Indonesia. The data collection method used is by 300 samples of questionnaires 

spread. Data analysis of this research is by using SEM linear regression with the help of 

SmartPLS 3.0 software. The result of this research shows that perceived organizational support 

and self-efficacy have a significant positive influence on the readiness for change of lecturers in 

private colleges in Indonesia. Other than that, self-efficacy has a significant positive influence 

on readiness for change and it also could have a role as a mediator between perceived 

organizational support and readiness for change. 

 

Keywords: Perceived Organizational Support, Readiness for Change, Self-Efficacy. 

 

INTRODUCTION 

 

The concept of self-efficacy is the confidence that a particular person could produce 

influential performance towards an event that affects their life. Therefore, self-efficacy will 

determine how people feel, think, self-motivated, and their behavior. Research done by Onyishi 

& Ogbodo (2012) explained that self-efficacy has a significant relationship with the lecturer’s 

behavior (related to the behavior of taking the load in their work). Research done by Hall et al. 

(2016) explained that self-efficacy is a predictor that is stronger than knowledge to produce 

behavior. Other research also explained that there is a significant positive relationship between 

self-efficacy and employee’s readiness for organizational change (Andrew & Mohankumar, 

2017). This research desires to measure how far the influence of perceived organizational 

support towards readiness for change of lecturers in private colleges, by making self-efficacy as 

a mediator. Novelty of this research is making all three variables as the empowerment of human 

resource as one whole research model. Besides that, there are not much of similar test and study 

done by college organization, especially within lecturers. Lecturer’s readiness in facing changes 
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becomes important due to the purpose of the changes in the college’s environment, which is 

basically, to improve competitive values in the organization to achieve their purpose, as well as 

decreasing the level of resistance of lecturers as they are facing the changes. Armenakis, et al., 

(1993) explained that creating readiness for organizational change is an attempt to support 

changes that will precede resistance behavior. Besides that, organizational changes and the 

readiness of its members are closely correlated. This behavior will affect the behavior of 

lecturers. The result of this research shows that readiness for change has a direct negative effect 

on resistance to change (Jabbarian & Chegini, 2017; Ming-Chu & Meng-Hsiu, 2015). This 

research also shows that lecturers having readiness for organizational change studied from 

aggressive, passive attitude and their behavior in coordinating the changes will have a positive 

impact on organizational studies (Mtebe, 2020; Shechtman et al., 2005). It is expected for 

lecturers to understand more about the purpose of changes so that they will receive the same 

changes that occur in the future. 

Perceived organizational support is defined as how far a lecturer believes that college 

organizations (the place where they work) respect their contributions, efforts and pay attention 

to their welfare (Eisenberger et al., 2002; Ming-Chu & Meng-Hsiu, 2015). Eisenberger, et al., 

(2002) explained that perceived organizational support gives contributions to lecturers to feel 

obliged to care for college organization’s welfare and take actions on the name of the 

organization, which in turn improving organizational commitment, spontaneity, and 

performance. When a lecturer has perceived organizational support, they believe that college 

organization cares about them and have higher confidence within themselves, as well as 

improved life satisfaction (Bernarto et al., 2020). College organization promotes changes when 

lecturers support the college organization when the changes have legitimacy and rationalism 

(Self & Schraeder, 2009). 

Eisenberger, et al., (2002) explained that based on reciprocal norms when lecturers 

finally have their perceived organizational support, they will feel obliged to care towards the 

college organization’s welfare and achievement of objectives. Therefore, when college 

organizations do some changes to achieve the targets, then lecturers will have positive behavior 

by supporting the changes. Research done by Onyishi & Ogbodo (2012) shows that self-efficacy 

and perceived organizational behavior have a significant relationship with lecturers’ behavior 

(related to the behavior of taking the load in their work). The result of the research also 

explained that supportive behavior from college organization gives a sign to lecturers that the 

organization evaluates them, so this would make them involved in the behavior-oriented in 

positive changes. 

Generally, self-efficacy is someone confident that they have the skills to implement 

specific tasks appropriately (Greenberg, 2011). Bandura (1977) defined the concept of self-

efficacy as a belief that someone could perform in a certain way to achieve a specific target that 

influences their life. Bandura, et al., (1994) also explained the concept of self-efficacy as a 

belief that someone could produce a specified performance level that influences the event that is 

also impactful for their life. Therefore, self-efficacy will determine how people feel, think, self-

motivated, and their behavior. Believing that someone’s skill offer chances to implement a 

complicated task so will tend to be a challenge for them.  

Based on previous tests, this research proposes the first hypothesis as: 

 
H1: perceived organizational support has a significant influence on the lecturer’s self-efficacy. 

H2: perceived organizational support has a significant influence on the lecturer’s readiness for change. 

H3: Self-Efficacy has a positive influence on the lecturer’s readiness for change.  

H4: perceived organizational support has a significant influence on the lecturer’s readiness for change 

through self-efficacy. 

 

METHODS 

 

This research will test and analyze the influence of perceived organizational support and 

self-efficacy towards readiness for change of lecturers in five different private colleges in 
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Indonesia. The data collection method used is by 221 samples of questionnaires spread. Data 

analysis of this research is by using SEM linear regression with the help of SmartPLS 3.0 

software. The population in this research is the permanent lecturers in five different private 

colleges in Indonesia, which has around 300 people. The questionnaire was spread by simple 

random sampling technique. Questionnaire results that were returned validly were 221 samples. 

(84.7% from the whole population). Based on the description of the literature review and 

theoretical basis, then the main focus of this research is about the influence of perceived 

organizational support (POS) and self-efficacy (SE) towards readiness for change (RFC) of 

lecturers in a private college. A clearer visualization is shown below: 

 
FIGURE 1  

RESEARCH MODEL 

 

RESULTS AND DISCUSSION 

 

Results for Validity Test and Research Indicator Reliability 

 

Stages of measuring on testing model involve convergent validity test and discriminant 

validity. While the value of Cronbach’s alpha and composite reliability is needed in testing for 

construction reliability. PLS analysis results could be used to test for research hypothesis if all 

indicators in the PLS model have met the requirements of convergent validity, discriminant 

validity, and reliability test.  

 

Convergent Validity Test 

 

A convergent validity test is done by seeing the value of the loading factor of each 

indicator towards the construct. In most references, a factor weighing from at least 0.5 is 

considered to have validity that is strong enough to explain the latent construct (Chin, 1998; 

Ghozali, 2014; Hair et al., 2010). In this research, the minimum limit of loading factor that is 

accepted is 0.7, with the condition of AVE score for every construct, which is  > 0.5 (Ghozali, 

2014). Based on the result from SmartPLS 3.0, after taking out the items that did not meet the 

requirements, all items in Figure 1 and Table 1 having the loading factor value above 0.7 are 

considered to be valid. Therefore, the convergent validity of this research model has all meet the 

requirements. Loading factors, Cronbach’s alpha, composite reliability and AVE can all be seen 

in Figure 1 and Table 1. 

 

Hypothesis Examination 

 

The hypothesis test in PLS is also denoted as an inner model test. This test covers a 

significance test that has a direct and indirect impact as well as how large is the measurement of 

the exogenous variable impact towards the endogenous variable. The influence test is done by 

using a T-Statistic test in an analysis model called Partial Least Squared (PLS) with the help of 
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SmartPLS 3.0 software. With the bootstrapping technique, R square value and significance test 

value can be obtained as shown in the table below: 

 
Table 1 

DISCRIMINANT VALIDITY 

Variables POS RFC SE 

POS 0.806   

RFC 0.780 0.926  

SE 0.765 0.843 0.933 

Source: The Table is derived from the output of the SmartPLS 

3.0 (authors, 2021) 

 

 
Table 2 

COLLINEARITY STATISTICS (VIF) 

Variables POS RFC SE 

POS - 2.409 1.000 

RFC - - - 

SE - 2.409 - 

Source: The Table is derived from the output of the SmartPLS 

3.0 (authors, 2021) 

 

 
Table 3 

R SQUARE VALUE 

 R Square R Square Adjusted 

RFC 0.755 0.752 

SE 0.585 0.583 

Source: The Table is derived from the output of the SmartPLS 

3.0 (authors, 2021) 

 

 
Table 4 

HYPOTHESES TESTING 

Hypotheses Relationship Beta SE T-Statistics P-Values Decision 

H1 POS  SE 0.765 0.028 27.281 0.000 Supported 

H2 POS  RFC 0.325 0.061 5.327 0.000 Supported 

H3 SE  RFC 0.594 0.061 9.678 0.000 Supported 

H4 POS  SE  RFC 0.454 0.050 9.161 0.000 Supported 

Source: The Table is derived from the output of the SmartPLS 3.0 (authors, 2021) 

 

Based on table 4 above, the R Square value of SE is 0.585, which means that the variable 

of SE could be explained by the variable of POS in the percentage of 58.5%, while the 

remaining 41.5% is explained by other variables not explained in this research. R Square value 

of RFX is 0.755, which means that the variable of RFC could be explained by the variable of SE 

and POS in the percentage of 75.5%, while the remaining 24.5% is explained by other variables 

not explained in this research. Table 6 shows T-Statistics and P-Values of influence between 

variables of the research mentioned above. 

The construct of POS has a positive influence on the construct of self-efficacy, where 

this case is proven by the original sample value (Beta) in the value of 0.765, which means there 

is a positive relationship between the construct. The T-Statistics value of this constructed 

relationship is 27.281 with the T value of 1.96 at the significance level of 5% because the 

criteria for this T-statistics value should be >1.96 and P-Value 0,000<0,05, hence the calculation 

result above shows that the relationship between POS and SE is considered to be significant. 
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Therefore, POS has a positive influence on the SE construct, so the first hypothesis (H1) is 

accepted. 

The construct of POS has a positive influence on the construct of RFC, where this case is 

proven by the original sample value (Beta) in the value of 0.325, which means there is a positive 

relationship between the construct. The T-Statistics value of this constructed relationship is 

5.327 with the T value of 1.96 at a significance level of 5% because the criteria for this T-

statistics value should be >1.96 and P-Value 0,000<0,05, hence the calculation result above 

shows that the relationship between POS and RFC is considered to be significant. Therefore, 

POS has a positive influence on the RFC construct, so the second hypothesis (H2) is accepted. 

The construct of SE has a positive influence on the construct of RFC, where this case is 

proven by the original sample value (Beta) in the value of 0.594, which means there is a positive 

relationship between the construct. The T-Statistics value of this constructed relationship is 

9.678 with the T value of 1.96 at a significance level of 5% because the criteria for this T-

statistics value should be >1.96 and P-Value 0,000<0,05, hence the calculation result above 

shows that the relationship between SE and RFC is considered to be significant. Therefore, SE 

has a positive influence on the RFC construct, so the third hypothesis (H3) is accepted. 

The construct of SE has a positive influence as a mediator between the relationship of 

POS and RFC. This is proven by the original sample value (Beta) in the value of 0.454, which 

means there is a positive relationship between the construct. The T-Statistics value of this 

constructed relationship is 9.161 with the T value of 1.96 at the significance level of 5% because 

the criteria for this T-statistics value should be >1.96 and P-Value 0,000<0,05, hence the 

calculation result above shows that the relationship between POS and RFC with SE as a 

mediator is considered to be significant. Therefore, SE has a significant positive influence as a 

mediator between the relationship of POS and RFC, so the fourth hypothesis (H4) is accepted.  

 

Influence of Perceived Organizational Support towards Self-Efficacy 

 

The result of linear regression analysis shown in Table 6 explains that the POS variable 

has a significant positive impact towards variable of SE of lecturer in a private college 

(significance value of T calculation (0.000) < level of significance (0.05)) or have a direct effect 

as much as 0.765. This is defined as when POS increases, then SE of lecturers in private college 

also increases. This result of research also parallels with the research result done by Cheng, et 

al., (2020); Musenze, et al., (2021) who show that there is a positive relationship between POS 

and SE of employees. Research is done by Musenze, et al., (2021) also explains that there is a 

positive relationship between an organization’s support perception and the self-efficacy of 

lecturers. Improvement of perceived organizational support felt by lecturers is expected to 

improve the self-efficacy and power struggle of lecturers towards changes that occur in private 

colleges in terms of the increase in readiness to face the era of education 4.0. 

The result of research done by Ming-Chu & Meng-Hsiu (2015) showed that there is a 

relationship between perceived organizational support and resistance towards changes mediated 

by readiness for change. Other than that, research done by Jabbarian & Chegini (2016) showed 

that there is a positive impact between perceived organizational support and the lecturer’s 

readiness for change. Research is done by Gundersen (2020) also explained that there is a 

positive relationship between perceived organizational support and readiness for change to 

lecturers. According to Rhoades & Eisenberger (2002), perceived organizational support can be 

divided into five sub-dimensions carefully noticed by college organization, which consist of: (1) 

lecturer’s welfare, (2) lecturer’s purpose, (3) lecturer’s contribution, (4) lecturer’s self-

development, and (5) reward for lecturer’s effort. 

 

Influence of Perceived Organizational Support towards Readiness for Change 

 

The result of linear regression analysis shown in Table 6 explains that the POS variable 

has a significant positive impact towards variable of RFC of lecturer in a private college 
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(significance value of T calculation (0.000)< level of significance (0.05)) or have a direct effect 

as much as 0.325. This is defined as when POS increases, then the RFC of lecturers in private 

colleges also increases. This result of research also parallels with the research result done by Yu 

& Lee (2015), Jabbarian & Chegini (2016); dan Dharmawan & Nurtjahjanti (2017) who shows 

that there is a positive relationship between POS and RFC of employees. Research is done by 

Yu & Lee (2015) also explains that there is a positive relationship between POS and RFC of 

lecturers. Besides that, research done by Jabbarian & Chegini (2016) shows that there is a 

positive impact between POS and RFC of employees. Research is done by Dharmawan & 

Nurtjahjanti (2017) also explains that there is a positive relationship between an organization’s 

support perception and readiness for change of employees. Improvement of perceived 

organizational support felt by lecturers is expected to improve lecturer’s support towards 

changes that occur in private colleges in terms of the increase in readiness to face changes. 

 

Influence of Self-Efficacy towards Readiness for Change 

 

The result of linear regression analysis shown in Table 6 explains that SE variable has a 

significant positive impact towards variable of RFC of lecturer in a private college (significance 

value of T calculation (0.000)< level of significance (0.05)) or have a direct effect as much as 

0.765. This is defined as when SE increases, then the RFC of lecturers in private colleges also 

increases. This result of the research is also parallel with the research result done by Bagus, et 

al., (2016), Andrew & Mohankumar (2017); dan Angkawijaya, et al., (2017) who shows that 

there is a positive relationship between SE and RFC of employees. Research is done by Bagus, 

et al., (2016) also explains that there is a significant relationship between SE and RFC of 

lecturers. Besides that, research done by Andrew & Mohankumar (2017) shows that there is a 

significant positive relationship between SE and readiness for organizational change. Research 

is done by Angkawijaya, et al., (2017) also explains that there is a significant relationship 

between SE and readiness for change of employees. Improvement of self-efficacy felt by 

lecturers is expected to improve lecturer’s support towards changes that occur in private 

colleges in terms of the increase in readiness to face changes. 

According to Bandura (1977), self-efficacy is based on four main sources, which 

include: performance accomplishment, vicarious experience, verbal persuasion, and 

psychological state. When someone has a good performance achievement, then they will have a 

high confidence level within themselves in finishing a task or a challenge. Likewise, when 

someone has experience in visualizing as well as having a relationship with a task or a 

challenge, then they will also have a high confidence level. A verbal or psychological condition 

of persuasive skill will also influence confidence in facing a certain event. Research done by 

Onyishi & Ogbodo (2012) shows that self-efficacy and perceived organizational support have a 

significant relationship with lecturer’s behavior (related to the behavior of taking the load in 

their work). The research result is done by Hall, et al., (2016) also shows that self-efficacy is a 

predictor that is stronger than knowledge to produce behavior. Research is done by Andrew & 

Mohankumar (2017) also shows that there is a significant positive relationship between self-

efficacy and employee’s readiness for organizational change. Verma & Sharma (2013) did 

research on the scale of self-efficacy, which are persistence, self-determination, and self-

reliance, the result shows that the items are valid and reliable, with the Cronbach's alpha of 

persistence (0.643), self-determination (0.413), and self-reliance (0.504). Based on the concept 

of self-efficacy above, the indicators include (1) confidence, (2) skills, (3) persistence, and (4) 

self-motivation. 

 

Influence of Perceived Organizational Support towards Readiness for Change Through 

Self-Efficacy as Mediator 

 

The result of linear regression analysis shown in Table 6 explains that perceived 

organizational support variable has a significant positive impact towards variable of readiness 
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for change of lecturer in private college through self-efficacy variable (significance value of T 

calculation (0.000) < level of significance (0.05)) or have a direct effect as much as 0.454. This 

is defined as, self-efficacy, other than giving significant positive influence towards readiness for 

change, but it is also a moderator variable between the relationship between perceived 

organizational support and readiness for change. This result of the research is parallel with the 

research done by Thakur & Kumar (2015) who shows that self-efficacy is significant to be the 

mediator variable. This research could be the new invention on the influence of self-efficacy as 

a mediator between the relationship of perceived organizational support and readiness for 

change in higher education, especially between lecturers in a private college. 

Holt, et al., (2007) explained about readiness for change that defined as comprehensive 

attitude influence simultaneously by four elements, which are content (implemented changes 

attribute), process (steps taken to implement changes), context (environmental/external attribute 

where change is implemented), and individual attributes (lecturers/internal attributes where 

change is implemented). Weiner (2020) explained organizational readiness as a mutual 

psychological condition where the college organization’s members feel committed to 

implementing changes in the organization and confident in their collective skills. Next, the 

factors of readiness that has the most influence analyzed empirically according to Holt et al. 

(2007) consist of discrepancy (believing that a particular change is needed), efficacy (believing 

that the changes could be implemented), organizational valance (believing that the changes 

could give benefits to the college organization), management support (believing that the 

organization’s leader committed to the change), and personal valance (believing that changes 

could give personal benefits). Armenakis, et al., (1993) explained that creating readiness for 

organizational change is an effort to support the changes that preceded resistance behavior. The 

readiness of organizational members is explained in terms of belief, attitude, and intentions. 

Organizational changes and readiness from organizational members have a strong relationship 

with each other. This behavior will affect the behavior of college organization’s members in 

facing organizational changes, including growing readiness for continuously improving 

performance (Basuki et al., 2020; Kamar et al., 2019; Novitasari, Goestjahjanti et al., 2020; 

Novitasari, Sasono et al., 2020; Zaman et al., 2020). The result of research done by Ming-Chu & 

Meng-Hsiu (2015) explained that readiness for change has a direct negative effect on resistance 

to change, which means that readiness for change will result in positive behavior that supports 

the change. Indicators of readiness for change based on the factors influencing readiness for 

change as explained by Holt, et al., (2007) consist of: (1) believing that a particular change is 

needed, (2) believing that leader of college organization is supportive and committed to change, 

(3) believing that the change could be implemented, and (4) personal benefit for lecturers due to 

the change. 

A private college in anticipating changes needs to do internalization process in every 

change to all of the lecturers and also treat lecturers as one of the stakeholders and make an 

effort on satisfying their needs so that lecturers will give support to every one of the policies 

taken by the organization, including the changes as well. Therefore, this will decrease the 

lecturer’s resistance in facing changes that happened in the college environment. Self & 

Schraeder (2009) explained that when a lecturer has perceived that a college organization 

supports them, then they will believe that the college organization cares about them and has 

higher confidence within themselves and also will support the changes done by the organization 

if the changes have legitimacy and rationalism. The result of the research shows that there is a 

relationship between perceived organizational support and resistance towards changes mediated 

by readiness for change (Jabbarian & Chegini, 2017; Ming-Chu & Meng-Hsiu, 2015). Research 

is done by Ming-Chu & Meng-Hsiu (2015) also explained that there is a positive relationship 

between perceived organizational support and readiness for change. Meanwhile, research done 

by Caesens & Stinglhamber (2014); Carrell (2018); Cheng, et al., (2020); Chuo, et al., (2011) 

explained that significant relationship found between perceived organizational support towards 

self-efficacy, self-efficacy towards readiness for change (Andrew & Mohankumar, 2017; Emsza 
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et al., 2016), and other research mentioned the role of self-efficacy as a mediator for both 

hypotheses (Thakur & Kumar, 2015). 

 

CONCLUSION 

 

From the data analysis, it is proven that perceived organizational support and self-

efficacy have a significant positive influence on the readiness for change of lecturers in a private 

college in Indonesia. Other than that, self-efficacy also has a significant positive influence on 

readiness for change and it also could have a role as a mediator between the relationship of 

perceived organizational support and readiness for change. Another important thing from the 

conclusion of this research is that the items from the research instrument used are highly valid 

with the low number of items. It is suggested for further studies to do similar research, but using 

the items instrument resulted from CFA analysis as a wider use. Therefore, it could test back for 

its validity and reliability of this instrument. Development and expansion meant are, for 

example, the research in the other unit of analysis, such as employee, teachers, managers, etc. 

Likewise, it is also advisable to do development research in other sectors, such as industry, 

manufacturing, social, and other public sectors. For further studies, it is suggested to add and 

involve other relevant variables, so that it would make the research in the same theme as more 

complete and comprehensive. 
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