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This study aims to examine the effect of interpersonal 
skill, work attitude, and ethical climate on adaptive 
performance with employee readiness for change 
among employees of PT PLN Nusantara Power. This 
study employed a quantitative approach involving 
126 respondents and analyzed the data using 
Structural Equation Modeling Partial Least Squares 
(SEM-PLS). 
The results indicate that ethical climate has a positive 
and significant effect on employee readiness for 
change (t = 3.428; p = 0.001), while interpersonal skill 
(t = 1.698; p = 0.089) and work attitude (t = 0.501; p = 
0.616) have no significant effect. Furthermore, 
interpersonal skill has a positive and significant effect 
on adaptive performance (t = 3.116; p = 0.002), whereas 
employee readiness for change (t = 1.625; p = 0.104) 
and ethical climate (t = 0.599; p = 0.549) have no 
significant effect on adaptive performance. 
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INTRODUCTION 
PT PLN Nusantara Power is a subholding company of PT PLN (Persero) 

that is responsible for electricity generation and power plant management in 
Indonesia. Along with technological advancements, digital transformation, and 
the energy transition, the company is required to improve operational 
effectiveness by strengthening the quality of its human resources to adapt to 
organizational changes. These transformations include the digitalization of 
business processes, the improvement of operational procedures, and the 
development of employee competencies to address increasingly complex 
workplace dynamics. 

PT PLN Nusantara Power MRO Unit, as one of the company's power 
generation units, has also experienced organizational changes, including the 
implementation of digital work systems, higher performance targets, and 
employee competency development. These conditions require employees to 
possess adaptive performance, defined as the ability to adjust their behavior, 
skills, and work methods in response to change while maintaining optimal job 
performance. 

Company data indicate that the number of employees at PT PLN Nusantara 
Power MRO Unit increased from 68 employees in 2023 to 92 employees in 2024 and 

111 employees in 2025. This increase reflects the organization's growing need for 
human resources who are capable of adapting to changes in work systems, 
technological advancements, and the company's operational demands. 

The results of a preliminary questionnaire administered to 30 employees 
showed that interpersonal skill received the highest percentage (87%), followed 
by work attitude (82%), adaptive performance (79%), ethical climate (76%), and 
employee readiness for change (72%). These findings indicate that interpersonal 
skills are perceived as the most influential factor in supporting job performance, 
while employees' readiness to cope with organizational change still requires 
improvement. 

Theoretically, adaptive 
performance is influenced by 
both individual and 
organizational factors. 
Interpersonal skill enhances 
communication, collaboration, 
and work coordination. A 
positive work attitude 
encourages employees to accept 
change more readily, while an 
ethical climate fosters a work 
environment characterized by 
trust and support for 
organizational change. In 
addition, employee readiness 
for change is considered a 
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psychological mechanism that reflects an individual's willingness to accept and 
support change, thereby potentially influencing adaptive performance. 

Although previous studies have examined the relationships among these 
variables, research integrating interpersonal skill, work attitude, and ethical 
climate as determinants of adaptive performance, with employee readiness for 
change serving as a mediating variable, remains limited, particularly in the 
electricity generation sector. Therefore, this study aims to analyze the effects of 
interpersonal skill, work attitude, and ethical climate on adaptive performance 
through employee readiness for change among employees of PT PLN Nusantara 
Power MRO Unit. The findings are expected to contribute to the development of 
human resource management literature and provide practical insights for 
organizations in enhancing employees' readiness for change and supporting the 
success of organizational transformation. 

 
Literature Review 
Grand Theory: Social Exchange Theory (SET) 

Social Exchange Theory (SET), proposed by Blau (1964), explains that 
social relationships are built through reciprocal exchanges between individuals 
and organizations. Employees who perceive organizational support, fairness, 
and positive treatment tend to reciprocate through positive attitudes and 
behaviors. Therefore, SET provides a comprehensive theoretical foundation for 
explaining the relationships among interpersonal skill, work attitude, ethical 

climate, employee readiness for change, and adaptive performance. 

Middle Theory: Ability–Motivation–Opportunity (AMO) Theory 
The Ability–Motivation–Opportunity (AMO) Theory, developed by 

Appelbaum et al. (2000), proposes that employee performance is determined by 
three fundamental components: ability, motivation, and opportunity. This 
theory serves as the middle-range theoretical framework explaining how 
organizational and individual factors influence employees' adaptive behaviors. 

Within the AMO framework, interpersonal skill represents the ability 

dimension because it reflects employees' competencies in communication, 
teamwork, empathy, and conflict management. Employees possessing strong 
interpersonal skills are better equipped to collaborate effectively and adapt to 
organizational changes. 

The conceptual framework was developed to illustrate the relationships 
among the research variables to be empirically tested based on the proposed 
research hypotheses. The conceptual framework is presented in Figure 2.1. 
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H1: Interpersonal Skill has no effect on Employee Readiness for Change.  

H2: Work Attitude has a positive effect on Employee Readiness for Change.  

H3: Ethical Climate has a positive effect on Employee Readiness for Change.  

H4: Interpersonal Skill has no effect on Adaptive Performance.  

H5: Work Attitude has a positive effect on Adaptive Performance.  

H6: Ethical Climate has no effect on Adaptive Performance.  

H7: Employee Readiness for Change has no effect on Adaptive Performance.  

H8: Employee Readiness for Change does not mediate the effects of Interpersonal 
Skill, Work Attitude, and Ethical Climate on Adaptive Performance 

 
Research Method 
Research Setting and Period 

This study was conducted from December 2025 to July 2026, covering the stages 
of research proposal preparation, instrument development and validation, data 
collection, data analysis, and thesis completion. 
The object of this study was employees of PT PLN Nusantara Power MRO Unit, 
with a focus on examining the effects of interpersonal skill, work attitude, and 

ethical climate on adaptive performance, mediated by employee readiness for 

change. Data were collected online through a structured questionnaire 
distributed via Google Forms. 
 
Research Design 

This study employed a quantitative research approach with an cross 

sectional research design. This approach was used to examine the causal 
relationships between the independent variables (interpersonal skill, work 

attitude, and ethical climate) and employee readiness for change, as well as 
their implications for adaptive performance among employees of PT PLN 
Nusantara Power MRO Unit. 

A quantitative method was adopted because the research data were collected 
in the form of numerical responses obtained from structured questionnaires and 
analyzed using statistical techniques. 
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Population and Sample 
According to Sugiyono (2022), a population is a generalization area 

consisting of objects or subjects with specific characteristics determined by the 
researcher for investigation and from which conclusions are drawn. Based on this 
definition, the population of this study consisted of all employees working 

across 19 divisions of PT PLN Nusantara Power, totaling 187 employees. 

This study employed a probability sampling technique. Probability 
sampling is a sampling method that provides each member of the population 
with an equal chance of being selected as a respondent, thereby increasing the 
representativeness of the research findings (Sekaran & Bougie, 2016). 

Based on the Isaac and Michael sampling table (1981) with a 5% margin of 
error, the required sample size for this study was 126 respondents. 
 
RESULT  
 Characteristics of Respondents by Gender 

 
 
 
 
 
 
Based on Table 4.1, of the 126 respondents who participated in this study, 

104 respondents (82.4%) were male, while 22 respondents (17.6%) were female. 
These findings indicate that the majority of the respondents in this study were 
male. 
Characteristics of Respondents by Age 
 
 

 

 

 

 

 

 
Based on Table 4.2, of the 126 respondents who participated in this study, none 
(0%) were aged 18–20 years, none (0%) were aged 21–23 years, 1 respondent 
(0.8%) was aged 24–26 years, 23 respondents (18.1%) were aged 27–30 years, and 
102 respondents (81.1%) were over 30 years old. These findings indicate that the 
majority of the respondents were over 30 years of age. 
 
 
 

   
Frequ
ency 

 
Perce
nt 

 
Valid 
Percent 

Cumulati

ve 

Percent 
Valid Male 104 82.4 82.4 82.4 

 Female   22 17.6 17.6 100.0 

 Total 126 100.0 100.0  

   
Frequ
ency 

 
Percent 

Valid 
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18 - 20 
years 

0 0 0 81.1 

 21 - 23 
years 

0 0 0  

 24 - 26 
years 
27 - 30 
years 
>30 
years 

1 

     23 

    102 

0,8 

18,1 

81,1 

0,8 

18,1 

81,1 

100.0 

 Total     126 100.0 100.0  
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Characteristics of Respondents by Educational Attainment 

Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid Senior High 
School 

t 0 0 0 0 

Diploma/D3 2 1.6 1.6 1.6 

Diploma/D4 0 0 0 1.6 

Bachelor’s Degree 11
5 

91.3 91.3 92.9 

Master’s Degree 9 7.1 7.1 100.0 

Total 12
6 

100.0 100.0  

 
Based on Table 4.3, of the 126 respondents, 2 (1.6%) held a Diploma (D3), 

115 (91.3%) held a Bachelor's degree (S1), and 9 (7.1%) held a Master's degree (S2). 
No respondents had a senior high school/vocational high school qualification or 
a Diploma (D4). These findings indicate that the majority of the respondents held 
a Bachelor's degree (S1). 

 
 

Characteristics of Respondents by Department 
 

   
Frequ
ency 

 
Percent 

Valid 
Percen
t 

Cumulative 
Percent 

Valid Human Resources 1 0.8 0.8 0.8 

 MMRK 3 2.4 2.4 3.2 

 Finance 6 4.7 4.7 7.9 

 Procurement 7 5.5 5.5 13.4 

 Mechanical 1A 19 15 15 2.8 

 Mechanical 1B 26 21.3 21.3 49.7 

 Electrical 1A 

Electrical 1B 

C&I 1A 

C&I 1B 

RP-1 

P&Q-1 

HSE-1 

Facilities-1 

General Affairs-1 

Mechanical NDE 

14 

   4 

   6 

   4 

   7 

   5 

   5 

11 

 3.1 

 4.7 

 3.1 

 5.5 

 3.9 

 3.9 

11 

  3.1 

  4.7 

  3.1 

  5.5 

  3.9 

  3.9 

60.7 

    63.8 

    68.5 

    71.6 

    77.1 

      81 

      84.9 
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Non Mechanical NDE 

Mechanical Workshop 

Non Mechanical 

Workshop     

   2 

   2 

   5 

   4 

   4 

   2 

 1.6 

 1.6 

 3.9 

 3.1 

 3.1 

 1.6 

 

  1.6 

  1.6 

  3.9 

  3.1 

  3.1 

  1.6 

 

  

      86.5 

      88.1 

       92 

      95.1 

      98.2 

      99.8 

 Total 126 100.0 100.0        100.0 

 
Based on Table 4.4, the 126 respondents were distributed across several 

departments. The largest proportion of respondents came from the Mechanical 
1B Department (26 respondents; 21.3%), followed by Mechanical 1A (19 
respondents; 15.0%) and Electrical 1A (14 respondents; 11.0%). The remaining 
respondents were distributed across other departments with smaller 
proportions. These findings indicate that the majority of the respondents were 
from the Mechanical 1B Department. 

 
Characteristics of Respondents by Work Experience 

  

   
Frequency 

 
Percent 

 
Valid Percent 

Cumulative 
Percent 

 <1 years 0 0 0 0 

Valid 1 - 3 years 22 17.3 17.3 17.3 

 4 - 6 years 

  7- 9 years 

>10 years             

1 

  13 

   90 

0.8 

  10.2 

   71.7 

0.8 

 10.2 

 71.7 

18.1 

45.6 

  71.7 

 

 Total 126 100.0 100.0 100.00 

 
Based on Table 4.5, of the 126 respondents, 90 (71.7%) had more than 10 

years of work experience, 22 (17.3%) had 1–3 years, 13 (10.2%) had 7–9 years, and 
1 (0.8%) had 4–6 years of work experience. No respondents had less than one year 
of work experience. These findings indicate that the majority of the respondents 
had more than 10 years of work experience. 
Adaptive Performance 

The results indicate that the respondents demonstrated a very high level 
of adaptive performance, with an overall mean score of 4.22. The highest-rated 
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indicator was the effective use of work technology in daily tasks (mean = 4.54), 
while the lowest-rated indicator was the ability to identify alternative solutions 
to new problems (mean = 4.03). 
Interpersonal Skill 

The respondents demonstrated a very high level of interpersonal skills, 
with an overall mean score of 4.21. The highest-rated indicator was the ability to 
build good working relationships with colleagues (mean = 4.37), while the 
lowest-rated indicator was the ability to listen attentively when colleagues were 
speaking (mean = 4.10). 
Work Attitude 

The respondents demonstrated a very high level of work attitude, with an 
overall mean score of 4.27. The highest-rated indicator was the willingness to 
provide the best work results (mean = 4.41), while the lowest-rated indicator was 
active involvement in organizational activities (mean = 4.02). Overall, the 
findings indicate that the respondents had a very positive work attitude. 
Ethical Climate 

The respondents demonstrated a very high level of ethical climate, with 
an overall mean score of 4.31. The highest-rated indicator was compliance with 
applicable norms and ethical values (mean = 4.56), while the lowest-rated 
indicator was employees' concern for one another within the organization (mean 
= 4.28). Overall, the findings indicate that the respondents perceived a very 
positive ethical climate within the organization. 
Employee Readiness For Change 

The respondents demonstrated a very high level of employee readiness 
for change, with an overall mean score of 4.34. The highest-rated indicator was 
the belief that organizational changes would improve organizational 
effectiveness (mean = 4.47), while the lowest-rated indicator was enthusiasm 
toward organizational changes (mean = 4.10). Overall, the findings indicate that 
the respondents were highly prepared to support organizational change. 
 
CONCLUSION 

Based on the research findings, Ethical Climate significantly influences 
Employee Readiness for Change, while Work Attitude significantly influences 
both Employee Readiness for Change and Adaptive Performance. In contrast, 
Interpersonal Skill has no significant effect on either Employee Readiness for 
Change or Adaptive Performance, Ethical Climate has no significant effect on 
Adaptive Performance, and Employee Readiness for Change has no significant 
effect on Adaptive Performance. Furthermore, Employee Readiness for Change 
does not mediate the relationship between Interpersonal Skill, Work Attitude, 
and Ethical Climate and Adaptive Performance, indicating that the proposed 
mediation was not supported. 

 
Research Implications 

This study provides both theoretical and practical implications. 
Theoretically, the findings contribute to the human resource management 
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literature by providing partial support for Social Exchange Theory (SET) and the 
Ability–Motivation–Opportunity (AMO) Theory in explaining employees' 
readiness for change and adaptive performance. Practically, PT PLN Nusantara 
Power MRO Unit is encouraged to implement structured training, coaching, 

mentoring, and knowledge-sharing programs to strengthen employees' work 
attitudes and reinforce an ethical work environment. However, the mediating 
role of Employee Readiness for Change was not supported in this study. 

 
Practical Implications 

The findings suggest that PT PLN Nusantara Power should strengthen 
employees' interpersonal skills through communication training and teamwork 
programs, foster positive work attitudes by promoting professionalism and 
employee development, and maintain a supportive ethical climate through 
fairness, transparency, and organizational integrity. In addition, the company 
should enhance employees' readiness for change by providing effective change 
communication, training, and organizational support. These efforts are expected 
to improve employees' adaptive performance and support successful 
organizational transformation. 

 
Research Limitations 

This study has several limitations. First, it was conducted only among 
employees of PT PLN Nusantara Power MRO Unit, limiting the generalizability 
of the findings to other organizations. Second, the study examined only work 
attitude, interpersonal skill, ethical climate, employee readiness for change, and 
adaptive performance, while other factors may also influence employee 
readiness for change and adaptive performance. Third, the use of a cross-
sectional survey and self-reported questionnaire data may introduce response 
bias and does not capture changes in employees' perceptions and behaviors over 
time. 

 
Research Recommendations 

The findings suggest that PT PLN Nusantara Power MRO Unit should 
strengthen employees' work attitudes and foster an ethical work environment 
through effective communication, training, coaching, mentoring, and 
knowledge-sharing programs. Future research is encouraged to include 
additional variables that may better explain adaptive performance and employee 
readiness for change, apply longitudinal research designs, and examine different 
industries to provide a more comprehensive understanding of the factors 
influencing adaptive performance. 
 
DAFTAR PUSTAKA 
 
Alqudah, I. H. A., Carballo-Penela, A., & Ruzo-Sanmartín, E. (2022). High-

performance human resource management practices and readiness for change: An 
integrative model including affective commitment, employees' performance, and the 
moderating role of hierarchy culture. European Research on Management    
and    Business    Economics,    28(1),    



International Journal of Education and Life Sciences  (IJELS) 
Vol. 4, No. 7 July 2026:  1141-1151 

 
 

1150 
 

100177.https://www.sciencedirect.com/science/article/pii/S244488342100
036X?via% 3Dihub 

 
Armenakis, A. A., Harris, S. G., & Mossholder, K. W. (1993). Creating readiness for 

organizational change. Human Relations, 46(6), 681 703. 
https://journals.sagepub.com/doi/10.1177/001872679304600601? 
cf_chl_f_t k=3RgA_oCSCfBnZCQlC8jGVdSYF1f9LMJQzivIqFcLAPk-
1783240089-1.0.1.1-
PLVO43MjzdjoZG2wuWWbsmKxJ0pSmmenc7.jPK0jGxE 

 
Agero, R. G., & Quines, L. A. (2022). The mediating effect of adaptability on the 

relationship between ethical climate and attitudes towards change. International 
Journal of Research in Business and Social Science, 11(9), 287296. 
https://doi.org/10.20525/ijrbs.v11i9.2145 

 
Appelbaum, E., Bailey, T., Berg, P., & Kalleberg, A. L. (2000). 

Manufacturing Advantage: Why High-Performance Work Systems Pay 
Off. Ithaca, NY: Cornell University Press. 
https://onlinelibrary.wiley.com/doi/epdf/10.1111/ijmr.12332 

 
Cropanzano, R., & Mitchell, M. S. (2005). Social exchange theory: An 

interdisciplinary review. Journal of Management, 31(6), 874 900. 
https://doi.org/10.1177/0149206305279602 

 
Deng, J., Cheng, Z., Qi, S., & Deng, R. (2023). Unravelling the relationship 

between perceived values congruence with organizational change 
readiness: A moderated  mediation  model.  Frontiers  in  
Psychology,  14,  1086326. 
https://doi.org/10.3389/fpsyg.2023.1086326 

 
Emur, A. P., & Satrya, A. (2024). Examining Perceived Organizational 

Support, Work-Life Balance, and Role Breadth Self-Efficacy in Predicting 
Employee Adaptive Performance. Jurnal Manajemen Teori dan 
Terapan, 17(3), 486 503. 
https://doi.org/10.20473/jmtt.v17i3.54856 

 
Evilina Sjaiful, Herman Susilo, & Altatit Dianawati. (2026). Pengaruh Trust dan 

Ethical Climate terhadap Affective Commitment dengan Employee Readiness for 
Change sebagai Variabel Mediasi pada PT. XYZ. Economics and Digital Business 
Review, 7(1), 1382 1395. 
https://ojs.stieamkop.ac.id/index.php/ecotal/article/view/3506/2313? 

 
Fagerbakk, S. A., Brattland, H., Lindberg, M. S., McAleavey, A. A., & Ryum, 

T. (2026). Improving interpersonal skills in therapists: A waitlist-controlled trial 
of facilitative interpersonal and relational skills training. Psychotherapy 

https://www.sciencedirect.com/science/article/pii/S244488342100036X?via%25
https://www.sciencedirect.com/science/article/pii/S244488342100036X?via%25
https://journals.sagepub.com/doi/10.1177/001872679304600601
https://doi.org/10.20525/ijrbs.v11i9.2145
https://onlinelibrary.wiley.com/doi/epdf/10.1111/ijmr.12332
https://doi.org/10.1177/0149206305279602
https://doi.org/10.3389/fpsyg.2023.1086326
https://doi.org/10.20473/jmtt.v17i3.54856
https://ojs.stieamkop.ac.id/index.php/ecotal/article/view/3506/2313


Susita, Wolor, Wahono, Yohanna, Sariwulan, Darmawanti 

  1151 
 

Research, 1 15. Advance online publication. 
https://www.tandfonline.com/doi/full/10.1080/10503307.2026.2666652#a
bstr act 

 
Hearld, L. R., Alexander, J. A., Halladay, J. R., Richards, J. E., Damschroder, L. J., 

Carpenter, D., & Coffman, C. J. (2021). Organizational context and the learning 
and change readiness climate for implementing an evidence-based shared decision-
making aid in US rheumatology clinics. BMC Health Services Research, 21(1), 
475. https://doi.org/10.1186/s12913-021-06480-7 

 
Jiang, K., Lepak, D. P., Hu, J., & Baer, J. C. (2012). How does human 

resource management influence organizational outcomes? A meta-
analytic investigation of mediating mechanisms. Academy of 
Management Journal, 55(6), 1264 1294. 
https://journals.aom.org/doi/abs/10.5465/amj.2011.0088? 

 
John W. Creswell, J. W., & J. David Creswell. (2018). Research Design: 

Qualitative, Quantitative, and Mixed Methods Approaches (5th ed.). 
SAGE Publications. https://us.sagepub.com/en-
us/nam/research-design/book255675? 

 
Joseph F. Hair Jr., J. F., G. Tomas M. Hult, G. T. M., Christian M. Ringle, 

C. M., Marko Sarstedt, M., Nicholas P. Danks, N. P., & Soumya Ray, 
S. (2021). Partial Least Squares Structural Equation Modeling (PLS-
SEM) Using R: A Workbook. Springer. 
https://link.springer.com/book/10.1007/978-3-030-80519-7? 

 
Jundt, D. K., & Shoss, M. K. (2023). A Process Perspective on Adaptive 

Performance: Research Insights and New Directions. Group & 
Organization Management. 
https://doi.org/10.1177/10596011231161404 

 
Kehoe, R. R., & Wright, P. M. (2013). The impact of high-performance 

human resource practices on employees' attitudes and behaviors. 
Journal of Management, 39(2), 366 391. 
https://journals.sagepub.com/doi/10.1177/0149206310365901? 

 
Laporte, N., Vantilborgh, T., Baillien, E., & De Witte, H. (2021). Turning 

change resistance into readiness: How change agents' communication 
shapes recipient reactions. Journal of Business and Psychology, 36(5), 
863 879. https://doi.org/10.1007/s10869-020-09722-3 

 
Maghsoudi, S., Mohsenpour, M., & Nazif, H. (2022). Comparison of ethical 

decision-making and interpersonal communication skills training effects 
on nurses' ethical climate. Nursing Ethics, 29(2),
 467 479. https://doi.org/10.1177/14777509211034139 

 

https://www.tandfonline.com/doi/full/10.1080/10503307.2026.2666652#abstr
https://www.tandfonline.com/doi/full/10.1080/10503307.2026.2666652#abstr
https://doi.org/10.1186/s12913-021-06480-7
https://journals.aom.org/doi/abs/10.5465/amj.2011.0088
https://us.sagepub.com/en-us/nam/research-design/book255675
https://us.sagepub.com/en-us/nam/research-design/book255675
https://link.springer.com/book/10.1007/978-3-030-
https://doi.org/10.1177/10596011231161404
https://journals.sagepub.com/doi/10.1177/0149206310365901
https://doi.org/10.1007/s10869-020-09722-3
https://doi.org/10.1177/14777509211034139


International Journal of Education and Life Sciences  (IJELS) 
Vol. 4, No. 7 July 2026:  1141-1151 

 
 

1152 
 

Mingjun Yang, M., Tuan Trong Luu, T. T., Giang Hoang, G., Nicola 
McNeil, N., & Michael Muchiri, M. (2026). The Goldilocks Effect of 
Ethical Climate: How "Just Right" Levels Drive Service Innovation. 
Journal of Business Ethics. Advance online publication. 
https://link.springer.com/article/10.1007/s10551-026-06278-9? 

 
Mladenova, I. (2022). Relation between Organizational Capacity for Change 

and Readiness for Change. Administrative Sciences, 12(4), 135. 
https://doi.org/10.3390/admsci12040135 

 
Nandini, W., Gustomo, A., & Sushandoyo, D. (2022). The 

Antecedents and Consequences of Individual Adaptive Performance: A 
Systematic Literature Study. Bisnis & Birokrasi: Jurnal Ilmu 
Administrasi dan Organisasi, 29(2). 
https://www.researchgate.net/publication/365398201_The_Ante
cedents_and_ 
Consequences_of_Individual_Adaptive_Performance_A_Systemat
ic_Literatu re_Study 

 
Permatasari, Y. C., Sariwulan, T., & Herlitah. (2025). Employee readiness 

for change as a mediator of trust and ethical climate in building affective 
commitment: Evidence from public sector relocation in Indonesia. 
International Journal of Innovative Research and Scientific Studies, 8(3), 
3948 3959. https://doi.org/10.53894/ijirss.v8i3.7406 

 
Potnuru, R. K. G., Sharma, R., & Sahoo, C. K. (2021). Employee Voice, 

Employee Involvement, and Organizational Change Readiness: 
Mediating Role of Commitment to Change and Moderating Role of 
Transformational Leadership. Vision. 
https://doi.org/10.1177/09722629211043962 

 
Pulakos, E. D., Arad, S., Donovan, M. A., & Plamondon, K. E. (2000). 

Adaptability in the workplace: Development of a taxonomy of adaptive 
performance. Journal of Applied Psychology, 85(4),
 612 624. https://psycnet.apa.org/doi/10.1037/0021-
9010.85.4.612 

 
PT PLN Nusantara Power. (2023). Company Profile PT PLN Nusantara 

Power. PT PLN Nusantara Power. 
 
Quach, E. D., Kazis, L. E., Zhao, S., Ni, P., Clark, V. A., McDannold, S. 

E., & Hartmann, C. W. (2021). Organizational readiness to change as 
a leverage point for improving safety: A national nursing home survey. 
BMC Health Services Research, 21(1), 842. 
https://doi.org/10.1186/s12913-021-06772-y 

https://link.springer.com/article/10.1007/s10551-
https://doi.org/10.3390/admsci12040135
https://www.researchgate.net/publication/365398201_The_Antecedents_and_Consequences_of_Individual_Adaptive_Performance_A_Systematic_Literature_Study
https://www.researchgate.net/publication/365398201_The_Antecedents_and_Consequences_of_Individual_Adaptive_Performance_A_Systematic_Literature_Study
https://www.researchgate.net/publication/365398201_The_Antecedents_and_Consequences_of_Individual_Adaptive_Performance_A_Systematic_Literature_Study
https://www.researchgate.net/publication/365398201_The_Antecedents_and_Consequences_of_Individual_Adaptive_Performance_A_Systematic_Literature_Study
https://doi.org/10.53894/ijirss.v8i3.7406
https://doi.org/10.1177/09722629211043962
https://psycnet.apa.org/doi/10.1037/0021-9010.85.4.612
https://psycnet.apa.org/doi/10.1037/0021-9010.85.4.612
https://doi.org/10.1186/s12913-021-06772-y


Susita, Wolor, Wahono, Yohanna, Sariwulan, Darmawanti 

  1153 
 

 
Robbins, S. P., & Judge, T. A. (2023). Organizational Behavior (19th ed.). 

Pearson. Stephen Isaac, S., & William B. Michael, W. B. (1981). 
Handbook in Research and 

 
Evaluation: A Collection of Principles, Methods, and Strategies Useful in the 

Planning, Design, and Evaluation of Studies in Education and the 
Behavioral Sciences (2nd ed.). EDITS Publishers. 
https://openlibrary.org/books/OL3793994M/Handbook_in_rese
arch_and_eval uation?. 

 
Syarif, B. S., Raharjo, K., Ruhana, I., & Nurtjahjono, G. E. (2025). Toward 

adaptive organizational dynamics: Examining the influence of authentic 
leadership and organizational culture on organizational learning and 
readiness for change. 

KnE Social Sciences, 10(13), 14
7 165. https://doi.org/10.18502/kss.v10i13.18949 

 
Trond Myklebust, T., Karoline Motland, K., Alexander Garnås, A., 

Roald Bjørklund, R., Cato Bjørkli, C., & Knut Inge Fostervold, K. I. 
(2020). An Empirical Evaluation of the Relationship Between Human 
Relations Climate and Readiness for Change. Scandinavian Journal of 
Work and Organizational Psychology, 5(1), Article 1. 

 
Victor, B., & Cullen, J. B. (1988). The organizational bases of ethical work 

climates. 
Administrative Science Quarterly, 33(1), 10
1 125. https://doi.org/10.2307/2392857 

 
Wahdaniah, Sucianti, R., Ambalele, E., & Tellu, A. H. (2023). Human 

Resource Management Transformation in the Digital Age: Recent 
Trends and Implications. International Journal of Applied Research 
and Sustainable Sciences, 1(3), 239 258. 
https://doi.org/10.59890/ijarss.v1i3.902 

 
 

 

https://openlibrary.org/books/OL3793994M/Handbook_in_research_and_evaluation
https://openlibrary.org/books/OL3793994M/Handbook_in_research_and_evaluation
https://doi.org/10.18502/kss.v10i13.18949
https://doi.org/10.2307/2392857
https://doi.org/10.59890/ijarss.v1i3.902

