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ployee performance, but transformational leadership have a positive and significant effect on readi-
ness for change. This study conclude also that readiness for change have a positive and significant ef-
fect on relationship between transformational leadership and employee performance. Readiness for

change as fully mediator. This new research proposed a model for building employee performance
among the employee of a shoe industry in Tangerang through enhancing transformational leader-
ship practice with readiness for change as a mediator. This research could pave the way to improve
employee readiness in facing the era of industrial revolution 4.0.

Meningkatkan Kinerja Karyawan selama Pandemi Covid-19: Peran
Mentalitas Kesiapan untuk Berubah

Abstrak

Penelitian ini bertujuan untuk mengukur pengaruh kepemimpinan transformasional terhadap
kinerja karyawan pada industri sepatu di Tangerang yang dimediasi oleh kesiapan untuk beru-
bah. Pengumpulan data dilakukan dengan teknik simple random sampling dan hasil kuesioner
yang kembali dan valid adalah 117 sampel. Pemrosesan data menggunakan metode SEM den-
gan perangkat lunak SmartPLS 3.0. Hasil penelitian ini menyimpulkan bahwa kepemimpinan
transformasional tidak berpengaruh signifikan terhadap kinerja karyawan, tetapi kepemimpi-
nan transformasional berpengaruh positif dan signifikan terhadap kesiapan untuk berubah. Pe-
nelitian ini menyimpulkan juga bahwa kesiapan untuk berubah memiliki pengaruh positif dan
signifikan terhadap hubungan antara kepemimpinan transformasional dan kinerja karyawan.
Kesiapan untuk berubah sebagai mediator sepenuhnya. Penelitian baru ini mengusulkan model
untuk membangun kinerja karyawan di antara karyawan industri sepatu di Tangerang melalui
peningkatan praktik kepemimpinan transformasional dengan meningkatkan mentalitas kesia-
pan untuk berubah sebagai mediator. Penelitian ini dapat membuka jalan untuk meningkatkan
kesiapan karyawan dalam menghadapi era revolusi industri 4.0.
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INTRODUCTION

In most companies, industrial revoluti-
on era 4.0 is an absolute phenomenon and is
unavoidable. A company should own a strategy
that is able to do transformation and innovati-
on to deal with this issue. This strategy could
help the company and other businesses that
has been built to not get affected by the era and
inhibits its development (Asbari, 2015; Agis-
tiawati, 2020; Jumiran et al., 2020; Novitasari
et al., 2020; Nuryanti et al., 2020; Sudiyono
et al., 2020; Yuwono et al., 2020). A company
should also own a map that is integrated, so the
direction of business development is able to be
seen clearly. In between the strategy that is ur-
ged to be noticed is the readiness for change
in every organization, especially to the global
business organization. The global competition
in this era requires readiness for change wit-
hout any breaks from every industrial people.
Covid-19 pandemic condition that is still sur-
ging in the world, including Indonesia, also
requires changes of the situation and conditi-
on of the current businesses (Purwanto et al.,
2020a; Purwanto et al., 2020; Setyowati Putri
et al., 2020). Therefore, management must do
practical and strategic steps to bring organiza-
tion out from puddle of crisis that has almost
drown some part of companies that is not pre-
pared well.

Bass and Avolio (2000) improved the
transformational leadership theory, based on
Burn (1978) previous theory of transforma-
tional leadership. Every transformational lea-
dership supporters believe that transformative
leaders create trust, loyalty, admiration, and
respect towards the adherent, and in between
the adherents and leaders, so that they are
voluntarily ready to achieve target, purpo-
se and organization vision. Robbins (2001)
confirmed that transformational leadership
is whoever inspires their followers to change
their life and able to aspire bigger target and
Luthans (2005) define transforma-
tive leader is able to change their followers’

vision.

awareness, improve their spirit, and motivate
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them to do their best to achieve organization’s
target, and their willingness to change should
come from themselves. According Bass and
Avolio, (2000) there are three characteristics
of transformative leaders, which are to imp-
rove the awareness of the followers about the
significance of process and effort. Secondly, to
motivate the adherent to prioritise group’s in-
terests more than the individuals’ Lastly, to di-
vert the needs of the adherent outside material
things to higher level, such as pride and actu-
alization. In other words, Burn (1978) states
that transformative leaders is the people who
push their follower to act for certain purposes
who represent values and motivation-needs
and desire, aspiration and hope-from every
leaders and adherents. They are able to change
the adherent’s awareness and build normative
values, ambition, to accomplish higher mora-
lity, such as equality, freedom, justice, humani-
tarianism, and peace.

Holt et al. (2007) shows that readiness for
change is a multi-dimension that is affected by
worker’s confidence that able to change efficacy,
correspond to the organization appropriateness,
management support, and personal benefit. Ac-
cording to Holt et al., (2007) the indicator that
could be used to measure the readiness for chan-
ge of the employees are worker’s confidence to-
wards changes that are proposed is proper for
the organization, worker’s confidence towards
organization would receive advantage from
application of the changes, Employees believe
in the presence of logical reasons for changes
and the presence of needs for the changes that
are proposed, employees focus on the benefits
of changes in the company, worker’s confiden-
ce towards their capability to apply changes that
are desired, worker’s feeling towards leaders and
management in the organization having com-
mitments and supporting the implementation
of changes that are desired, Worker’s feeling to-
wards themselves that they would receive bene-
fits from the implementation of changes that are
desired.

To prepare employees to be confident
enough to change in the organization, under-
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standing the ways that could be used to grow
readiness for change is necessary. There are
two things that could be done by organization,
which are establish readiness of the employees
to change and solving problems of avoiding
changes (Banjongprasert, 2017). organizatio-
nal commitment could affect the readiness for
change (Pramadani, 2012; Hadiyani, 2014).
Organizational commitment is the desired
to stay as a member of organization, trust and
receiving values and organizations purpose
as well as the willingness to work hard for the
sake of organization’s interest. Other than that,
employee engagement (work involvement) has
a role on the success of the implementation of
organization’s changes, especially in the larger
scale, which involve every elements of the or-
ganization. Employees that are involved in the
organizational activities will tend to support the
journey of the changes of organization and rea-
dy to change.

Performance is the behavior on how
a target is achieved (Armstrong & Taylor,
2014). Performance is the oriented process
of the purpose that is directed to ensure that
every organizational process is in the place
to maximize the productivity of employees,
team, and the organization itself. In other
opinion, performance is the things that are
done or not done by the employees (Luthans,
2005). In order to find out the worker’s per-
formance in an organization, some certain
aspects are needed. Performance is affected
by variable that is related to work covering
role-stress and work/non-work conflicts (Ba-
bin & Boles, 1998). There are some criteria
in measuring performance, which are quality,
quantity, punctuality, cost effectiveness and
interpersonal relationship (Bernardin & Rus-
sel, 1993). Worker’s performance has some
elements, namely quantity, quality, accuracy,
attendance, cooperation, and loyalty (Mathis
& Jackson, 2002).

Obviously, Indonesian society has a
strong spirit of patronage. Therefore, paying
attention to the leadership practices in every
unit of society, especially in business organi-
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zation is very important and crucial (Asbari
et al., 2019; Asbari et al., 2020; Fikri et al.,,
2020; Sopa et al., 2020a, 2020b). However, in
the research field was found that transforma-
tional leadership practice does not give signi-
ficant influence to the performance of emp-
loyees (Asbari, 2019; Fayzhall et al., 2020;
Jumiran et al., 2020; Maesaroh et al.,, 2020;
Nugroho et al., 2020; Waruwu et al., 2020;
Yanthy et al., 2020).

While research gap is still happening
in the relationship between transformational
leadership, readiness for change and worker’s
performance, thus this research needs to be
done as soon as possible. Besides that, during
this pandemic, the condition of the company
was certainly no longer normal. Therefore, the
authors propose variable readiness for change
as an intervening variable or factor between
transformational leadership and performan-
ce. Not many researchers have done similar
research, but the writer considers necessary
because readiness to change is considered an
important factor that can’t be eliminated in
abnormal conditions. For instance, research
of Mahessa and Hadiyati (2016) states that
leadership positively and significantly affects
the readiness for change, while according to
research of Susyanto (2019) oppositely sta-
tes that transformational leadership does not
significantly affect the readiness for change on
employees. The research novelty is addition
of readiness fo change is use as an intervening
variable, this research gap push researchers to
elaborate deeper about the relationship bet-
ween the two constructs.

Hypothesis Development
The Effect of Transformational Leadership
on Worker’s Performance

Previous studies shows that transforma-
tional leadership has positive relationship with
organizational performance, by mediation or
without any mediation (Asbari et al., 2019; Pur-
wanto et al., 2019). Other research also found
the similar finding (Purwanto et al, 2019;
Bernarto et al., 2020; Purwanto et al., 2020Db,
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2020c). Based on the result and the conclusi-
on of the researches above, thus researchers has
made the hypothesis below:

H1: Transformationalleadership has the effect

to the worker’s performance.

The Effect of Transformational Leadership
on Readiness for Change

Previous research conclude that trans-
formational leadership does not have any
significant effect on the readiness for change
(Susyanto, 2019). In contrast with Mahessa
& Hadiyati (2016) who shows evidence that
leadership gives positive and significant effect
towards readiness for change for the emplo-
yment of social security administration for
health (BPJS). Based on the result and the
conclusion of the researches above, thus rese-
archers has made the hypothesis below:
H2: Transformational Leadership has the ef-

fect towards readiness for change of the

employees

The Effect of Readiness for Change on
Worker’s Performance

Holt et al. (2007) defined readiness as
worker’s trust that they are able to implement
changes that are proposed, these changes
are appropriate for the organization, leaders
commit in these changes, also these changes
will give advantage to the members of the or-
ganization. An employee is declared as ready
to change is when they show behaviour of
acceptance, embracement, and adopt plans
of changing that will be done (Holt, et al,,
2007). Before an employee is in a ready po-
sition, they should reflect content, context,
process and individual attributes to perceive
and believe the changes that will be done by
the organization. Readiness for change has
been an important factor in creating the suc-
cess of changes (Armenakis et al., 1993). This
is shown by the two behaviour when changes
is done, which could be positive and negative.
Positive behaviour is shown by the presence
of readiness for change and the negative be-
haviour is shown by avoiding changes. Cre-
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ating positive behaviour in employees could

be done by building readiness for change in

employees, so that the changes could achieve

success that is desired.

H3: Readiness for change has an effect to-
wards worker’s performance.

The Effect of Transformational Leadership
on Worker’s Performance through Rea-
diness for Change as a Mediator

Some researchers conclude that va-
riable of transformational leadership has a
significant relationship towards worker’s per-
formance variable through the readiness for
change (Katsaros et al., 2020). Partially, some
other researchers mentioned the significant
effect of transformational leadership towards
readiness for change (Astuti & Khoirunnisa,
2018; Sari, 2018), and there is a significant ef-
fect of readiness for change towards worker’s
performance (Fitriana & Sugiyono, 2019).
there is not much researcher that gives model
of relationship between mediation variable of
readiness for change towards the relationship
of transformational leadership variable and
worker’s performance variable. Therefore, the
author has made hypothesis mentioned be-
low:

H4 : Transformational leadership has an effect
towards worker’s performance through
readiness for change as a mediator.

METHOD

Definition of Operational Variable and Indi-
cator

Method that was used in this research is
quantitative method. Data collection is done
by spreading questionnaire to every emplo-
yee working in shoe in Tangerang, Indonesia.
Instrument that was used to measure the trans-
formational leadership is adapted by (Bogler,
2001) using five items (TL1-TLS) (i.e. the
leader projects himself or herself as a role
model). Readiness for change is adapted by
Holt et al. (2007) using seven items (RFC1-
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RFC7). Worker’s performance is adapted by
Bernardin and Russel (1993) using six items
(WP1-WP6) (i.e. quality, quantity, timeliness,
cost effectiveness, interpersonal impact and
need for supervision). Research model can
be seen in Figure 1. Questionnaire is close-
ly designed except for questions/statements
regarding respondent’s identity, which is in
a form of semi-opened questionnaire. Every
items of closed questions/statements were
given five answer options, which are strongly
agree (SA) S points, Agree (A) 4 points, neut-
ral (N) 3 points, disagree (DA) 2 points, st-
rongly disagree (SDA) 1 point. Method used
in data preparation was by using PLS as well
as software SmartPLS version 3.0 as the tool.

Population and Sample

Population in this research is the emp-
loyee from one of the shoe industry in Tange-
rang, Indonesia, which has around 215 peop-
le. The sample description is shown in Table
1. Questionnaire was spread by simple ran-
dom sampling technique. Questionnaire re-
sults that were returned validly was 117 samp-
les. So, the total sample was 71.11% from the
whole population.

T

TL2

RESULT AND DISCUSSION
Sample Description

Table 1. Sample Descriptive Information

Criteria Total %
Age (per < 30 years 39 33.3%
December 30-40years 66  56.4%
2019) > 40 years 12 103%
Working < S years 43 36.8%
period 5-10 years S8 49.6%
> 10 years 17 13.7%
Last Education > Bachelor Deg. 19 16.2%
Senior High 84 71.8%
Junior High 14 12.0%

Validity and Reliability Test Result

Stages on testing model of measuring
involve convergent validity test and discrimi-
nant validity. While value of Cronbach’s alpha
and composite reliability are needed in testing
for construction reliability. PLS analysis result
could be used to test for research hypothesis if

TL3
TL4

TLS

Figure 1. Research Model
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all indicators in PLS model has meet the requi-
rements of convergent validity, discriminant va-
lidity and reliability test.

Convergent Validity Testing

Convergent validity test is done by seeing
the value of loading factor of each indicators to-
wards the construct. In most reference, with fac-
tor weighing from at least 0.5 is considered ha-
ving validity that is strong enough to explain the
latent construct (Chin, 1998; Hair et al., 2010;
Ghozali, 2014). In this research, minimum li-
mit of loading factor that is accepted is 0.5, with
the condition of AVE score for every construct,
whichis > 0.5 (Ghozali, 2014). After passing the
process of Smart PLS 3.0, there are some indica-
tors or items that needs to be taken out from the
model. Furthermore, all indicators should have
loading factor score above 0.5 or has meet the
condition of AVE score above 0.5. Model that
is fit and valid from the research could be seen

on Figure 2. Therefore, convergent validity from
this research model has meet all of the require-
ments. Loading score, Cronbach’s alpha, com-
posite reliability and AVE in every construct can
be seen in Table 2.

Construct Reliability Test

Construct reliability can be assessed from
the value of Cronbach’s alpha and composite re-
liability from each construct. Value of composi-
te reliability and Cronbach’s alpha is suggested
to be more than 0.7 (Ghozali, 2014). Reliabi-
lity test result in the Table 2 above shows that
all construct has composite reliability value and
Cronbach’s alpha value higher than 0.7 (> 0.7).
In conclusion, all construct has meet the reliabi-
lity that is required.

Discriminant Validity Test
Discriminant validity is done to ensure
that every concept of each latent variables are

Table 2. Items Loadings, Cronbach’s Alpha, Composite Reliability, and Average Variance Extracted (AVE)

Variables Items Loadings Cronbach’s Alpha Composite Reliability AVE
Transformational TL1 954 .880 916 .695
Leadership (TL) TL2 919

TL3 .803

TL4 491

TLS 914
Readiness for Change RFC1 .804 .861 .892 .545
(REC) RFC2 804

RFC3 .533

RFC4 743

RFECS .720

REC6 772

REC7 754
Worker’s Performance WP1 .554 923 943 .739
(Wp) WP2 898

WP3 917

WP4 .895

WPS 926

WP6 906
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RFC1

RFC2

RFC3

RFC4

RFCS

RFC6

0.842

L1

L2

0.615

WP1

Wp2

WP3

TL3

TL4

TL

TLS

Figure 2. Valid Research Model

in contrast with the other latent variables. A
model has a good discriminant validity if the
quadratic value of AVE in each exogeneous
construct on value on the diagonalexceeds the
correlation between the construct with the ot-
her construct on value below diagonal (Gho-
zali, 2014). Result of discriminant validity re-
search is done by the quadratic value of AVE,
which means by seeing the Fornell-Larcker
Criterion Value that is obtained the same way
as shown in Table 3.

Table 3. Discriminant Validity

WPp4

WP5

WP&

Discriminant validity test result shown
in Table 3 indicates the whole construct having
square root value of AVE above correlation
value with the other latent construct through
Fornell-Larcker Criterion including cross-
loading value of the whole item from any in-
dicator that is larger than the other indicator
items as mentioned in Table 4, therefore it can
be concluded that a model has meet a discrimi-
nant validity (Fornell & Larcker, 1981). Final
valid research model can be seen in Figure 2.

Variables RFC TL wP
Readiness for Change (RFC) 738

Transformational Leadership (TL) .842 .834

Worker’s Performance (WP) 671 58S .860

Table 4. Collinearity Statistics (VIF)

Variables

Readiness for change (RFC) Worker’s Performance (WP)

Readiness for change (RFC)
Transformational Leadership (TL)

1.000

3.441
3.441
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Moreover, collinearity evaluation is
done to discover whether there is a collinea-
rity in the model. To find out about collinea-
rity, VIF estimation from every construct is
required. If the VIF score is higher than §,
then the model will show a collinearity (Hair
et al,, 2014). A primer partial least squares-
structural equation modeling (PLS-SEM). It
is shown the same way as in Table 4, all VIF
score that is less than 5 means that the model
has no collinearity.

Hypothesis Examination

Hypothesis test in PLS is also denoted as
inner model test. This test covers significance
test that has a direct and indirect impact as well
as how large is the measurement of the exoge-
nous variable impact towards the endogenous
variable. To discover the effect of transforma-
tional leadership towards worker’s performance
is through readiness for change as a mediation
variable that needs a direct and indirect impact
test. Impact test is done by using T-Statistic test
in an analysis model called Partial Least Squared
(PLS) with the help of SmartPLS 3.0 software.
With the bootstrapping technique, R square va-
lue and significance test value can be obtained as
shown in Table S and Table 6.

Based on the Table 5, R Square value of
Readiness for change (RFC) is 0.709, which
mean the variable of Readiness for change is able
to be explained by the Transformational Leader-

ship (TL) variable in the percentage of 70.9%,
while the other has the percentage of 29.1%
clarified by other variables that are not discus-
sed in this research. R Square value of Worker’s
Performance (WP) is 0.452, which means this
variable is able to be justified by the Transforma-
tional Leadership (TL) and Readiness for chan-
ge (RFC) variables in the percentage of 45.2%,
while the rest has the percentage of 54.8% exp-
lained by the other variables that are not discus-
sed in this research. Meanwhile, Table 6 shows
T-Statistics and P-Values which indicate the ef-
fect of the variables mentioned above.

DISCUSSION

Effect of Transformational Leadership to-
wards Worker’s Performance

According to the statistical calculation
summarized in Table 6, can be concluded that
transformational leadership insignificantly af-
fect worker’s performance in an industry. Pro-
ven in the T-Statistics value of 0.511, which is
less than 1.96 and the P-values of 0.610, which
is larger than 0.0S. This means that the first
hypothesis (H1) is not supported or rejected
because this case is contradicting with previo-
us research (Nugroho et al., 2020; Waruwu et
al., 2020) which stated transformation process
in an industry as a main indicator for transfor-
mational leadership variable only last in a very
short period of time. Transformation is started

Table S. R Square Value
R Square R Square Adjusted
Readiness for Change (RFC) .709 707
Worker’s Performance (WP) AS52 442
Table 6. Hypothesis Testing
Hypotheses Relationship Beta SE T Statistics P-Values  Decision
H1 TL -> WP 067  .131 S11 610 Not Supported
H2 TL -> REC 842 018 45.909 .000 Supported
H3 RFC-> WP 615 126 4.867 .000 Supported
H4 TL -> REC -> WP S18 .108 4.783 .000 Supported
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by the changes of organizational structure, elec-
tion of a new leader, and then changes of work
and culture system. Respondent of this research
does not agree that worker’s performance is af-
fected by the changes above because the pro-
cess takes a very short period of time. Nevert-
heless, this research is parallel with the previous
research (Fayzhall et al., 2020a; Fayzhall et al.,
2020b) who found evidence that leadership
does not significantly affect performance. The
conclusions from this study provide evidence to
us that transformational leadership can have no
effect on employee performance when standard
of operating procedures (SOPs) are so good
and detailed. In addition, in this pandemic con-
dition, employees feel the need to have a higher
attitude of independence and not be too depen-
dent on the direction of the leadership.

Effect of Transformational Leadership to-
wards Readiness for Change

Based on the statistical calculation sum-
marized in Table 6, it can be concluded that
transformational leadership has positive and
significant effect towards readiness for change of
the workers in an industry. This is proven by the
T-Statistics value of 45.909, which is larger than
1.96 and P-Values of 0.000, which is less than
0.05. This means that the second hypothesis
(H2) is supported or accepted. The conclusion
of this research supports the evidence found in
the previous research, that readiness for change
is significantly and positively affect performance
(Banjongprasert, 2017; Katsaros et al., 2020).

Effect of Readiness for Change towards
Worker’s Performance

Based on the statistical calculation sum-
marized in Table 6, it can be concluded that rea-
diness for change has positive and significant ef-
fect towards worker’s performance of the workers
in a shoe industry in Tangerang. This is proven
by the T-Statistics value of 4.867, which is lar-
ger than 1.96 and P-Values of 0.000, which is less
than 0.0S. This means that the third hypothesis
(H3) is supported or accepted. The conclusion
of this research supports the evidence found in
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the previous research, that readiness for change
is significantly and positively affect performance
(Banjongprasert, 2017; Katsaros et al., 2020).

Effect of Transformational Leadership to-
wards Worker’s Performance through Rea-
diness for Change as a Mediator

Based on the statistical calculation sum-
marized in Table 6, it can be concluded that
readiness for change has positive and significant
effect towards worker’s performance through rea-
diness for change of the workers in an industry.
This is proven by the T-Statistics value of 4.783,
which is larger than 1.96 and P-Values of 0.000,
which isless than 0.05. This means that the fourth
hypothesis (H4) is supported or accepted. The
conclusion of this research supports the evidence
found in the previous research of (Katsaros et al.,
2020) who claimed that readiness for change
could mediate the effect of leadership towards
worker’s performance.

CONCLUSION AND RECOMMENDATION

Based on this research, it can be con-
cluded that transformational leadership does
not give any significant effect towards level of
worker’s performance in the shoe industry. Ho-
wever, the belief and spirit of readiness for chan-
ge in workers could maintain a good performan-
ce. The most interesting aspect of this research is
that in this Covid-19 pandemic era, transforma-
tional leadership practices do not significantly
affect the worker’s performance, but positively
and significantly affect readiness of change. The
reason is majority of workers are the econo-
mically active people, who are above the age
of 40 years old (66.7%) and the years of their
service are mostly more than S years (63.3%),
which means the presence of transformational
leadership practices do not give as much effect
towards worker’s performance because they are
relatively independent.

On the other hand, transformational
leadership could give positive and significant
effects towards changes in workers during this
Covid-19 pandemic. Leadership practice, the-
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re is an exemplary dimension that could domi-
nantly affect. Briefing and meeting session that
is held by the leaders could bring up strong
awareness and belief to the workers that Co-
vid-19 pandemic could be over and situation
could be back to normal. Besides that, motiva-
tion given from the transformational leaders
could provide belief that during post-pande-
mic, companies could have improved perfor-
mance because they could see new probabili-
ties in the future. Apart from that, this research
has found evidence that readiness for change
could fully mediate the relationship between
transformational leadership and worker’s per-
formance. Based on the result of this research,
it is suggested to the industrial management of
shoe to pay more attention on the better trans-
formational leadership practice, so that they
could give positive impact towards worker’s
performance, or if it is impossible to maintain,
the management needs to consider new lea-
dership practices that is more suitable with the
worker’s condition in shoe industry.

This research has a number of limitations.
Firstly, this research analyses about the effect of
transformational leadership towards worker’s
performance, both directly and indirectly
through the readiness for change variable. This
is may be because there are some other variables
(such as motivation, competency, management
knowledge, organizational culture, etc) which
affect the worker’s performance. The author
recommends to discover, explore, and analy-
se more to the next researches. Moreover, this
research is done in the manufactural industry
and may not be generalized to other industries.
Therefore, it is suggested to do a further research
regarding this topic in other industries, which
could be added to other regions, countries, or
comparison between small and medium-sized
enterprise and larger organizations.

REFERENCES
Agistiawati, E., Asbari, M., Basuki, S., Yuwono, T., &

Chidir, G. (2020). Exploring the Impact of
Knowledge Sharing and Organizational Cul-

163

ture on Teacher Innovation Capability. Inter-
national Journal of Science and Management
Studies (I]SMS), 3(3), 62-77.

Armenakis, A. A., Harris, S. G., & Mossholder, K. W.
(1993). Creating Readiness for Organization-
al Change. Human Relations, 46(6), 681-703.

Armstrong, M., & Taylor, S. (2014). Human Re-
source Management Practice. Gosport: Ash-
ford Colour Press Ltd.

Asbari, M. (2015). Fokus Satu Hebat. Jakarta: Pener-
bit Dapur Buku.

Asbari, M. (2019). Pengaruh Kepemimpinan Trans-
formasional dan Iklim Organisasi terhadap
Kinerja Dosen. Journal of Communication
Education, 13(2), 172-186.

Asbari, M., Purwanto, A., & Santoso, P. B. (2019).
Influence of Leadership, Motivation, Com-
petence, Commitment and Culture on ISO
9001:2015 Performance in Packaging Indus-
try. Scholars Journal of Economics, Business and
Management, 6(12), 577-582.

Asbari, M., Wijayanti, L., Hyun, C. C., Purwanto,
A., & Santoso, P. B. (2020). How to Build In-
novation Capability in the RAC Industry to
Face Industrial Revolution 4.02. International
Journal of Psychosocial Rehabilitation, 24(6),
2008-2027.

Asbari, M., Wijayanti, L. M., Hyun, C. C., Purwanto,
A., Santoso, B., & Article, H. (2019). Effect
of Tacit and Explicit Knowledge Sharing on
Teacher Innovation Capability. Dinamika
Pendidikan, 14(2),227-243.

Astuti, E., & Khoirunnisa, R. M. (2018). Pengaruh
Employee Engagement, Komitmen Organ-
isasi, dan Kepemimpinan Transformasional
terhadap Kesiapan untuk Berubah (Readi-
ness for Change) pada Karyawan Universitas
Ahmad Dahlan. Jurnal FOKUS, 8(1), 47-66.

Babin, B.J., & Boles, J. S. (1998). Employee Behavior
in a Service Environment: a Model and Test
of Potential Differences between Men and
Women. Journal of Marketing, 62(2), 77-91.

Banjongprasert, J. (2017). An Assessment of
Change-Readiness Capabilities and Service
Innovation Readiness and Innovation Per-
formance: Empirical Evidence from MICE
Venues. International Journal of Economics and
Management, 11(1), 1-17.

Bass, B, & Avolio, B. (2000). Technical Report, Lead-
er Form, Rater Form, and Scoring Key of MLQ
From Sx-Short. New York: Mind Garden, Inc.



Jurnal Dinamika Manajemen, 11 (2) 2020, 154-166

Bernardin, H., & Russel, J. (1993). Human Resource
Management: an Experimental Approach. Sin-
gapore: Mc Graw Hill Companies.

Bernarto, I, Bachtiar, D., Sudibjo, N., Suryawan, I N.,
Purwanto, A., & Asbari, M. (2020). Effect of
Transformational Leadership, Perceived Or-
ganizational Support, Job Satisfaction toward
Life Satisfaction: Evidences from Indonesian
Teachers. International Journal of Advanced
Science and Technology, 29(3), 5495-5503.

Bogler, R. (2001). The Influence of Leadership Style
on Teacher Job Satisfaction. Educational Ad-
ministration Quarterly, 37(5), 662-683.

Burn, J. (1978). Leadership. New York: Harper.

Chin, W. W. (1998). Modern Methods for Business
Research. New Jersey: Lawrence Erlbaum As-
sociates Publisher.

Fayzhall, M., Asbari, M., Purwanto, A., Basuki, S.,
Hutagalung, D., Maesaroh, S., Chidir, G,
Goestjahjanti, F. S., & Andriyani, Y. (2020a).
Pengaruh Gaya Kepemimpinan terhadap
Kapabilitas Inovasi Guru dalam Perspektif
Organizational Learning. EduPsyCouns: Jour-
nal of Education, Psychology and Counseling,
2(1), 64-91.

Fayzhall, M., Asbari, M., Purwanto, A., Goestjahjanti,
E.S., Yuwono, T, Radita, F.R., Yulia, Y., Cahyo-
no, Y., & Suryani, P. (2020b). Transformation-
al versus Transactional Leadership: Manakah
yang Mempengaruhi Kepuasan Kerja Guru?.
EduPsyCouns: Journal of Education, Psychology
and Counseling, 2(1),256-275.

Fikri, M. A. A., Asbari, M., Purwanto, A., Nugroho,
Y. A., Waruwu, H., Fauji, A., Shobihi, A. W,,
Singgih, E., Sudiyono, R. N., Agistiawati, E.,
& Dewi, W. R. (2020). A Mediation Role of
Organizational Learning on Relationship of
Hard Skills, Soft Skills, Innovation and Per-
formance: Evidence at Islamic School. Edu-
PsyCouns: Journal of Education, Psychology
and Counseling, 2(1), 398-423.

Fitriana, R., & Sugiyono. (2019). Kesiapan Berubah
pada Sekretariat Jenderal Kementerian Ke-
lautan dan Perikanan Republik Indonesia.
Ikraith Ekonomika, 2(2), 42-51.

Ghozali, 1. (2014). Structural Equation Modeling,
Metode Alternatif dengan Partial Least Square
(PLS) (4th ed.). Semarang: Badan Penerbit
Universitas Diponegoro.

Hadiyani, S. (2014). Peranan Komitmen Organisasi
dan Employee Engagement terhadap Kesia-

164

pan Karyawan untuk Berubah. Jurnal Psikolo-
gi,41(1),17-33.

Hair, J. F,, Black, W. C., Babin, B. J., & Anderson, R.
E. (2010). Multivariate Data Analysis (7th
ed.). New Jersey: Pearson Prentice Hall.

Hair, J. F,, Hult, G. T., Ringle, C. M., & Sarstedt, M.
(2014). A primer partial least squaresstructur-
al equation modeling (PLS-SEM). Newbury
Park: SAGE Publications.

Holt, D. T,, Armenakis, A. A., Feild, H. S., & Harris,
S. G. (2007). Readiness for Organizational
Change: the Systematic Development of a
Scale. The Journal of Applied Behavioral Science,
43(2),232-258.

Hutagalung, D., Asbari, M., Fayzhall, M., Ariyanto,
E. Agistiawati, E., Sudiyono, R. N., Waruwu,
H., Goestjahjanti, F. S, Winanti, & Yuwono,
T. (2020). Peran Religiusitas, Kepemimpinan
Transformasional, Kepuasan Kerja dan Mediasi
Organizational Citizenship Behavior terhadap
Kinerja Guru. EduPsyCouns: Journal of Educa-
tion, Psychology and Counseling, 2(1), 311-326.

Jumiran, Novitasari, D., Nugroho, Y. A., Sutardi, D.,
Sasono, I, & Asbari, M. (2020). Pengaruh Di-
mensi Kepemimpinan Transformasional ter-
hadap Kepuasan Kerja dan Komitmen Organ-
isasional: Studi Kasus pada Dosen Perguruan
Tinggi Swasta. EduPsyCouns: Journal of Educa-
tion, Psychology and Counseling, 2(1), 600-621.

Katsaros, K. K., Tsirikas, A. N., & Kosta, G. C.
(2020). The Impact of Leadership on Firm
Financial Performance: the Mediating Role
of Employees’ Readiness to Change. Lead-
ership & Organization Development Journal,
41(3), 333-347.

Luthans, F. (200S). Organizational Behaviour. Bos-
ton: McGraw-Hill.

Maesaroh, S., Asbari, M., Hutagalung, D., Agistiawa-
ti, E., Basuki, S., Radita, F. R., Nurasiah, Yulia,
Y., Singgih, E., & Chidir, G. (2020). Pengaruh
Religiusitas dan Kepemimpinan Transforma-
sional terhadap Kinerja Guru melalui Me-
diasi Organizational Citizenship Behavior.
EduPsyCouns: Journal of Education, Psychol-
ogy and Counseling, 2(1), 276-290.

Mahessa, N. F,, & Hadiyati, F. N. R. (2016). Gaya
Kepemimpinan Melayani dan Kesiapan
untuk Berubah pada Karyawan BPJS Ke-
tenagakerjaan. Jurnal Empati, 5(1), 113-116.

Mathis & Jackson. (2002). Manajemen Sumber Daya
Manusia (Pertama). Jakarta: Salemba Empat.



Karnawi Kamar et al./ Enhancing Employee Performance during the Covid-19 Pandemic: The Role of ....

Novitasari, D., Asbari, M., Wijaya, M. R., & Yuwono,
T. (2020). Effect of Organizational Justice
on Organizational Commitment: Mediating
Role of Intrinsic and Extrinsic Satisfaction.
International Journal of Science and Manage-
ment Studies (IJISMS), 3(3), 96-112.

Nugroho, Y. A., Asbari, M., Purwanto, A., Basuki,
S., Sudiyono, R. N., Fikri, M. A. A., Hulu,
P., Mustofa, Chidir, G., Suroso, & Xavir, Y.
(2020). Transformational Leadership and
Employees’ Performance: the Mediating
Role of Motivation and Work Environment.
EduPsyCouns: Journal of Education, Psychol-
ogy and Counseling, 2(1), 438-460.

Nuryanti, Y., Novitasari, D., Nugroho, Y. A., Fauji, A.,
Gazali.,, & Asbari, M. (2020). Meningkatkan
Komitmen Organisasional Dosen: Analisis
Pengaruh Kepemimpinan Perguruan Tinggi
dan Kepuasan Intrinsik & Ekstrinsik Dosen.
EduPsyCouns: Journal of Education, Psychol-
ogy and Counseling, 2(1), 561-581.

Pramadani, A. B. (2012). Hubungan antara Komit-
men Organisasi dengan Kesiapan untuk
Berubah pada Karyawan Divisi Enterprise
Service (DES) Telkom Ketintang Suraba-
ya. Jurnal Psikologi Industri dan Organisasi,
1(03), 112-119.

Purwanto, A., Asbari, M., Fahlevi, M., Mufid, A,
Agistiawati, E., Cahyono, Y, & Suryani, P.
(2020a). Impact of Work From Home (WFH)
on Indonesian Teachers Performance Dur-
ing the Covid-19 Pandemic: an Exploratory
Study. International Journal of Advanced Science
and Technology, 29(5), 6235-6244.

Purwanto, A., Asbari, M., & Hadi, A. H. (2020b).
Pengaruh Gaya Kepemimpinan Tansforma-
tional, Authentic, Authoritarian, Transac-
tional Terhadap Kinerja Guru Pesantren di
Tangerang. Jurnal Studi dan Manajemen Pen-
didikan Islam, 3(1), 85-110.

Purwanto, A., Asbari, M., Prameswari, M., Ramdan,
M., & Setiawan, S. (2020c). Dampak Kepe-
mimpinan, Budaya Organisasi dan Perilaku
Kerja Inovatif terhadap Kinerja Pegawai
Puskesmas. Jurnal Ilmu Kesehatan Masyara-
kat, 9(1), 19-27.

Purwanto, A., Pramono, R., Asbari, M., Santoso, P.
B., Wijayanti, L. M., Choi, C. H., & Putri, R.
S. (2020). Studi Eksploratif Dampak Pande-
mi COVID-19 terhadap Proses Pembelajaran
Online di Sekolah Dasar. EduPsyCouns: Jour-

165

nal of Education, Psychology and Counseling,
2(1), 1-12.

Purwanto, A., Wijayanti, L. M., Choi, C. H., &
Asbari, M. (2019). The Effect of Tansfor-
mational, Transactional, Authentic
Authoritarian Leadership Style toward Lec-
ture Performance of Private University in
Tangerang. Dinasti International Journal of
Digital Business Management, 1(1), 29-42.

Robbins, S. P. (2001). Organizational Behavior: Con-
cept, Controversies, Aplications. Jakarta: Indeks
Kelompok Gramedia.

Sari, P. O. (2018). Pengaruh Gaya Kepemimpinan
Transformasional, Komitmen Afektif, Komit-
men Kontinuans dan Komitmen Normatif
terhadap Kesiapan Berubah (Studi pada Bank
BRI Kantor Wilayah Yogyakarta). EXERO:
Journal of Research in Business and Economics,
1(1), 68-89.

Setyowati, P. R., Purwanto, A., Pramono, R., Asbari,
M., Mayesti Wijayanti, L., & Chi Hyun, C.
(2020). Impact of the COVID-19 Pandemic
on Online Home Learning: an Explorative
Study of Primary Schools in Indonesia. Inter-
national Journal of Advanced Science and Tech-
nology, 29(5), 4809-4818.

Sopa, A., Asbari, M., Purwanto, A., Budi Santoso, P,
Mustofa, D. H., Maesaroh, S., Ramdan, M., &
Primahendra, R. (2020a). Hard Skills Versus
Soft Skills: Which are More Important for In-
donesian Employees Innovation Capability.
International Journal of Control and Automa-
tion, 13(2), 156-175.

Sopa, A., Asbari, M., Purwanto, A., Budi Santoso,
P, Mustofa, Hutagalung, D., Maesaroh, S.,
Ramdan, M., & Primahendra, R. (2020b).
Hard Skills Versus Soft Skills: Which are
More Important for Indonesian Employees
Innovation Capability. International Journal
of Advanced Science and Technology, 29(3),
6431-6453.

Sudiyono, R. N., Fikri, M. A. A., Asbari, M., Suroso,
Nugroho, Y. A, & Singgih, E. (2020). The
Role of Employee Engagement in the Re-
lationship between Authentic Leadership,
Talent Management and Job Satisfaction.
International Journal of Advanced Science and
Technology, 29(5), 11809-11836.

Susyanto, H. (2019). Pengaruh Kepemimpinan,
Keterlibatan Karyawan dan Kepuasan Kerja
terhadap Kesiapan untuk Berubah dalam

and



Jurnal Dinamika Manajemen, 11 (2) 2020, 154-166

Menghadapi Perubahan Organisasi. Jur-
nal Ekonomi, Bisnis, dan Akuntansi (JEBA),
21(1), 1-20.

Waruwu, H., Asbari, M., Purwanto, A., Nugroho,

Y. A., Fikri, M. A. A., Fauji, A., Shobihi, A.
W. I, Huly, P, Sudiyono, R. N., Agistiawa-
ti, E., & Dewi, W. R. (2020). The Role of
Transformational Leadership, Organiza-
tional Learning and Structure on Innova-
tion Capacity: Evidence from Indonesian
Private Schools. EduPsyCouns: Journal of
Education, Psychology and Counseling, 2(1),
378-397.

166

Yanthy, E., Purwanto, A., Pramono, R., Cahyono,

Y., & Asbari, M. (2020). Pengaruh Gaya
Kepemimpinan Transformasional dan
Tranksaksional terhadap Kinerja Sistem
Jaminan Halal HAS 23000. Jurnal Bisnis
dan Manajemen Islam, 8(1), 131-153.

Yuwono, T., Novitasari, D., Hutagalung, D., Sasono,

L, Silitonga, N., & Asbari, M. (2020). Peran
Organizational Justice terhadap Komitmen
Organisasional: Analisis Mediasi Kepuasan
Kerja Dosen Perguruan Tinggi Swasta. Edu-
PsyCouns: Journal of Education, Psychology
and Counseling, 2(1), $82-599.



