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Abstract 

The best technique to attract, keep, and motivate people is the 

most effective business strategy since it is more difficult for 

rivals to imitate than financial management, marketing 

management, operations management, or production 

management. There two challenges to obtain the effective 

human capital today, they are employee engagement and 

Organizational Change. In our essay, uncover the influences 

employee engagement on Organizational Change. It is believed 

that the Organizational Change will suffer if this symptom is not 

addressed. We gathered 429 perspectives of the top managers 

of Indonesian manufacturing enterprises and used structural 

equation modeling (SEM) to examine them. The research 

results show that employee engagement is the determinant on 

Organizational Change. The research contribution is not only as 

empirical evidence of the topic under study but also as 

information for stakeholders and company management in 

inventorying alternatives to improve Organizational Change by 

studying determining factors. Our findings show that improving 
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the Organizational Change of the manufacturing industry in 

Indonesia is determined by employee engagement variables. 

 

Keywords:  Employee engagement, Organizational Change, 

human capital, manufacturing industry. 

 

1. Introduction 

Long-term survival requires organizational change, but it also 

provides significant managerial challenges. Pressure to 

consistently reduce costs while increasing flexibility grows as a 

result of advanced technologies, global marketplaces, and mobile 

capital [1]. Since changes to organizational boundaries, company 

structures, and decision-making processes are constant 

occurrences in enterprises, managing change has become the top 

managerial responsibility[2]. Yet major change projects rarely 

claim “substantial success” [2]. 

People who work in companies, set broad objectives and 

priorities, design work processes, create goods and/or services, 

monitor productivity, allocate resources, and sell goods and/or 

services are considered to be human capital [3]. Due to the 

increasingly fierce competition between businesses for competent 

and talented human resources, the findings demonstrated that 

human resources are one of the most crucial organizational 

resources for organizational success [4], [5].  

All organizations must have adequate human capital since 

their performance directly affects the effectiveness of the 

organization as a whole. The provision of human capital (HC), 

which is connected to the company's management, is the most 

effective factor in achieving a competitive advantage for the 

business. All organizations must have adequate human resources 

since their performance directly affects the effectiveness of the 

organization. The provision of human capital (HC), which is 

connected to the company's management, is the most effective 

factor in achieving a competitive advantage for the business [6], 

[7].  Human resource management is an approach that typically 

works because it helps businesses develop distinctive strategies to 

draw in, keep, and encourage personnel that are more challenging 

for rivals to copy. Human resource management is an approach 

that typically works because it helps businesses develop distinctive 

strategies to draw in, keep, and encourage personnel that are 

more challenging for rivals to copy [6], [7]; As a result, a business 

needs competent personnel to complete the necessary tasks[9]. As 

a result, a business needs competent personnel to complete the 
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necessary tasks[8]. Nevertheless, discretionary activities are 

directed at learning and promoting employee engagement, 

participation, knowledge sharing, and acceptance of failures [8]. 

Furthermore, it is associated with the results of the study 

by Serrano & Robledo (2013). It demonstrates how strategic and 

operational management produced the organizational capabilities 

that support the company's systemic innovation goals. In order to 

respond to and adapt to the changing environment, such 

capabilities must be identified in each area of the business, 

enabling connections with innovation systems and the creation 

and sharing of information that advance technology, the economy, 

and society [9]–[12]. 

The following definitions are tailored to the context of HEI 

and apply to the seven types of technical innovation ability that 

serve as the fundamental building blocks of the innovation 

presented: (1) R&D capabilities: managerial ability for developing 

ideas, strategies, putting them into practice, managing project 

portfolios, and transferring R&D; (2) Production aptitude: the 

capacity for product development from research and 

development; (3) The ability to define policies, programs, and 

strategies for development and implementation in line with the 

mission and vision of the business, as established by the setting; 

(5) Ability to manage knowledge and establish learning 

organizations through organizational skills; (4) Ability to 

communicate effectively with actors in the innovation system on a 

permanent basis at the local, national, and worldwide levels 

through organizational relationships; (6) Resource management 

expertise: aptitude for [9].  

Although the innovation of the enterprise is widely known 

as a means of improving the performance of the organization [13], 

Researchers focus on what enables organizations to produce 

innovations because many businesses struggle to do so, searching 

for solutions outside of the semi-automatic stimulus-response 

process [14]. Many researchers focus their attention on the 

analysis of organizational factors. This case highlights the 

simultaneous influence of both types of factors employee 

engagement and Organizational Change [15]–[17].. Furthermore, 

the influence of these two variables can improve organizational 

performance by implementing sources of knowledge into an 

organization [13].  

A literature review shows that this kind of much research 

has not been conducted in related dimensions such as 

determinants of the employee engagement, which is specifically 
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important for public companies in countries, such as Indonesia. 

This research makes a practical and theoretical contribution as 

empirical proof in forming a Determinant of Organizational Change 

model and can practically be a study for companies in inventorying 

alternatives to improve Organizational Change by paying attention 

to determining factors.  

 

2. Literature Review 

According to [18] big data is not only revolutionizing management 

practices but also management research, which is increasingly 

gaining attention in the academic literature [19].  A lot of research 

on the extraction of value from big data has been done before. For 

example,[20] developed a holistic model and found that big data 

and predictive analytics positively influenced organizational 

performance, [21] found that big data analytics capabilities had a 

significant positive effect on supply chain agility and competitive 

advantage based on data from automotive component 

manufacturing organizations in India. 

 [22] using data from 302 business analysts in France and 

the US, found that the general quality of the information in big data 

analytics also had a significant favorable impact on company 

performance  see also [23], [24]. [25] found that big data can help 

in the co-creation of data-driven knowledge from four fashion 

retail organizations. Although previous research has found that big 

data can create transparency, allow experiments to find needs, 

group populations to adapt to action, support human decision-

making, innovate in new businesses, and jointly create [20], [22], 

[25], some of them concentrate on talent management in the era 

of big data, such as [18]. As data becomes more affordable and 

available and must deviate from its conventional quality, as shown 

in the great "5 Vs" that characterize the era of big data: Volume, 

Velocity, Variety, Value, and Veracity, which revolutionized 

everything, talent management is very important in an 

organization [18], [25] see also Thunnissen (2016) discusses what 

is happening in talent management to help build a more 

comprehensive and comprehensive ethical theoretic framework 

for talent management that takes into account the influence of 

interconnected organizational contexts and actors. 

Due to the enormous numbers, rapid changes, wide 

variance, high degree of uncertainty, and wide ambiguity of data, 

the context of big data causes people to face higher pressures in 

the workplace. To explain the impact of stressors, scientists have 

recently developed a framework for dealing with challenges, as 
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they argue that understanding the nature of stressors is critical to 

understanding their impacts [27]–[29] [30] is of the view that it 

may be more effective to assess the purpose, use, and effects of 

data fication as a political economy regime by conceptualizing data 

as a form of capital. A person's perception of his work environment 

in terms of the level of demands, such as role conflicts, role 

ambiguity, politics, bureaucracy, and job insecurity, is referred to 

as stressors. [31], [32]. Lamb & Kwok (2016) Environmental stress 

not only decreases a person's ability to think clearly while working 

but also one's productivity (that is, by reducing motivation). Work 

performance decreases almost linearly as the number of stress 

variables increases, proving that environmental stress factors are 

additive rather than multiplication. Significant changes and 

challenges are commonplace in the management revolution, and 

these may be seen as triggering challenges [28], [34], [35].   

 

2.1 Organizational Change 

 

2.1.1 Basic Theory and Concept of Organizational Change 

Referring to the importance of human resources that have been 

described earlier, changes to the organization are also an issue that 

needs to be done along with technological developments and 

environmental changes that are increasingly rapid [36] The 

purpose of Organizational Change is to modify procedures and 

systems, organizational structures and responsibilities, and skills 

[37]. In the new construction, the manager must support the 

employee to get through the changes [38]. Organizational Change 

that is widely known today is related to how to manage a change 

in the company's organization, how technology is needed in 

changing an organization in the era of globalization, and how 

important training is for employees when facing changes in their 

company[39]. Organizational Change is a process of change that 

occurs inside or outside the organization, at the level of individuals 

/ groups that occur gradually  and continuously with the aim of 

advancing and developing the organization [40]. Organizational 

Change is a broader concept than Organization Development (OD).  

OD can be applied to manage Organizational Change. It is primarily 

concerned with managing change in such a way that knowledge 

and skills are transferred to build the organization's ability to 

achieve goals and solve problems [41] [42]. Organizational Change 

is successful or not through the implementation of interaction 

between stakeholders. The process of change stems from 

communication. Implementing appropriate communication to 
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stakeholders is a strategic tool of Organizational Change [43] 

Organizational Change is successful or not through the 

implementation of interactions between stakeholders. The 

process of change is rooted in communication. Implementing 

proper communication to stakeholders is a strategic tool of 

Organizational Change. Organizational Change usually begins in 

response to a particular event; a change in the environment that 

requires changes in strategy and new behavior patterns from 

employees[44], [45]. That Organizational Change needed to 

survive. However, Organizational Change often puts employees 

under stress as a result of learning new skills or work requirements 

consistently[46]. Organizational Change is a broad area, covering 

the span of time, importance or transformation of the organization 

specifically and its type of change, like: technology, mergers, etc. 

[47]. Organizational Change is a mandatory concept in today's 

highly developed business world, which includes the strategies, 

methods, and structures needed to recap the organization. 

Organizational Change evaluates both structure and behavior and 

this is in line with corporate culture [48]. Organizational Change 

consists of systems and steps in the field of strategic management 

for the implementation of targeted   Organizational Change [49]. 

Performance improvement through Organizational Change is 

important so that organizations can develop, succeed, and survive 

in an environment that continues to change [50]. Organizational 

Change is a necessary element in Organizational Change in  the 

company, in the process of forming a system it is ensured that 

effectiveness and efficiency are maximized in order to achieve the 

goals of Organizational Change [51]. 

Organizational Change can be interpreted as a process of 

change that occurs inside or outside the organization, at the level 

of individuals / groups that occur gradually and continuously with 

the aim of advancing and developing the organization. This 

illustrates the importance of mastering Organizational Change, 

because of the magnitude of what can be achieved if the change 

process is successful and the consequences of failure, delay, bad 

process, or unwise change.  

 

2.1.2 Organizational Change Measurement 

There are two causes of Organizational Change, namely internal 

factors and external factors. Internal factors are changes caused by 

factors from within an organization. This change occurs due to 

internal conflicts / problems such as changes in goals, changes in 

the number of employees, decreased morale. Problems are 
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addressed through decision-making from organizational leaders, 

determining new policies to address existing problems [52].  

Organizational Change is caused by factors from outside 

the organization, namely government regulations, economic 

conditions, competitors' actions [53]. These external changes will 

hinder the growth and development of the organization in realizing 

organizational goals. This factor can be overcome by means of 

cooperation between organizations [54]. Organizational Change 

has its own characteristics, the following are its characteristics 

[55]:  (1) Types of change activities, (2) The process by which 

change and implementation are implemented, (3) Inertia, 

describing bottlenecks in the organization, (4) The time at which 

the change occurs and how long it lasts, (5) Depth to describe the 

extent of the Organizational Change,  (6) The readiness of the 

organization undergoing change. 

 

Figure 1. External and Internal Factors of Organizational 

Change[56] 

 

 

 

 

 

 

 

 

The following is a breakdown of the success factors 

Organizational Change [57]: Gareth Morgan proposed 

Organization works through 8 metaphors [58], namely: Machines, 

Organisms, Brains, Cultures, Political systems, Psychic Prisons, 

Fluxes and transformations, and Instruments of domination to help 

approach change.  Trompenaars and Hampden-Turner stated that 

understanding organizational culture requires careful 

collaboration between those within the organization because it is 

embedded with organizational culture, and someone external who 

sees based on assumptions.   

There are several models in  Organizational Change 

planning,[59] [60] some of which are Create Urgency: Changes can 

be made by communicating together with all elements of the 
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especially regarding the challenges experienced by the company in 

business competition or situations that are less favorable to the 

company.  

Forming a Power full Guiding Coalition: The support and 

participation of people who have positions as leaders and strong 

influence among the company is needed as a change team or 

pioneer of change. This change team is then made into a strong 

coalition to drive the company's change process in a constant and 

sustainable manner. 

Create a Vision: Vision is formed on various ideas and 

solutions to things to be achieved through change. Clarity 

facilitates the development of a complete change strategy that 

facilitates the implementation process.  

Communicating the Vision: The vision of change needs to 

be communicated to all elements of the company because it is a 

series of steps that will determine the success of the change 

process. Effective vision will be seen when its abilities and 

strengths can be clearly reflected in the decision-making process 

and solving the problems faced. 

Empowering other to Act on the Vision: All aspects that 

take place in the change process must be monitored and evaluated 

regularly. If obstacles are found in the implementation that 

interfere both in a technical sense and because of certain attitudes 

and behaviors of certain employees, leaders and change teams 

must have the courage to take appropriate action through 

corrections and adjustments as needed.  

Planning for and Creating Short-term Wins: Quick wins 

Being a very strong source of energy to keep driving the process of 

change, therefore success in the change process must be raised to 

the surface so that it can be seen by all elements in the company. 

This success can be used as an effective suggestion to reduce those 

who still doubt Organizational Change. To achieve this, it is 

necessary to have a strategy that is carried out by choosing a 

success target from the change process that does not get too big 

criticism attacks and does not have too high a risk of failure 

exposure. 

Consolidating Improvement and Producing Still More 

Change: If the change process still has room for further 

improvement, company leaders and change management teams 

must continue to do the best they can. Because declaring success 

in haste will undermine the spirit of change. Institutionalizing a 

New Approach: The process of change that has taken place must 

be linked in order to become an integral part of the overall 
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corporate culture i.e. all change activities must be reflected as 

corporate culture. 

Thus, Organizational Change can be interpreted as a 

process of change that occurs inside or outside the organization, 

at the individual / group level that occurs gradually and continues 

with the aim of advancing and developing the organization. To 

measure Organizational Change can be used several indicators, 

such as: Creating Urgency, Forming Strong Guiding Coalitions, 

Creating a Vision, Communicating the Vision, Empowering Others 

to Act on the Vision, Planning and Creating Short-Term Wins, 

Consolidating Improvements and Generating More Change, 

Institutionalizing New Approaches. 

 

2.2 Employee Engagement 

Employee engagement was firstly built by a research group Gallup 

[61]. Employee engagement has been claimed to predict 

increased productivity in employees, profitability, employee 

retention, customer satisfaction and success for the organization 

[62], So that this topic has become a hot issue discussed among 

academics and professionals.  Defining employee engagement is 

the extent to which the workforce is committed, both emotional 

and intellectual, which is relative in nature to complete work in 

accordance with the organization's mission and vision. 

According to Gallup [63], employee engagement is the 

extent to  which the workforce is committed, both emotional and 

intellectual, relative in nature to complete work in accordance with 

the organization's mission and vision. Measurement and feedback 

system to the owner of the company (employer) by identifying 

elements of employee attachment that are directly related to the 

"bottom line", namely: (1) Employee Retention, (2) Customer 

Loyalty, (3) Profitability, (4) Productivity, and (5) Safety. There are 

3 types of employee attachment, namely: engaged, not engaged, 

actively disengaged. 

Employee engagement is the extent to which employees are 

motivated both cognitively and emotionally and behaviorally to do 

work to achieve the mission and vision of the organization, which 

demands the role of a manager [64].  

According to Gallup [61],  measurement and feedback 

system to the owner of the company (employer) by identifying 

elements of employee attachment that are directly related to the 

"bottom line", namely: (1) Employee Retention, (2) Customer 

Loyalty, (3) Profitability, (4) Productivity, and (5) Safety. There are 
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3 types of employee attachment, namely:  engaged, not engaged, 

actively disengaged. 

How a manager bonds with employees, by paying 

attention to the values of motivation, performance, 

communication, teamwork, and creating a comfortable culture 

so that attachment arises both in terms of knowledge, emotional 

and behavior    [71]. The concept of employee attachment can be 

seen from 3 (three) constructs, namely: (1) Cognitive, the 

parameter is: (a) Confidence possessed by  employees towards the 

organization, (b) Confidence that employees have in their leaders 

(managers) at work, (c) Confidence that employees have in their 

work environment. (2) Emotional, using parameters, namely: (a) 

Positive negative feelings and attitudes that employees have 

towards the organization, (b) Positive negative feelings and 

attitudes that employees have towards their leaders (managers) 

at work, (c) Positive negative feelings and attitudes that 

employees have  in their work environment. (3) Value added in 

behavior, i.e. voluntary constructs, is measured using the following 

parameters: (a) Employee interest as a voluntary effort given by 

employees to their work; (b) The employee's commitment to the 

success being worked on; and (c) The admiration and love of the 

employee in his work [65], [66],   

Chartered Institute of Personnel and Development (CIPD) 

UK (2010) observes employee engagement from 3 dimensions, 

namely: (1) Emotional Engaged, Employees are emotionally 

attached to their work, namely: commitment to their organization, 

commitment to their leaders, and commitment to their work 

environment; (2) Cognitive Engaged, Employees really focus on 

their work because they know & understand their organization, 

know & understand their leaders, and understand & know their 

work environment; and (3) Physically Engaged, Employees have a 

strong will and passion to "give more" to the owner of the 

company (employer), that is: related to the work at hand, having a 

commitment to succeed in his job, and being amazed/loving his 

work 

 

3. RESEARCH METHOD 

Information on all manufacturing industries in Indonesia amounts 

to 29,127 active medium and large industrial companies. Industrial 

companies are said to be "medium" if they have a workforce of 

between 20 and 99 people. Industrial companies are categorized 

as "large" if they have a workforce of 100 or more people. 

Information on data surveyed 429 of Indonesia's.   
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We used a set of questionnaires to collect data from 

various sources, obtained from middle managers. Each manager is 

asked to fill out a questionnaire that assesses Learning 

Organization, and Organizational Change.  In addition, 

demographic information about middle managers, including 

gender and educational background. 

Grouping of manufacturing companies in Indonesia, 

including: food products (10); beverages (11); tobacco products 

(12);  textiles (13); wearing apparels (14);  leather and related 

products and footwear; (15) wood and of products of wood and 

cork, except furniture; manufacture of articles of straw and plaiting 

materials, bamboo, rattan and the like (16); paper and paper 

products (17); Printing and reproduction of recorded media (16); 

coke and refined petroleum products (17); coke oven products 

(18); chemicals and chemical products (19); pharmaceuticals, 

medicinal chemical and botanical products (20); rubber and plastic 

products (21); other non-metallic mineral products (22); basic 

metals; fabricated metal products, excepts machinery and 

equipment; computers, electronic and optical product. 

The results of the instrument validity and reliability test 

using the IBM-SPSS26 application, showed that Organizational 

Learning (Cronbach's Alpha 0,942); Organizational Change 

(Cronbach's Alpha 0,939); Kinerja Total Performance Scorecard 

(Cronbach's Alpha 0,929). 

 

3.1 Steps 

Respondents rated the measure on a likert scale of five points, 

namely: Strongly Disagree (1), Disagree (2), Hesitate (3), Agree (4) 

and Strongly Agree (5) referring to the study[67] Employee 

engagement measuring (using 3 items) by combining cognitive  

aspect, emotional aspect, and action aspect [68] [69]. 

Developing   a Likert scale, referring to the study [40].  

Measuring Organizational Change (using 3 items) by combining the 

Organizational aspects (Ability to create change management 

strategies, Ability to plan for change, Ability to design 

communication,  and training programs to prepare employees for 

change, Ability to evaluate the results of the program of changes 

to the performance of the organization), Individual aspects (Ability 

of employees to develop themselves to face change, Ability of 

employees to participate in the change process, Ability to achieve 

good overall control over general organizational performance, 

organizations create incentive programs and reward employees in 

the process of change), process change (Ability of organizations 
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and employees to detect changes, Ability of organizations and 

employees to face changes, Ability of organizations and employees 

to implement changes, Ability of organizations and employees to 

communicate changes). 

 

3.2 Data Analysis Strategy 

Using the route analysis method, our hypothesis was tested and a 

bootstrap study was conducted to determine the significance of 

the indirect effect, using the Lisrel 8.8 application to measure the  

Structural Equation Modeling (SEM), mediation and moderated 

mediation. We performed significance tests for indirect effects 

using bias-corrected confidence intervals originating from 5,000 

bootstrap samples. 

4. RESULT AND DISCUSSION 

 

4.1 Result 

Based on the goals we want to achieve, the results of our research 

show the following: Latent variables Performance based on Total 

Performance Scorecard consists of 6 latent dimensions, namely:  

Focus on Customer Satisfaction, consistent Personal and 

Organizational Goals, Passion and Enjoyment, Ethics and 

Behavior Based on Facts, Process Orientation, and Focus on 

Improvement, Development and Continuous Learning. 

Overall, the latent variable based on the Standardizes Loading 

Factor value, all indicators are above 0.7 or 0.50. This shows that 

all observed indicators of OrCh1 – OrCh12 can be incorporated into 

the model. Furthermore, we will see the reliability of the 

measurement model through the calculation of Construct 

Reliability (CR) and Average Variance Extracted (AVE). The results 

of CR and AVE calculations can be seen in the following table: 

 

Table 1. Organizational Change Reliability test 

 

Construct Var Std Loading Error 
Std 

Loading2 
CR AVE  

Organizational 

Change 

Organizational 

aspects 
0.87 0.23 0.76 

0.96 0.88 
Individual Aspect 0.97 0.06 0.94 

Change process 0.96 0.07 0.92 

Source: Processing Results with LISREL 8.80 (2023) 

 



Journal of Namibian Studies, 34(2023): 4404-4428      ISSN: 2197-5523 (online) 

 

4416 
 

The CR value of the  three dimensions of the latent variable 

Organizational Change is greater than 0.7 which is 0.96 and the 

resulting AVE value is greater than 0.5  which is 0.88.  This 

illustrates that all three latent dimensions of  the Organizational 

Change variable  have met the reliability requirements. 

A variable is said to have good validity against its construct 

or latent variable, if the loading factor standardizes (SLF) ≥ 0.70 or 

≥ 0.50. Based on the values of standardizes factor loading all 

indicators the value is above 0.50. This suggests that all observed 

OrLe20 – OrLe22 indicators can be incorporated into the model. 

 

a. Organizational aspects (OrCh_1) 

The latent variable The organizational aspect (OrCh_1) consists of 

four observable variables, as seen in the figure below: 

 

Source : Processing Results with LISREL 8.8 

 

Figure 2. Standardized Solutions for Organizational aspects 

(OrCh_1) 

 

A variable is said to have good validity against its construct or 

latent variable, if the loading factor standardizes (SLF) ≥ 0.70 or ≥ 

0.50. Based on the values of standardizes factor loading all 

indicators the value is above 0.50. This shows that all observed 

indicators of OrCh1 – OrCh4 can be incorporated into the model. 

 

b. Individual aspects (OrCh_2) 

The individual aspect (OrCh_2) consists of four observable 

variables, as seen in the figure below: 
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Source : Processing Results with LISREL 8.8 

 

Figure 3. Standardized Solutions for Individual aspects (OrCh_2)  

 

A variable is said to have good validity against its construct or 

latent variable, if the loading factor standardizes (SLF) ≥ 0.70 or ≥ 

0.50. Based on the values of standardizes factor loading all 

indicators the value is above 0.50. This suggests that all observed 

indicators of OrCh5 – OrCh8 can be incorporated into the model. 

 

c. Change process (OrCh_3) 

The latent variable People Orientation consists of four observable 

variables, as seen in the figure below: 

 

Source : Processing Results with LISREL 8.8 (2023) 

 

Figure 4. Standard Solution for Change Process (OrCh_3) 

 

A variable is said to have good validity over its construct or latent 

variable, if the loading factor standardizes (SLF) ≥ 0.70 or ≥ 0.50. 

Based on the values of standardizes factor loading all indicators the 

value is above 0.50. This suggests that all observed indicators of 

OrCh9 – OrCh12 can be incorporated into the model. 

 

 

 

 



Journal of Namibian Studies, 34(2023): 4404-4428      ISSN: 2197-5523 (online) 

 

4418 
 

4.2 Test Results of Employee Attachment Measurement Model 

Based on Table 2, it can be seen that three dimensions that build 

employee attachment to the manufacturing industry in Indonesia, 

show construct reliability =.839 with variance extracted value  = 

0.161. This means that the dimension that builds the quality of 

work life has a 'efficacy' of 83.9% with 76.1% of variance, the 

chance of being wrong is 0% with a confidence level of 95% (p = 

.000; =.05). Thus, employee attachment to SOEs in Indonesia 

affects all dimensions observed, and is tested meaningfully for 

suitability.  

 

Table 2. Employee Engagement Reliability test 

 

Construct Var 
Std 

Loading 
Error 

Std 

Loading2 
CR AVE  

Employee 

Engagement 

Cognitive 0.74 0.44 0.55 

0.83 0.76 
Emotional 0. 87 0.23 0.76 

Value and 

Behavior 
0.57 0.67 

0.32 

Source: Processing Results with LISREL 8.80 (2023) 

 

4.3 Hypothesis Testing 

In the results of data analysis using the Structural Equation Model 

(SEM) method and using the LISREL 8.80 application software 

processing tool, a summary of the model suitability index as in 

Table 3 was obtained. 

 

Table 3.  Model Conformity Index 

 

Goodness of fit index Result Critical Value Model Evaluation 

2 (CMIN) 

Df =  5350 
3998,169 Expected small Marginal 

Significance Probability 0,0000 ≥ 0,05 Marginal 

CMIN/DF 1,124 ≤ 2,00 Good 

RMSEA 0.0640 ≤ 0,08 Good 

Goodness of Fit Index (GFI) 0,89 ≥ 0,90 Marginal 

Normed Fit Index (NFI) 0,97 ≥ 0,90 Good 

   Source: Processing Results with LISREL 8.80 

By looking at table 3, the result of testing the model by paying 

attention to the value of  2, then a large  value  of 2 is obtained 

(p =.000; =.05). But because the ratio of CMIN to DF is still less 

than 2, it can be declared that the structural model formed is 
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acceptable (fit with the data). Other Goodness of Fit Statistics 

measures  also show models that can still be used, where the 

RMSEA for structural models 0.064 is less  than the critical value of 

0.8 and the Normed Fit Index (NFI) model 0.97  is greater than the 

critical value (0.90). The GFI model falls into the marginal criteria. 

 

 

 

 

 

 

Source: Model SEM is output LISREL 8.80 (2023) 

 

Figure 5. Employee and Organizational Change Diagram Model 

Note: EmEn = Employee Engagement; Or.Ch=Organizational 

Change 

 

If it is related to the results of the Riszescu & Tileaga [70] study 

which revealed that at every level, organizational managers must 

have the knowledge necessary to achieve continuous change to 

support staff through periods that have proven to be stressful for 

most employees. Different mindsets and different value systems 

will bring more success. In order to be successful in the 

globalization era, Organizational Change needs to be focused on 

the following: (1) Moving from the idea of competition to the idea 

of cooperation, serving the world; (2) Identification of consumer 

needs should be the main goal; (3) Recognize and invest in the 

overall profit of the organization; and (4) Recognize the position of 

the individual involved in and around his or her organizational 

structure [70]. Similarly, how a manager bonds with employees, 

by paying attention to the values of motivation, performance, 

communication, teamwork, and creating a comfortable culture 

so that attachment arises both in terms of knowledge, emotional 

and behavior [71]. The concept of employee attachment can be 

seen from 3 (three) constructs, namely: (1) Cognitive, the 

parameter is: (a) Confidence possessed by employees towards the 

organization, (b) Confidence that employees have in their leaders 

(managers) at work, (c) Confidence that employees have in their 

work environment. (2) Emotional, using parameters, namely: (a) 

Positive negative feelings and attitudes that employees have 

towards the organization, (b) Positive negative feelings and 

attitudes that employees have towards their leaders (managers) 

at work, (c) Positive negative feelings and attitudes that 

EmEn OrCh 
0.62 
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employees have  in their work environment [68] [69]. (3) Value 

added in behavior, i.e. voluntary constructs, is measured using the 

following parameters: (a) Employee interest as a voluntary effort 

given by employees to their work; (b) The employee's 

commitment to the success being worked on; and (c) The 

admiration and love of the employee in his work [65], [66].  

 

4.4  Discussion 

Organizational Change is rooted in a deliberate style of thinking or 

operation with adaptation to the organizational environment in 

order to improve the performance of the organization itself. This 

increase in performance is important so that the organization can 

develop, succeed and survive in an environment that is constantly 

undergoing changes [50], [72] 

According to the degree of intentionality there are two types 

of changes in the organization: (1) Planned changes: Controlled 

changes from the current organizational system to the 

organizational system that has undergone changes; (2) 

Spontaneous change: A change that occurs without direction from 

the agent of change [73] 

Characteristics of Organizational Change, include: (1) Types of 

change activities; (2) The process by which change and 

implementation; (3) Inertia, describing obstacles in the 

organization; (2) The time at which the change occurred and how 

long it lasted; (3) Depth to describe the extent of Organizational 

Change;  (4) The readiness of the organization that is undergoing 

change. 

There are two causes of Organizational Change, namely 

internal factors and external factors. Internal Factors are changes 

caused by factors from within an organization. This change occurs 

due to internal conflicts / problems such as changes in goals, 

changes in the number of employees, decreased morale. Problems 

are overcome through decision-making from organizational 

leaders, determining new policies to address existing problems. 

Organizational Change is caused by factors from outside the 

organization, namely government regulation, economic 

conditions, competitor actions. These external changes will hinder 

the growth and development of the organization in realizing the 

goals of the organization. This factor can be overcome by means of 

cooperation between organizations [53], [54]. 

The success factors of Organizational Change (Appelbaum, 

Profka, Depta, & Petrynski, 2018), refer to the success of the model 

in [58] planning Organizational Change, some of which are: Creatte 
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urgency, Forming a Powerful Guiding Coaltion, create a vision, 

communication the vision; [60]. Empowering Other to Act on the 

Vision; Planning for and Creating Short-term Wins - Quick wins;  

Consolidating Improvement and Producing Still More Change; and 

Institutionalizing a New Approaches. 

How a manager bonds with employees, by paying attention 

to the values of motivation, performance, communication, 

teamwork, and creating a comfortable culture so that 

attachment arises both in terms of knowledge, emotional and 

behavior [71]. The concept of employee attachment can be seen 

from 3 (three) constructs, namely: (1) Cognitive, the pamrmeter is: 

(a) Confidence possessed by  employees towards the organization, 

(b) Confidence that employees have in their leaders (managers) at 

work, (c) Confidence that employees have in their work 

environment. (2) Emotional, using parameters, namely: (a) 

Positive negative feelings and attitudes that employees have 

towards the organization, (b) Positive negative feelings and 

attitudes that employees have towards their leaders (managers) 

at work, (c) Positive negative feelings and attitudes that 

employees have  in their work environment. (3) Value added in 

behavior, i.e. voluntary constructs, is measured using the following 

parameters: (a) Employee interest as a voluntary  effort given by 

employees to their work; (b) The employee's commitment to the 

success being worked on; and (c) The admiration and love of the 

employee in his work[6], [65], 

Thus, employee engagement has a positive and significant 

effect on Organizational Change. Examination of the effect of all 

indicators that construct employee engagement on Organizational 

Change turns out to be positive.  

 

4.5 Limitations 

This study presents a survey that examines the impact of employee 

engagement on Organizational Change. Recognizing this 

limitation, given the varied population  aspects of organizations, 

individuals and processes of change that occur in Organizational 

Change, as well as the variable employee engagement, covering 

aspects of cognition, attitudes and aspects of action,  the 

discussion is presented with reference to the appropriate 

literature to expand the relevance of the context of the findings. 

 

5. CONCLUSION 

Based on the research objectives, the results of hypothesis testing 

and previous discussions, the results of the study can be concluded 
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that employee engagement affects Organizational Change. This 

suggests that a significant positive increase in employee 

engagement will lead to increased Organizational Change. For 

theoretical development in the academic world, this research can 

be used as empirical evidence of the influence of employee 

engagement on Organizational Change as a study in organizational 

theory and organizational behavior theory and human resource 

management science. For the development of organizational 

theory, this study adds/complements the characteristics of existing 

theories, in order to empower organizational structure, 

organizational design, and organizational culture as components in 

building organizational theory.  In order to build a theory of 

organizational behavior, this study adds / complements the 

characteristics of existing theories, in order to increase the role of 

individuals, groups, and organizational systems in increasing the 

output of human resources from an organization.  For the scientific 

development of HR Management, adding / complementing the 

characteristics of existing HR science, in order to improve 

employee performance and organizational performance.  For 

other interested researchers, it can be used as a reference for 

possible research on related topics. 

 

REFERENCES 

 

[1] C. R. Leana and B. Barry, “Stability and change as simultaneous 

experiences in organizational life,” Acad. Manag. Rev., vol. 25, no. 

4, pp. 753–759, 2000, doi: 10.5465/AMR.2000.3707707. 

[2] A. Taylor-Bianco and J. Schermerhorn, “Self-regulation, strategic 

leadership and paradox in organizational change,” J. Organ. 

Chang. Manag., vol. 19, no. 4, pp. 457–470, 2006, doi: 

10.1108/09534810610676662. 

[3] J. Beardwell and A. Thompson, Human Resource Management: 

Personnel Human Resource Management, vol. 13, no. January 

2019. Bloomsbury Publishing, 2016. 

[4] A. M. Obeidat, S. H. Abualoush, H. J. Irtaimeh, A. A. Khaddam, and 

K. A. Bataineh, “The Role of Organisational Culture in Enhancing 

the Human Capital Applied Study on the Social Security 

Corporation,” Int. J. Learn. Intellect. Cap., vol. 1, no. 1, p. 1, 2018, 

doi: 10.1504/IJLIC.2018.10013109. 

[5] A. Tërstena, I. Mehmeti, and S. Krasniqi, “Fiscal policy and foreign 

trade as a determinant of economic development – focus 

Kosovo,” Int. J. Financ. Bank. Stud., vol. 8, no. 3, pp. 77–87, 2019, 

doi: 10.20525/ijfbs.v8i3.497. 

[6] Ansori, “Quality of work life factors and employe,” Pap. Knowl. . 

Towar. a Media Hist. Doc., vol. 3, no. April, pp. 49–58, 2015. 



Journal of Namibian Studies, 34(2023): 4404-4428      ISSN: 2197-5523 (online) 

 

4423 
 

[7] R. Tahir, Rudiyanto, A. Prayitno, D. Amiruddin, and T. Rosita, 

“Employee competencies and compensation strategies as 

company’s strategic effort to escalate employee performance,” 

Int. J. Recent Technol. Eng., vol. 8, no. 3, pp. 7200–7208, Sep. 

2019, doi: 10.35940/ijrte.C6220.098319. 

[8] A. Obeidat and G. Otibi, “The Impact of Knowledge Sharing Tools 

on Levels of Organizational Learning (Field Study on Jordanian 

Commercial Banks),” Aust. J. Basic Appl. Sci., vol. 9, no. 5, pp. 253–

267, 2015. 

[9] J. Serrano García, Jakeline; Robledo Velasquez, “Variables Para La 

Medición De Las Capacidades De Innovación Tecnológica En 

Instituciones Universitarias,” Rev. Ciencias Estratégicas, vol. 22, 

no. 30, pp. 267–284, 2013. 

[10] M. T. Amini and A. Pirali, “Development strategy of the leather 

industry’s competitive advantages,” Int. Bus. Manag., vol. 10, no. 

14, pp. 2687–2693, 2016. 

[11] P. Chatzoglou and D. Chatzoudes, “The role of innovation in 

building competitive advantages: an empirical investigation,” Eur. 

J. Innov. Manag., vol. 21, no. 1, pp. 44–69, 2018, doi: 

10.1108/EJIM-02-2017-0015. 

[12] Q. Yao and H. Qin, “Marketing capability, competitive advantage, 

and business performance,” Int. J. Technol. Policy Manag., vol. 16, 

no. 3, pp. 195–213, 2016, doi: 10.1504/IJTPM.2016.079242. 

[13] Y. Liao, F. Deschamps, E. de F. R. Loures, and L. F. P. Ramos, “Past, 

present and future of Industry 4.0 - a systematic literature review 

and research agenda proposal,” Int. J. Prod. Res., vol. 55, no. 12, 

pp. 3609–3629, 2017, doi: 10.1080/00207543.2017.1308576. 

[14] A. Gambardella, “A Hegelian dialogue on the micro-foundations 

of organizational routines and capabilities,” Eur. Manag. Rev., vol. 

9, no. 4, p. 171, 2012, doi: 10.1111/emre.12002. 

[15] C. Bilton and S. Cummings, “Handbook of management and 

creativity,” Handb. Manag. Creat., vol. 35, no. 7, pp. 1–404, 2014, 

doi: 10.4337/9781781000977. 

[16] S. Edú-Valsania, J. A. Moriano, and F. Molero, “Authentic 

leadership and employee knowledge sharing behavior: Mediation 

of the innovation climate and workgroup identification,” 

Leadersh. Organ. Dev. J., vol. 37, no. 4, pp. 487–506, 2016, doi: 

10.1108/LODJ-08-2014-0149. 

[17] H. Chang, Autoethnography as Method, vol. 1. Routledge, 2016. 

[18] A. McAfee and E. Brynjolfsson, “Big Data: The Management 

Revolution. Exploiting vast new flows of information can radically 

improve your company´s performance. But first you´ll have to 

change your decision-making culture,” Harv. Bus. Rev., no. 

October, pp. 1–9, 2012. 

[19] S. F. Wamba, R. Dubey, A. Gunasekaran, and S. Akter, “The 

performance effects of big data analytics and supply chain 

ambidexterity: The moderating effect of environmental 



Journal of Namibian Studies, 34(2023): 4404-4428      ISSN: 2197-5523 (online) 

 

4424 
 

dynamism,” Int. J. Prod. Econ., vol. 222, 2020, doi: 

10.1016/j.ijpe.2019.09.019. 

[20] S. K. Singh and A. N. El-Kassar, “Role of big data analytics in 

developing sustainable capabilities,” J. Clean. Prod., vol. 213, pp. 

1264–1273, 2019, doi: 10.1016/j.jclepro.2018.12.199. 

[21] R. Dubey, A. Gunasekaran, and S. J. Childe, “Big data analytics 

capability in supply chain agility: The moderating effect of 

organizational flexibility,” Manag. Decis., vol. 57, no. 8, pp. 2092–

2112, 2019, doi: 10.1108/MD-01-2018-0119. 

[22] S. Fosso Wamba, S. Akter, L. Trinchera, and M. De Bourmont, 

“Turning information quality into firm performance in the big 

data economy,” Manag. Decis., vol. 57, no. 8, pp. 1756–1783, 

2019, doi: 10.1108/MD-04-2018-0394. 

[23] A. Fitriati and S. Mulyani, “Factors that affect accounting 

information system success and its implication on accounting 

information quality,” Asian J. Inf. Technol., vol. 14, no. 5, pp. 154–

161, 2015, doi: 10.3923/ajit.2015.154.161. 

[24] N. W. Masri, J. J. You, A. Ruangkanjanases, S. C. Chen, and C. I. 

Pan, “Assessing the effects of information system quality and 

relationship quality on continuance intention in e-tourism,” Int. J. 

Environ. Res. Public Health, vol. 17, no. 1, 2020, doi: 

10.3390/ijerph17010174. 

[25] A. K. Acharya, “Caste-based migration and exposure to abuse and 

exploitation: Dadan labour migration in India,” Contemp. Soc. 

Sci., vol. 16, no. 3, pp. 371–383, 2021, doi: 

10.1080/21582041.2020.1855467. 

[26] M. Thunnissen, “Talent management: For what, how and how 

well? An empirical exploration of talent management in 

practice,” Empl. Relations, vol. 38, no. 1, pp. 57–72, 2016, doi: 

10.1108/ER-08-2015-0159. 

[27] A. B. Bakker and P. L. Costa, “Chronic job burnout and daily 

functioning: A theoretical analysis,” Burn. Res., vol. 1, no. 3, pp. 

112–119, 2014, doi: 10.1016/j.burn.2014.04.003. 

[28] L. E. Tetrick and C. J. Winslow, “Workplace Stress Management 

Interventions and Health Promotion,” Annu. Rev. Organ. Psychol. 

Organ. Behav., vol. 2, no. January, pp. 583–603, 2015, doi: 

10.1146/annurev-orgpsych-032414-111341. 

[29] P. Tongchaiprasit and V. Ariyabuddhiphongs, “Creativity and 

turnover intention among hotel chefs: The mediating effects of 

job satisfaction and job stress,” Int. J. Hosp. Manag., vol. 55, pp. 

33–40, 2016, doi: 10.1016/j.ijhm.2016.02.009. 

[30] J. Sadowski, “When data is capital: Datafication, accumulation, 

and extraction,” Big Data Soc., vol. 6, no. 1, pp. 1–12, 2019, doi: 

10.1177/2053951718820549. 

[31] S. Garg and R. L. Dhar, “Effects of stress, LMX and perceived 

organizational support on service quality: Mediating effects of 

organizational commitment,” J. Hosp. Tour. Manag., vol. 21, pp. 



Journal of Namibian Studies, 34(2023): 4404-4428      ISSN: 2197-5523 (online) 

 

4425 
 

64–75, 2014, doi: 10.1016/j.jhtm.2014.07.002. 

[32] D. Wang, X. Wang, and N. Xia, “How safety-related stress affects 

workers’ safety behavior: The moderating role of psychological 

capital,” Saf. Sci., vol. 103, no. October 2017, pp. 247–259, 2018, 

doi: 10.1016/j.ssci.2017.11.020. 

[33] S. Lamb and K. C. S. Kwok, “A longitudinal investigation of work 

environment stressors on the performance and wellbeing of 

office workers,” Appl. Ergon., vol. 52, pp. 104–111, 2016, doi: 

10.1016/j.apergo.2015.07.010. 

[34] K. A. Aikens et al., “Mindfulness Goes to Work: Impact of an 

Online Workplace Intervention,” J. Occup. Environ. Med., vol. 56, 

no. 7, pp. 721–731, 2014, doi: 10.1097/JOM.0000000000000209. 

[35] M. Randmaa, G. Mårtensson, C. L. Swenne, and M. Engström, 

“SBAR improves communication and safety climate and 

decreases incident reports due to communication errors in an 

anaesthetic clinic: A prospective intervention study,” BMJ Open, 

vol. 4, no. 1, pp. 1–9, 2014, doi: 10.1136/bmjopen-2013-004268. 

[36] C. Fitzmaurice et al., “Global, regional, and national cancer 

incidence, mortality, years of life lost, years lived with disability, 

and disability-adjusted life-years for 29 cancer groups, 1990 to 

2016 a systematic analysis for the global burden of disease study 

global burden o,” JAMA Oncol., vol. 4, no. 11, pp. 1553–1568, 

2018, doi: 10.1001/jamaoncol.2018.2706. 

[37] S. Kumar Srivastava, M. Kumar Gupta, G. Kumar Gupta, T. 

Chandra Joshi, V. Shrivastava, and D. P. Mondal, “Fluidized spray 

driven polymer mediated ultra stable Aluminum metal coating 

with enhanced dielectric properties,” Mater. Sci. Eng. B Solid-

State Mater. Adv. Technol., vol. 294, 2023, doi: 

10.1016/j.mseb.2023.116490. 

[38] M. J. Hao and R. Yazdanifard, “How Effective Leadership can 

Facilitate Change In Organizations through Improvement & 

Innovation,” Glob. J. Manag. Bus. Res. A Adm. Manag., vol. 15, no. 

9, pp. 0–6, 2015. 

[39] R. Tahir and S. S. Raharja, Sam’un Jaja; Rosyda, “Studi Pemetaan 

Sistematis Perubahan Organisasi,” AdBispreneur J. Pemikir. dan 

Penelit. Adm. Bisnis dan Kewirausahaan, vol. 6, no. 1, pp. 27–40, 

2021. 

[40] Porras and P. J. Robertson’s, “‘Organizational Development: 

Theory, Practice, and Research,’ Handbook of Industrial & 

Organizational Psychology, ed. ke-2, Vol. 3.” Palo Alto: Consulting 

Psychologist Press, 1992. 

[41] R. T. Golembiewski, Organization Development and Change, 9th 

Editio. Southwestern and Cengage, 2018. 

[42] M. F. Adams, S. H. Ku, P. Worley, E. D’Azevedo, J. C. Cummings, 

and C. S. Chang, “Scaling to 150K cores: Recent algorithm and 

performance engineering developments enabling XGC1 to run at 

scale,” in Journal of Physics: Conference Series, 2009, vol. 180, no. 



Journal of Namibian Studies, 34(2023): 4404-4428      ISSN: 2197-5523 (online) 

 

4426 
 

1, p. 12036, doi: 10.1088/1742-6596/180/1/012036. 

[43]  dkk 2018 ) richard oliver ( dalam Zeithml., “済無No Title No Title 

No Title,” Angew. Chemie Int. Ed. 6(11), 951–952., vol. 5, no. 1, 

pp. 2013–2015, 2021. 

[44] R. J. Blomme, B. Kodden, and A. Beasley-Suffolk, “Leadership 

theories and the concept of work engagement: Creating a 

conceptual framework for management implications and 

research,” J. Manag. Organ., vol. 21, no. 2, pp. 125–144, 2015, 

doi: 10.1017/jmo.2014.71. 

[45] W. J. Rothwell and R. L. Sullivan, “Practicing OD-Guide for 

Consultants,” p. 753, 2005, [Online]. Available: 

http://www.untag-

smd.ac.id/files/Perpustakaan_Digital_2/ORGANIZATIONAL 

CHANGE Practicing organization development  a guide for 

consultants.pdf. 

[46] Gomez-Mejia, Luis R, D. B. Balkin, and R. L. Cardy, Managing 

Human Resources. Manufactured in the United States of 

America: Pearson Education, Inc., publishing as Prentice Hall. 

2012. 

[47] M. Alvesson and S. Sveningsson, Changing organizational culture: 

Cultural change work in progress, second edition. New York: 

Routledge, 2015. 

[48] A. J. Connolly and D. Rush, “How emotional self-control relates to 

IT mindfulness and technostress in students,” 2019, [Online]. 

Available: https://www.scopus.com/inward/record.uri?eid=2-

s2.0-

85073507657&partnerID=40&md5=be4ed5c7ffb34344d91422f0

2f3bf8f4. 

[49] L. K. Gibbons and P. Cobb, “Focusing on Teacher Learning 

Opportunities to Identify Potentially Productive Coaching 

Activities,” J. Teach. Educ., vol. 68, no. 4, pp. 411–425, 2017, doi: 

10.1177/0022487117702579. 

[50] L. Liao and E. Ai Lin Teo, “Organizational Change Perspective on 

People Management in BIM Implementation in Building 

Projects,” J. Manag. Eng., vol. 34, no. 3, p. 4018008, 2018, doi: 

10.1061/(asce)me.1943-5479.0000604. 

[51] A. Aisen and F. J. Veiga, “How does political instability affect 

economic growth?,” Eur. J. Polit. Econ., vol. 29, pp. 151–167, 

2013, doi: 10.1016/j.ejpoleco.2012.11.001. 

[52] B. Hock and S. Gomtsian, “Private order building: the state in the 

role of the civil society and the case of FIFA,” Int. Sport. Law J., 

vol. 17, no. 3–4, pp. 186–204, 2018, doi: 10.1007/s40318-018-

0123-1. 

[53] M. K. Hassan and S. Mouakket, “Power, trust and control: The 

interaction of political behaviours in accounting-based ERP 

system implementation processes,” J. Account. Emerg. Econ., vol. 

8, no. 4, pp. 476–494, 2018, doi: 10.1108/JAEE-08-2017-0080. 



Journal of Namibian Studies, 34(2023): 4404-4428      ISSN: 2197-5523 (online) 

 

4427 
 

[54] A. CEIIK and N. OZSOY, “Organizational Change: Where Have We 

Come From and Where Are We Going?,” Int. J. Acad. Res. 

Accounting, Financ. Manag. Sci., vol. 6, no. 1, pp. 134–141, 2016, 

doi: 10.6007/ijarafms/v6-i1/2004. 

[55] G. Krücken, A. Blümel, and K. Kloke, “The Managerial Turn in 

Higher Education? On the Interplay of Organizational and 

Occupational Change in German Academia,” Minerva, vol. 51, no. 

4, pp. 417–442, 2013, doi: 10.1007/s11024-013-9240-z. 

[56] S. Conroy, C. A. Henle, L. Shore, and S. Stelman, “Where there is 

light, there is dark: A review of the detrimental outcomes of high 

organizational identification,” J. Organ. Behav., vol. 38, no. 2, pp. 

184–203, 2017, doi: 10.1002/job.2164. 

[57] S. H. Appelbaum, E. Profka, A. M. Depta, and B. Petrynski, “Impact 

of business model change on organizational success,” Ind. 

Commer. Train., vol. 50, no. 2, pp. 41–54, 2018, doi: 10.1108/ICT-

07-2017-0058. 

[58] I. Tohidian and H. Rahimian, “Bringing Morgan’s metaphors in 

organization contexts: An essay review,” Cogent Bus. Manag., vol. 

6, no. 1, 2019, doi: 10.1080/23311975.2019.1587808. 

[59] D. Gutermann, N. Lehmann-Willenbrock, D. Boer, M. Born, and S. 

C. Voelpel, “How Leaders Affect Followers’ Work Engagement 

and Performance: Integrating Leader−Member Exchange and 

Crossover Theory,” Br. J. Manag., vol. 28, no. 2, pp. 299–314, 

2017, doi: 10.1111/1467-8551.12214. 

[60] R. Rajan and R. Ganesan, “A critical analysis of John P. Kotter’s 

change management framework,” Asian J. Res. Bus. Econ. 

Manag., vol. 7, no. 7, p. 181, 2017, doi: 10.5958/2249-

7307.2017.00106.2. 

[61] G. M. Endres and L. Mancheno-Smoak, “The human resource 

craze: Human.” . 

[62] Richman A., “‘Everyone wants an engaged workforce how can 

you create it?,’” Workspan, vol. 49, pp. 36–39, 2006. 

[63] G. M. Endres and L. Mancheno-Smoak, “The human resource 

craze: Human performance improvement and employee 

engagement,” Organization Development Journal, vol. 26, no. 1. 

pp. 69–78, 2008, doi: 10.1108/sd.2008.05624had.007. 

[64] S. L. McShane and M. A. Von Glinow, Organizational behavior : 

emerging knowledge and practice for the real world. McGraw-Hill 

Irwin, 2010. 

[65] A. M. Konrad, “Engaging Employees Through High-Invol ... 

Engaging Employees Through High-Involvement Work Practices 

Engaging Employees Through High-Invol ...,” Ivey Bus. J., no. April 

2006, pp. 1–5, 2014. 

[66] R. Tahir, “Kualitas Kehidupan Kerja, Perilaku Kewargaan 

Organisasional, Dan Keterikatan Karyawan,” J. Ilmu Manaj. Dan 

Bisnis, vol. 3, no. 2, 2012, doi: 10.17509/jimb.v3i2.1043. 

[67] Rusdin, Metode Penelitian Dengan Pendekatan Kuantitatif. 



Journal of Namibian Studies, 34(2023): 4404-4428      ISSN: 2197-5523 (online) 

 

4428 
 

Bandung: Alfabeta, 2015. 

[68] R. Tahir, A. N. Vidiansyah, L. Suryadana, and C. U. Rakhman, 

“Employee Engagement as a Performance Driver of State-Owned 

Enterprises (SOE’s) in Indonesia,” researchgate.net. [Online]. 

Available: 

https://www.researchgate.net/profile/Rusdin_Tahir/publication

/338901048_Employee_Engagement_as_a_Performance_Driver

_of_State-

Owned_Enterprises_SOE’s_in_Indonesia/links/5e31c79a299bf1c

db9fc86b7/Employee-Engagement-as-a-Performance-Driver-of-

State-Owned-Ent. 

[69] R. Tahir, “KETERIKATAN KARYAWAN DAN KONTRIBUSINYA 

DALAM MENINGKATKAN KINERJA PERUSAHAAN.” 

[70] C. Rizescu, A., & Tileagă, “The effects of globalization on the 

transformation of organizational management.,” J. Def. Resour. 

Manag., vol. 8, no. 1, pp. 135-140., 2017. 

[71] M. I. Finney, “The Truth About Getting the Best from People,” 

Manager, p. 209, 2008. 

[72] G. R. Ferris, “Kaitlyn DeGhetto, Zachary A. Russell and,” Power, 

Polit. Polit. Ski. Job Stress, p. 105, 2017. 

[73] V. A. Dolyatovskiy, V. S. Barnagjan, and L. V. Dolyatovskiy, 

“Optimising Models of Management by Organizational Changes,” 

in IOP Conference Series: Earth and Environmental Science, 2019, 

vol. 272, no. 3, p. 32183, doi: 10.1088/1755-1315/272/3/032183. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


