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Abstract: Bureaucratic reform is one of the first steps to support government programs to organize a good, 

effective and efficient system of organizing government agencies so that they can serve the community quickly, 

accurately, and professionally in realizing good governance and clean government to create clean government 

agencies. of Corruption, Collusion and Nepotism (KKN), then government agencies in building Integrity Zones 

towards Corruption Free Areas (WBK) and Clean and Serving Bureaucratic Areas (WBBM) require readiness 

for change (readiness for change) how individual actors react to changes the. This study aims to describe how 

the readiness of employees to change in the Central Java High Prosecutor's Office towards the Corruption Free 

Area (WBK) and the Clean and Serving Bureaucratic Region (WBBM) and to find out what factors determine 

the success of readiness for change at the Central Java High Court. .  
This research is a qualitative research with a research population of some employees and the 

community based on the existing phenomena approach through observation and interviews to find out how the 

readiness for change in the Central Java High Court towards a Corruption Free Area (WBK) and a Clean and 

Serving Bureaucratic Region (WBBM) for improve the performance of employees and organizational 

performance. The instrument of this research is interviews with questions to informants consisting of 

employees and the community. The results showed that in general the employees showed readiness to be able 

to realize a Corruption-Free Area (WBK) and a Clean and Serving Bureaucratic Area (WBBM) at the Central 

Java High Court. because the agency leadership provides exemplary leadership in discipline to all employees 

as a role model and discrepancy factor (the difference between the current condition and the previous and 

expected) that changes for the better are things that are expected and desired by employees so that the Central 

Java High Prosecutor's Office become better and can change the mindset of employees, work mechanisms and 

culture and can create bureaucratic reforms that are free from corruption, collusion and nepotism (KKN). 

Keywords:readiness for change, Corruption Free Area (WBK), Clean Serving Bureaucratic Area (WBBM), 

bureaucratic reform, corruption, collusion and nepotism (KKN). 

 

Introduction 
Bureaucratic reform is one of the first steps to support government programs to organize a good, 

effective and efficient system of government organization, so that it can serve the community quickly, 

accurately, and professionally in realizing good governance and clean government towards a clean and clean 

state civil apparatus. free from KKN (Corruption, Collusion, Nepotism), increased service excellence and 

increased capacity and performance accountability. Along the way, there are obstacles faced, including abuse of 

authority, the practice of KKN (Corruption, Collusion, Nepotism), discrimination and weak supervision. In 

order to eliminate the deviant behavior of these members, strategic steps have been taken through the 

construction of an Integrity Zone towards a Corruption Free Area (WBK) and a Clean and Serving Bureaucratic 

Area (WBBM). 

Not all of these employees understand the declaration of a Corruption Free Area (WBK) and a Clean and 

Serving Bureaucratic Region (WBBM) at the Central Java High Court in 2019 because it is a new thing and 

employees will be ready when they receive assistance and supervision and that was not obtained in 2015. 2019, 

and why it needs to be investigated because the declaration of a Corruption-Free Region (WBK) and a Clean 

and Serving Bureaucratic Region (WBBM) is more about changing work mechanisms, work mindsets and work 

culture, and after 2020 whether with the declaration of a Corruption-Free Region (WBK) and the Clean and 

Serving Bureaucratic Region (WBBM) at the Central Java High Court have the same meaning between 

organizational members and the organizational culture created by the leadership. 
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Readiness to Change 
Jones et al., (2005) argue that the concept of readiness to change can be defined as the degree to which 

employees hold a positive view of the need for organizational change (acceptance to change), and also the 

degree to which employees believe that such changes will provide good benefits. for them and the organization. 

The level of readiness can vary depending on the situational characteristics of the change (Vakola, 2013). 

Different levels of readiness to change are manifested through certain attitudes and beliefs regarding the need 

for change, the appropriateness or appropriateness of change, management support for change, and the 

usefulness of change (Armenakis et al., 1993; Eby et al., 2000; Wanberg&Banas, 2000). 

According to Armenakis and Harris (2009), the formation of beliefs, attitudes and intentions is the result 

of five perceptions or beliefs, namely that: 

a) Changes need to be made because there are discrepancies/gaps between the current condition and the 

desired/should be (discrepancy). This perception raises awareness of the need for change. 

b) The change is an appropriate change (appropriateness). This perception can foster confidence that they are 

doing something right and certain and increase confidence in their abilities. 

c) The organization and the individuals in it have the ability to deal with these changes (efficacy). Belief in 

this will increase motivation and be more willing to put forth more effort than expected, thereby increasing 

the effectiveness of change efforts. 

d) There is adequate support from organizational leaders (principal support). This perception confirms the 

commitment of the leadership, which then reduces the sense of uncertainty that occurs due to change and 

increases commitment to achieving the goals of change. 

e) Changes will provide benefits for them (valence). The clear benefits, both short and long term, and how 

attractive these benefits are to members of the organization will of course affect the commitment of 

organizational members to change. 

 

The five perceptions above can be said to be factors or psychological dimensions that occur personally in 

every individual involved in organizational change. Holt and Vardaman (2013) argue that, apart from 

psychological factors, there are other factors in shaping readiness to change, namely structural or contextual 

factors. These structural factors reflect the conditions under which change occurs and the degree to which these 

conditions support or hinder the implementation of change, including the suitability of individual knowledge, 

skills and abilities. 

 

Management Change 
Varkey and Antonio (2010) argue that change management is a term used to describe various actions 

taken so that the transition of business processes from current conditions to conditions that are expected to occur 

in the future can run smoothly both at the individual and team level. Kotter (2011) states that change 

management is a term that is often used to describe a set of basic tools or structures so that any change effort can 

be controlled. Therefore, change management refers to the approach used in the transition of individuals, teams, 

and organizations to achieve the expected goals in the future. The change management stage according to 

Varkey and Antonio (2010) starts from assessing readiness for change (measuring readiness to change), 

establishing a sense of urgency (building a sense that the changes to be made are important), assemble steering 

team (forming a steering team), develop implementation plan (develop an implementation plan), implement and 

evaluate pilot (implement the plan on a pilot), disseminate change (spread change), and the last anchor change, 

create culture shift (maintain change in all parts of the organization). 

 

Individual Readiness to Change 
According to Holt et al. (2010) individual readiness to change consists of structural factors and 

psychological factors. Rafferty et al. (2012) also explained that in defining and measuring readiness to change, 

the cognitive and affective aspects of the measurement subject need to be distinguished. To facilitate 

understanding, the researcher uses the term cognitive factors to describe the condition of the individual as an 

individual in initiating change efforts and affective factors to explain the attitudes, beliefs and intentions of 

individuals as individuals. 

 

Organizational Readiness to Change 
According to Weiner (2009) organizational readiness to change refers to the commitment of 

organizational members to change and their confidence to implement organizational change. Meanwhile, 

according to Rafferty et al. (2012) the readiness of work groups and organizations to change is a common sense 

of individuals in the organization because of the process of social interaction that creates a unity of thought so 
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that it has an impact on collective phenomena at a higher level. According to Weiner (2009) organizational 

readiness to change consists of change commitment (commitment to change) and change efficacy (belief in the 

ability to change). Change commitment is a shared belief of individuals in the organization to make changes 

because of the awareness that the changes to be made will be beneficial both for individuals personally and for 

the organization. While change efficacy is a shared belief of individuals in the organization that collectively 

individuals in the organization are able to make changes. 

 

Research Methods 
Researchers conduct research using qualitative research methodologies, with the aim of obtaining clearer 

and more complete data in accordance with the reality in the field. Qualitative research aims to reveal a 

phenomenon as a whole (holistic) based on the field situation (contextual). 

Research subjects or informants are individuals who will be interviewed to obtain information and data 

needed by researchers on a topic to be studied.This research was conducted on individuals or employees of the 

Central Java High Prosecutor's Office to be able to determine readiness to change. Readiness for change for 

employees at the Central Java High Prosecutor's Office towards a Corruption Free Area (WBK) and a Clean and 

Serving Bureaucratic Region (WBBM). 

The data collection method in this study was through interviews. Data collection in this study was 

intended to obtain relevant and reliable information. Data collection was carried out using employee interviews 

through a series of questions that were used to obtain data on the Readiness for change of employees at the 

Central Java High Court until they found informants who had the same answers and then the search for 

informants stopped. 

 

Research Results and Discussion 
Research Descriptive Results 

In this study, the researchers succeeded in obtaining 10 resource persons. The details are 8 (eight) 

resource persons from employees from each field and 2 (two) non-employees (community) who directly carry 

out their work activities related to the Central Java High Prosecutor's Office 
 

Resource Description The selection of sources in this study uses a purposive technique in which the selection 

of sources or informants is carried out based on certain considerations. Certain considerations that become a 

reference for the selection of resource persons are based on the classification in each field, namely structural and 

non-structural employees and the general public. So that in this study 10 sources were successfully obtained 

with the details in the table below: 

Table 1:Resource Description 

Number Source Code Gender Position 

1 N1 Male Supervision Assistant 

2 N2 Woman Examiner 

3 N3 Male Auditor 

4 N4 Male Staff 

5 N5 Male Head of Planning Sub 

Division 

6 N6 Male Prosecutor 

7 N7 Male Staff 

8 N8 Male Head of Sub Division 

of Letters 

9 N9 Male Public 
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10 N10 Woman Public 

 
The Results of the Study of Readiness to Change Employees Answer Discrepancy Factors 

Table 2 : Research Result Discrepancy Factors 

Question Answer  Source Person 

The difference 

or gap between 

the current 

condition and 

what is desired 

or should be 

(discrepancy). 

Changes for the better are things that are 

expected and desired by employees and the 

community so that the Central Java High 

Prosecutor's Office becomes better and can 

change the mindset of employees, work 

mechanisms and culture and can create 

bureaucratic reforms that are free from 

corruption, collusion and nepotism. and 

there has been a change in the quality of 

public services and providing wider access 

to the public to obtain services at the 

Central Java High Court. 

N1,N2,N3,N4,N5,N6,N7,

N8,N9,N10 

 

 

That the discrepancy factor is a factor that determines readiness to change in the Central Java High Court 

to become a WBK and WBBM area because these changes are indeed necessary because there are differences / 

gaps between current conditions and what they want and make this perception raise awareness of the need for 

changes this has been stated by all sources. 

 

The Results of the Study of Readiness to Change Employees Answer Appropriateness Factors 

Table 3:Research Result Appropriateness Factors 

Question Answer  Source Person 

The change is an 

appropriate 

change 

(appropriateness)

. 

The change in the Central Java High Court 

with the construction of an Integrity Zone 

towards a Corruption Free Area (WBK) and a 

Clean and Serving Bureaucratic Region 

(WBBM) is a good and appropriate change 

and is a need to create clean bureaucratic 

reforms and increase efficiency in terms of 

mechanisms. Work and provide services to the 

community as well as possible KKN and 

changes in the Central Java High Court can be 

said as a necessity that must be made and 

implemented by all employees in order to 

create an atmosphere and work environment 

and a good work culture, after the construction 

of the WBK integrity zone and WBBM in the 

Central Java High Prosecutor's Office there are 

changes related to the work mechanism and 

work culture at the Central Java High 

Prosecutor's Office so as to create efficiency in 

work and in providing public services to the 

community and greatly assist people who want 

to obtain services, The general public is no 

longer confused about which room to go to if 

they want to meet or obtain information with 

the existence of one-stop integrated services or 

other services that make it easier for the 

community to create effective and efficient 

public service processes. 

N1,N5,N6,N7,N9.N10 
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The changes in the Central Java High Prosecutor's Office with the WBK and WBBM can be said as a 

necessity that must be made and implemented by all employees in order to create a good working atmosphere 

and work environment and work culture, after the construction of the WBK and WBBM integrity zones at the 

Central Java High Court. there are changes related to the work mechanism and work culture at the Central Java 

High Court so as to create efficiency in working and in providing public services to the community and greatly 

helping people who want to get services, the general public is no longer confused about which room to go to if 

they want to meet or get Information with the existence of one-stop integrated services or other services makes 

it easier for the community to create effective and efficient public service processes. 

That the factor of appropriateness, namely the change is an appropriate change, can foster confidence that they 

are doing something right and certain and increase confidence in their abilities. 

 

The Results of the Study of Readiness to Change Employees Answer Efficacy Factors 

Table 4:Research Result Efficacy Factors 

Question Answer  Source Person 

Organizations 

and individuals 

in them have the 

ability to deal 

with these 

changes 

(efficacy). 

The Central Java High Prosecutor's Office has 

prepared several facilities and infrastructure to 

prepare and support the construction of the 

integrity zone towards WBK and WBBM, this 

shows that the Central Java High Prosecutor's 

Office is ready to realize the integrity zone and 

all employees have stated they are ready to 

face changes to be able to realize the High 

Prosecutor's Office area. Central Java becomes 

a corruption-free area and a clean bureaucratic 

area to serve as evidenced by the signing and 

integrity pact of all employees and ready to 

follow the rules and adjust new habits or 

mechanisms that did not previously exist and 

support these changes so that the Central Java 

High Prosecutor's Office can obtain the 

Predicate WBK and WBBM. 

N1,N2,N3,N4,N5,N6,N7,N8 

 

 

That the efficacy factor, namely the organization and individuals in it having the ability to deal with these 

changes, already exists in the Central Java High Court with the signing and integrity pact of all employees and is 

ready to follow the rules and adapt new habits or mechanisms that previously did not exist and support the 

declaration the integrity zone in the Central Java High Court towards the Corruption Free Area (WBK) and the 

Clean and Serving Bureaucratic Region (WBBM). 

 

The Results of the Study of Readiness to Change Employees Answer Principal Support Factors 

Table 5: Research Result Principal Support Factors 

Question Answer  Source Person 

Is there adequate 

support from 

organizational 

leaders (principal 

support). 

There is leadership involvement in signing a 

joint commitment with all employees to realize 

the WBK and WBBM integrity zones and the 

leadership as an example of exemplary 

discipline to all employees as Role Models. So 

that the principal support factor, namely that 

there is adequate support from organizational 

leaders to deal with these changes, already 

exists in the Central Java High Court. 

N1,N2,N3,N4,N5,N6,N7,N8 

 

 

That the principal support factor, namely that there is adequate support from organizational leaders to 

deal with these changes, already exists in the Central Java High Court with evidence that the leadership is 

directly involved in signing a joint commitment with all employees, because in building a zone of integrity 

starting from building the character of the person himself. the leader as a role model, to be followed by his 

subordinates, this is supported by the answers to the statements of all sources. 
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The Results of the Study of Readiness to Change Employees Answer Principal Support Factors 

Table 6: Research Result Valence Factors 

Question Answer  Source Person 

Changes will 

provide benefits 

or advantages for 

them (valence) 

The declaration of the WBK and WBBM 

integrity zones at the Central Java High 

Prosecutor's Office provides benefits, 

including the creation of good public services 

to the community so that the Central Java High 

Prosecutor's Organization can provide good 

services as one of the Central Java High 

Prosecutor's service units, which have service 

standards, procedures service to the 

community This page is very helpful for the 

community because of transparency and 

accountability in services. 

For organizations, making the Central Java 

High Prosecutor's Office become passionate in 

terms of public services to the community as 

well as physical form in the office with the 

presence of places or rooms in the office for 

public services so that people are more 

comfortable and get good service from the 

Central Java High Prosecutor's Office and are 

able to provide motivation for all elements of 

employees and elements in them to work better 

with the hope that if the organization can 

realize the WBK and WBBM areas it will 

provide benefits for employees to get 

additional income because of the additional 

intensive benefits. 

N1,N2,N3,N4,N5,N6,N7,N8,N9,10 

 

 

With the declaration of the WBK and WBBM Integrity Zones at the Central Java High Prosecutor's 

Office, it has good benefits for organizations and employees, for organizations to make the Central Java High 

Prosecutor's Office become passionate in terms of public services to the community as well as physical form in 

the office with a place or room in the office. for public services so that people are more comfortable and get 

good service from the Central Java High Court. 

That the valence factor, namely changes that will provide benefits/benefits for them, is already in the 

Central Java High Court, this is with information from sources that the declaration of an integrity zone towards a 

Corruption Free Area (WBK) and a Clean Serving Bureaucratic Area (WBBM) provides good benefits or 

benefits. for employees and the public.and able to provide motivation for all elements of employees and 

elements in it to work better with the hope that if the organization can realize the WBK and WBBM areas it will 

provide benefits for employees to get additional income because of the intensive additional benefits and will 

give public (community) trust towards institutions and can motivate employees to be able to change work 

culture, work mechanisms, new mindsets to realize reform in an democracy that is free from corruption, 

collusion and nepotism. 

 

Conclusion 
That the factor for readiness for change in the Central Java High Court towards a Corruption-Free Area 

(WBK) and a Clean Service Borocracy Area (WBBM) based on the theory of Armenakis and Harris (2009) is 

the result of five perceptions that the principal support factor is a factor that very influential on the readiness of 

employees to deal with changes in the development of an integrity zone towards a Corruption Free Area (WBK) 

and a Clean Serving Bureaucratic Area (WBBM) the leadership of the Central Java High Prosecutor's Office is 

very supportive of being able to realize the Central Java Attorney General's Office making the work units that 
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pass the WBK and WBBM it is proven that the leadership is directly involved in signing the joint commitment 

with all employees, because in building a zone of integrity, starting from building the leader's own character to 

be used as an example by his subordinates. The leadership policies should not be used as an excuse for their 

subordinates to practice corrupt practices and irregularities as well as the involvement of the leadership in 

signing a joint commitment with all employees to realize the WBK/WBBM integrity zone and the leadership 

provides exemplary leadership in discipline to all employees as Role Models. And the discrepancy factor (the 

difference between the current condition and the previous and expected) is also a reinforcing factor for readiness 

for change in the Central Java High Court towards a Corruption Free Area (WBK) and a Clean Serving 

Borocacy Region (WBBM). Changes for the better are things that are expected and desired by employees so that 

the Central Java High Prosecutor's Office becomes better and can change the mindset of employees, work 

mechanisms and culture and can create bureaucratic reforms that are free from corruption, collusion and 

nepotism and have occurred changes in the quality of public services. This change is indeed necessary because 

there is a difference or gap between the current condition and the desired one, namely changes to a better 

agency. 

This research was conducted using qualitative methods, and only succeeded in obtaining 10 sources from 

15 targeted sources at the Central Java High Court. There should be more parties involved in future research, 

such as the number of resource persons who match the target, involving informants from other agencies outside 

the Central Java High Prosecutor's Office to find out the perceptions of individuals, both employees and other 

parties regarding Readiness For Change and its implementation. . Future research also needs to be researched to 

test the conceptual model using quantitative research methods. 
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