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Abstract 

Employee readiness for change has become increasingly important in the context of large-scale organizational transformation, 

such as the relocation of civil servants to the country’s new capital. This study examines the influence of trust and ethical 

climate on affective commitment and explores the mediating role of employee readiness for change in these relationships. A 

quantitative approach was employed, involving 172 civil servants selected through purposive sampling. Data were collected 

using structured questionnaires and analyzed using Structural Equation Modeling (SEM) with AMOS. The results indicate 

that both trust and ethical climate have a positive and significant effect on affective commitment. Moreover, employee 

readiness for change serves as a significant mediator in these relationships. These findings highlight that the ability of 

employees to adapt and prepare for change is crucial for fostering a stronger emotional bond with the organization, especially 

during institutional relocation. The study offers theoretical contributions to the understanding of how organizational trust and 

ethical climate can enhance affective commitment through readiness for change. It also provides practical implications for 

human resource management in the public sector, emphasizing the importance of cultivating a supportive work environment 

and an adaptive mindset to ensure the success of organizational change initiatives. 
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1. Introduction 

The relocation of a national capital is a strategic move that has been undertaken by several countries to address challenges 

such as overpopulation, environmental degradation, and urban dysfunction. As centers of political and economic power, 

capital cities often face complex pressures that impede their ability to function optimally. Countries such as Brazil, which 

moved from Rio de Janeiro to Brasília; Pakistan, from Karachi to Islamabad; Nigeria, from Lagos to Abuja; Malaysia, from 

Kuala Lumpur to Putrajaya; and Myanmar, from Yangon to Naypyidaw, have opted to relocate their capitals to create more 

secure, strategically positioned, and better-planned administrative centers [1]. The UK experience, meanwhile, illustrates that 

relocating public sector functions can support regional economic balance, albeit with challenges in staff mobility and 

institutional restructuring [2]. 

Indonesia is currently undertaking a similar initiative by relocating its capital from Jakarta to East Kalimantan. This 

decision stems from numerous structural issues in Jakarta, including overpopulation, traffic congestion, poor air quality, and 

environmental decline [3-5]. Furthermore, IQAir [6] noted that Jakarta ranks among the world’s capitals with the poorest air 

quality. In response, the Indonesian government enacted Law Number 3 of 2022 on the State Capital [7], anticipating long-

term social and economic benefits from the relocation [8]. However, the relocation of the capital city is not only about 

physical development but also a personal and professional dilemma for civil servants because they have to move to a new 

office and adjust to a new environment. This dilemma may lead to resistance, uncertainty, and potential performance decline. 

The relocation also demands that civil servants adapt to new work dynamics, expectations, and organizational changes, 

underscoring the importance of active and continuous workplace learning. In this context, affective commitment, which is 

the emotional attachment employees feel toward their organization, is critical. Affective commitment enhances loyalty, 

engagement, and resilience in times of major change [9]. Factors such as trust in leadership fairness, integrity, and 

transparency, along with a healthy ethical climate, contribute significantly to this form of commitment [10-12]. An ethical 

climate that promotes moral values and openness fosters a sense of psychological safety, thereby reinforcing emotional bonds 

with the organization.  

Although previous studies have found positive correlations between trust, ethical climate, and affective commitment (for 

example [10, 11, 13-16]), other studies have reported weak or insignificant relationships [17, 18]. This inconsistency 

highlights the need for further exploration, particularly within the context of large-scale organizational change such as 

national capital relocation. Employee readiness for change, both mentally and physically, is a potentially crucial mediating 

factor [19]. Employees who are prepared for change are more likely to respond positively, leveraging trust and ethical climate 

to strengthen their commitment. Conversely, a lack of readiness may hinder the development of affective commitment even 

in supportive organizational environments. 

To the best of our knowledge, Malla and Malla [16] studied affective commitment using organizational trust in 

companies in India. Parlar et al. [10] conducted a study on the effect of trust on affective commitment using defensive silence 

as a mediator in teachers in Istanbul, Turkey. Curado and Vieira [11] studied the effect of trust on affective commitment 

using knowledge sharing as a mediator in employees of Small and Medium Enterprises (SMEs) in Portugal. On the other 

hand, research by Hung et al. [20] and Lee et al. [21] examined the effect of ethical climate on affective commitment. 

Meanwhile, research by Dinc and Huric [22] and Gencoglu and Dinc [23] used job satisfaction as a mediator of the 

relationship between ethical climate and affective commitment. However, research that specifically examines the role of 

employee readiness for change as a mediator in the relationship between trust and ethical climate on affective commitment 

in the problem of relocating the nation's capital, especially those that impact civil servants, is still very limited. Therefore, 

this study seeks to contribute by broadening the understanding of the dynamics of organizational change in the public sector, 

especially in facing the challenges of large-scale relocation in developing countries. 

Based on this background, this study aims to examine how employee readiness for change mediates the relationship 

between trust, ethical climate, and affective commitment in civil servants in Indonesia who experience the relocation of the 

nation's capital. This study seeks to provide theoretical contributions by offering a more holistic understanding of the 

dynamics of organizational change in the public sector, especially in the context of the relocation of the country’s capital city 

in developing countries. By examining the role of employee readiness for change as a mediator between trust, ethical climate, 

and affective commitment, this study enriches the literature on organizational change and provides practical guidance for 

human resource managers in designing change management strategies that are more effective and relevant to the challenges 

in developing countries. 

This article is organized as follows: Section 2 presents the theoretical background and hypothesis development, Section 

3 outlines the research methods, Section 4 discusses the findings and conclusions, Section 5 explains the implications, and 

Section 6 presents limitations and directions for future research. 

 

2. Theoretical Background and Hypotheses Development 
2.1. Trust and Affective Commitment 

According to Mayer et al. [24], trust in an organization arises from perceptions of the competence, integrity, and goodwill 

of others. When employees perceive the organization as trustworthy, it creates psychological safety, reduces interpersonal 

anxiety, and strengthens social relationships in the workplace. This sense of safety and confidence fosters emotional 

attachment as employees feel cared for, valued, and like an important part of the organization. Trust also facilitates open 

communication and collaboration, which reinforces employees' identification with the organization's values. Thus, trust 

becomes the foundation for the formation of affective commitment. This finding is supported by Curado and Vieira [11]; 

Alomran et al. [25]; George et al. [26]; Ndlovu et al. [27], and Pathardikar et al. [28] show that trust has a positive effect on 

affective commitment. Studies by Parlar et al. [10] and Malla and Malla [16] also indicate that high trust strengthens 
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employees' emotional attachment. Additionally, Yao et al. [29] state that employees' trust in the organization increases their 

willingness to stay and contribute to it.  

H1: Trust positively influences Affective Commitment. 

 

2.2. Ethical Climate and Affective Commitment 

According to Victor and Cullen [30], ethical climate is the collective perception of individuals regarding what is 

considered right or wrong in an organization, as well as how ethical issues should be addressed. Ethical climate shapes 

behavioral norms and serves as a moral reference in decision-making within the workplace. When employees perceive that 

the organization upholds ethical values, they tend to develop respect, trust, and identification with the organization, which 

strengthens emotional attachment. Consistent ethical values create moral clarity and psychological stability in workplace 

relationships, thus enhancing affective commitment. Zagenczyk et al. [31] show that employees' perceptions of the 

organization's ethical climate play a significant role in their cognitive and affective responses toward the organization. This 

is supported by Fahlevi et al. [32] and Teo et al. [33], who demonstrate a positive and significant relationship between 

perceptions of ethical climate and affective commitment. Additionally, Asif et al. [34] and Cheng et al. [35] emphasize that 

ethical leadership and an ethical organizational environment strengthen affective commitment. Similarly, Işik [36] and Torlak 

et al. [37] show that ethical leadership has a significant positive impact on affective commitment. Research by Fu et al. [38], 

Mansoara and Armanu [39], and Yazdan-shenas and Aghaei [40] also found that an ethical climate consistently strengthens 

employee commitment. Ampofo [41] confirms that organizational climate has a significant impact on affective commitment, 

and [42] shows that work engagement partially mediates the relationship between ethical leadership and organizational 

commitment. 

H2: Ethical Climate positively influences Affective Commitment. 

 

2.3. Trust and Employee Readiness to Change 

Social Exchange Theory explains social relationships as a continuous exchange of resources, where individuals consider 

the benefits and costs of such interactions [43, 44]. In the context of work relationships, this theory views the interaction 

between organizations and employees as a social exchange based on voluntary actions, beginning with the way the 

organization treats its employees, with the expectation of positive reciprocation [45]. When an organization shows trust 

toward its employees, employees tend to respond positively as a reciprocal gesture for the value they have received. 

Therefore, trust plays an important role in shaping perceptions of a fair and mutually beneficial work relationship, which can 

increase employees' readiness to embrace change [25]. A social climate filled with trust creates a sense of security and 

confidence in organizational goals, which serves as the foundation for the emergence of readiness to change. 

Several studies have supported the direct influence of trust on employee readiness to change. Yean et al. [46] found that 

trust affects the readiness of public employees to adapt to change. This is supported by Erlyani et al. [47], who stated that 

organizational trust plays a significant role in change readiness. Mauluddi [48] also showed that trust in the organization has 

a positive and significant impact on readiness to change, aligning with the findings of Erlyani et al. [47], who emphasized 

the significant effect of organizational trust on readiness for change. Heim and Sardar-Drenda [49] found that trust enhances 

employees' willingness to change, and Tripuspita et al. [50] reinforced that trust in leaders has a significant influence on 

employee readiness to change. 

H3: Trust positively influences Employee Readiness for Change. 

 

2.4. Ethical Climate and Employee Readiness to Change 

Social Exchange Theory explains that work relationships are social exchanges influenced by perceptions of justice, value, 

and trust [43, 44]. In this context, a positive ethical climate creates a sense of security and trust that can encourage employees 

to be open to change. An organizational environment that upholds ethics facilitates fair and meaningful exchanges, thereby 

strengthening an individual's readiness to adapt to organizational dynamics. Several studies have shown that ethical climate 

positively influences employee readiness to change. Abusloum et al. [51] demonstrated that a climate of change affects 

employee readiness for change. Metwally et al. [52] found that the positive role of ethical leadership enhances employees' 

readiness to change. Yasmin et al. [53] also showed that ethical leadership has a significant positive influence on readiness 

for change. Research by Alanc and Kitapci [54] stated that organizational climate has a positive and significant impact on 

organizational change readiness. Similar findings were shown by Fredriksen [55] states that organizational climate directly 

affects individuals' readiness to face change. Based on these findings, it can be concluded that ethical climate contributes to 

shaping employees' readiness to embrace change. 

H4: Ethical Climate positively influences Employee Readiness for Change. 

 

2.5. Employee Readiness to Change and Affective Commitment 

Social Exchange Theory provides a conceptual framework for understanding how employee readiness to change can 

strengthen their affective commitment to the organization [43, 44]. When employees demonstrate readiness to change, they 

respond positively to the organization's efforts as part of a mutually beneficial social exchange, fostering a sense of ownership 

and affective commitment. Several studies support the positive influence of employee readiness to change on affective 

commitment. Haffar et al. [56] and Mansour et al. [57] demonstrate that employee readiness to change positively influences 

employees' affective commitment. Alqudah et al. [58] also state that employees' readiness to change affects their affective 

commitment. Research by Alqudah et al. [58] found a positive and significant relationship between affective commitment 

and readiness for change. Milovanovic et al. [59] show that organizational commitment influences employees' readiness to 
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change. The study by Utami and Wardani [60] confirms that readiness to change positively influences affective commitment. 

Additionally, there is research identifying a mediating role, such as the studies by Waisy and Wei [61] show that readiness 

plays an important role in bridging organizational factors with affective commitment. Despite some differing results, as seen 

in the study by Rachmawati et al. [1], there is generally empirical evidence that employee readiness to change contributes to 

enhancing employees' affective commitment. 

H5: Employee Readiness for Change positively influences Affective Commitment. 

 

2.6. Trust, Affective Commitment and Employee Readiness to Change 

According to Social Exchange Theory, trust can strengthen mutually beneficial working relationships, where employees 

feel valued and trusted, which in turn increases their readiness to adapt to organizational change [43, 44]. Positive trust creates 

higher satisfaction and loyalty, which increases employee readiness to face change [25]. Moreover, when employee readiness 

to change increases, it will create an increase in affective commitment to the organization. This is like the findings of Haffar 

et al. [56], Mansour et al. [57], and Haffar et al. [62], who found that employee readiness to change increases affective 

commitment. Based on this, our research hypothesis: 

H6: Trust positively influences Affective Commitment, mediated by Employee Readiness for Change. 

 

2.7. Ethical Climate, Affective Commitment and Employee Readiness to Change 

Social Exchange Theory explains that the relationship between individuals and organizations can be understood as a 

social exchange involving reciprocity and mutual obligations, where employees feel valued and receive fair treatment, 

thereby increasing their commitment to the organization [43, 44]. A positive ethical climate forms an organizational 

environment that facilitates fair and meaningful exchanges, thereby strengthening individuals' readiness to adapt to 

organizational dynamics [51]. When employees are ready to change, a sense of ownership and affective commitment will be 

created. This is supported by the findings of Haffar et al. [56], Mansour et al. [57], and Haffar et al. [62], which state that 

employees who are ready to change will have higher affective commitment. Based on this, our research hypothesis: 

H7: Ethical Climate positively influences Affective Commitment, mediated by Employee Readiness for Change. 

 

 
Figure 1. 

Conceptual Framework. 

 

3. Research Method 
The population in this study consists of all civil servants in Indonesia. The sampling technique used is purposive sampling 

with the following criteria: (1) being a civil servant, (2) being directly involved in the government office relocation policy to 

the Nusantara Capital City in East Kalimantan, and (3) having a minimum of one year of service. Based on these criteria, this 

study selected civil servants working in the Clerkship and the General Secretariat of the Constitutional Court of the Republic 

of Indonesia as the unit of analysis. The selection of the Constitutional Court is based on several strategic considerations, 

including: 

1. The Constitutional Court of the Republic of Indonesia is an independent state institution with a complex workload, 

where its employees serve as knowledge workers who heavily rely on integrity, ethics, and trust in carrying out their 

constitutional duties. This makes them a relevant subject for examining the variables of trust, ethical climate, and 

affective commitment. 

2. Civil servants in the Constitutional Court of the Republic of Indonesia environment are part of the central government 

institution directly impacted by the capital relocation policy, thus facing significant adaptive pressure regarding 

changes in location and work systems. 

3. As an institution with high symbolic and institutional value in the state structure, the organizational change dynamics 

in the Constitutional Court of the Republic of Indonesia reflect the challenges faced by the central bureaucracy in 

maintaining the continuity of commitment and readiness of civil servants to undergo major transformations. 

Next, to determine the sample size, the formula developed by Yamane [63] is used as follows: 

𝑛 =  
𝑁

1 + 𝑁𝑒2
 

Where, 
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N = Number of samples. 

N = Population size. 

E = The error that is still tolerable is taken as 0.05%. 

so, 

𝑛 =  
𝑁

1 + 𝑁𝑒2
 

𝑛 =  
303

(1 + 303 × 0,052)
 

𝑛 =  
303

2,09
 

𝑛: 172 𝑟𝑒𝑠𝑝𝑜𝑛𝑑𝑒𝑛𝑡 

Data collection in this study was conducted through a questionnaire using a 5-point Likert scale, involving 303 

employees of the Constitutional Court of the Republic of Indonesia, who were invited to fill out the questionnaire online. Of 

the total number, 172 respondents completed the questionnaire fully and met the answer validity criteria, making their 

responses suitable for further analysis. The effective response rate was 56.77%, reflecting an adequate participation level for 

quantitative analysis. The indicators for each variable are as follows: (1) affective commitment according to Malla and Malla 

[16]; Alomran et al. [25]; Yao et al. [29] and Ng [64] which includes emotional attachment, identification with the 

organization, and involvement in the organization; (2) trust according to Dirks and Ferrin [65]; Hansen et al. [66] and Ozmen 

[67] which includes certainty in organizational decisions, open and honest communication, management support, integrity 

and consistency, and competence and professionalism; (3) ethical climate according to Victor and Cullen [30]; Martin and 

Cullen [68] and Zhang and He [69] which includes a caring climate, law and code climate, rules climate, instrumental climate, 

and independence climate; (4) employee readiness for change according to Holt et al. [70] and Vakola [71] which includes 

the ability of management to lead change, the perception that change is necessary, belief that the organization can implement 

change, and the perception that the change will bring benefits. The data analysis procedure employed Structural Equation 

Modeling (SEM) using AMOS 22 software in three stages: confirmatory factor analysis (CFA) to assess the quality of the 

instruments, goodness of fit (GoF) to test the model's suitability, and hypothesis testing for direct and indirect effects. 

 

4. Results  
4.1. Characteristics Demographic 

Based on the demographic data of the respondents in Table 1, the total number of participants in this study is 172, with 

a balanced gender distribution of 50% male and 50% female. The majority of respondents are within the productive age 

range, with 50% aged 36–45 years, followed by 29.1% in the 46–55-year age group. Regarding work experience, most 

respondents have worked for 11–15 years (33.1%) and 16–20 years (29.7%), indicating that most have substantial work 

experience. In terms of education, the majority of respondents have a high level of education, with 54.1% holding a 

postgraduate degree, 29.7% a bachelor's degree, and 11% a doctoral degree, suggesting that the respondents have a strong 

academic background to understand organizational change and policies. 

 
Table 1. 

Demographic features. 

Characteristics Category Frequency % 

Gender Male 86 50.0 

Female 86 50.0 

Age  18-25 years 2 1.2 

 26-35 years 30 17.4 

 36-45 years 86 50.0 

 46-55 years 50 29.1 

 >55 years 4 2.3 

Working Hours 1-5 years 5 2.9 

 6-10 years 34 19.8 

 11-15 years 57 33.1 

 16-20 years 51 29.7 

 >20 years 25 14.5 

Education Senior High School/Vocational High School 6 3.5 

 Associate Degree (D3) 3 1.7 

 Bachelor's Degree 51 29.7 

 Postgraduate Degree (Master's) 93 54.1 

 Doctorate Degree 19 11.0 

Total   172 100% 

 

4.2. Validity and Reliability Test 

Based on the validity and reliability test results presented in Table 2, all the variables tested, namely Affective 

Commitment, Trust, Ethical Climate, and Employee Readiness to Change, showed high loading factor values above the 
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established threshold of 0.7, indicating that the items used in these constructs are valid. Additionally, the values for Construct 

Reliability (CR) and Average Variance Extracted (AVE) for each variable are also above the recommended standards, with 

CR > 0.7 and AVE > 0.5, indicating that the instruments used are reliable. Therefore, all the variables in this study can be 

considered valid and reliable for further analysis. 
 

Table 2. 

Validity and Reliability Test. 

Variable Item for each construct 
Loading 

Factor 

Construct 

reliability 
AVE Information 

Affective 

Commitment 

I enjoy discussing my organization with 

people outside of it. 
0.880 

0.962 0.951 Valid and 

Reliable 

I consider the problems faced by my 

organization as my own. 
0.854 

I would not feel as emotionally attached to 

another organization as I do to this one. 
0.903 

To me, this organization remains the best 

place to work, even if it were to relocate. 
0.872 

My personal values align with those of this 

organization. 
0.900 

I fit well with the culture of this 

organization. 
0.866 

Despite potential relocation, I intend to 

stay with this organization for as long as 

possible. 

0.844 

Even if this organization relocates, I would 

be very happy to spend the rest of my 

career here. 

0.854 

Trust I believe that the decisions made by this 

organization are in the best interest of all 

stakeholders. 

0.868 

0.969 0.958 Valid and 

Reliable 

The decision to relocate the office still 

gives me a sense of security. 
0.871 

I trust the decisions made by this 

organization. 
0.843 

This organization openly shares important 

information about the office relocation that 

is relevant to employees. 

0.814 

I believe this organization is honest in 

communicating information about the 

office relocation to employees. 

0.887 

This organization shows a willingness to 

respond to employee feedback. 
0.897 

I feel supported by management during the 

office relocation process. 
0.887 

I can rely on this organization to act 

consistently. 
0.832 

This organization has the necessary 

capabilities to achieve its goals. 
0.832 

I believe this organization is led by 

professionals. 
0.884 

I believe this organization is run by 

competent employees. 
0.838 

Ethical 

Climate 

This organization considers what is best 

for all members during the office 

relocation process. 

0.882 

0.958 0.943 Valid and 

Reliable 

This organization cares about the interests 

of all its members in the process of 

relocating the office. 

0.908 

This organization does what is right for its 

partners and the community. 
0.893 
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Members of this organization are expected 

to comply with applicable laws and 

professional standards. 

0.903 

In this organization, legal or professional 

codes of ethics are a primary 

consideration. 

0.844 

The decision to relocate the office aligns 

with this organization’s ethical values. 
0.780 

This organization ensures that relocation-

related regulations are properly followed. 
0.853 

Employees in this organization comply 

with organizational policies. 
0.926 

There are clear consequences for those 

who violate rules in this organization. 
0.586 

Employee 

Readiness to 

Change 

Organizational management is able to 

inspire employees to support the office 

relocation. 

0.921 

0.965 0.955 Valid and 

Reliable 

 

I understand that relocating the office is 

necessary to improve the organization’s 

performance. 

0.858    

 

I believe that without relocating the office, 

the organization will face challenges in the 

future. 

0.839    

 

I am confident that the organization has 

sufficient resources to support the office 

relocation. 

0.902    

 

I believe the organization has the 

capability to manage the relocation process 

effectively. 

0.899    

 

I am confident that the office relocation 

will provide long-term benefits for the 

organization. 

0.886    

 
I believe this relocation will result in a 

better working environment for employees. 
0.840    

 
The office relocation will help the 

organization improve its performance. 
0.895    

 

4.3. Goodness of Fit Model 

The results of the model fit analysis show that the structural model in this study fits the empirical data well. The Chi-

square value of 627.450 is below the cut-off value of 642.34, and the probability value of 0.115 exceeds the threshold of 

0.05, indicating that there is no significant difference between the proposed model and the observed data. Other fit indices, 

such as TLI of 0.994 and RMSEA of 0.020, indicate a very good fit. The Chi-square to degrees of freedom ratio (CMIN/DF) 

of 1.071 further supports that the model has a reasonable and stable level of complexity. Although the GFI (0.835) and AGFI 

(0.812) values are slightly below the ideal threshold of 0.90, both are still considered marginal fits and are acceptable. Overall, 

the combination of these indicators shows that the model used in this study is suitable for further analysis to examine the 

relationships between variables. 

 
Table 3. 

Goodness of Fit Full Model. 

Goodness of fit index Cut-off value Result Conclusions 

Chi-square ≤ 642.34 627.450 Fit 

Probability ≥ 0.05 0.115 Fit 

GFI ≥ 0.90 0.835 Marginal Fit 

AGFI ≥ 0.90 0.812 Marginal Fit 

TLI ≥ 0.90 0.994 Fit 

RMSEA ≤ 0.08 0.020 Fit 

CMIN/DF ≤ 2.00 1.071 Fit 

 

4.4. Hypothesis Test 

The results of the hypothesis testing presented in Table 4 show that all direct relationships between the variables tested 

have significant effects. Trust and Ethical Climate have a positive effect on Affective Commitment with β values of 0.261 (p 

< 0.001) and 0.227 (p = 0.001), respectively, thus supporting hypotheses 1 and 2. In addition, trust and ethical climate also 
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have a positive effect on Employee Readiness for Change with β values of 0.289 (p < 0.001) and 0.562 (p < 0.001), 

respectively, supporting hypotheses 3 and 4. Furthermore, Employee Readiness for Change also has a positive effect on 

Affective Commitment (β = 0.431, p < 0.001), thus supporting hypothesis 5. 

In the mediation test, the results in Table 4 show a significant mediation effect of Trust and Ethical Climate through 

Employee Readiness for Change on Affective Commitment, with β values of 0.125 (p = 0.001) and 0.242 (p < 0.001), 

respectively, supporting hypotheses 6 and 7. These results indicate that Employee Readiness for Change plays a partial 

mediating role in the relationship between Trust, Ethical Climate, and Affective Commitment. The coefficient of 

determination (R²) for the Employee Readiness for Change variable is 0.633, and for Affective Commitment is 0.731, 

indicating that this model explains most of the variance in both of these variables. 

 
Table 4. 

Hypothesis test. 

Influence between variables β Estimate P-Value Conclusions 

Trust -> Affective Commitment 0.261 4.009 *** Supported 

Ethical Climate -> Affective Commitment 0.227 3.250 0.001 Supported 

Ethical Climate -> Employee Readiness for Change 0.562 8.098 *** Supported 

Trust -> Employee Readiness for Change 0.289 3.945 *** Supported 

Employee Readiness for Change -> Affective 

Commitment 
0.431 5.704 *** Supported 

Trust -> Employee Readiness for Change -> 

Affective Commitment 
0.125 3.260 0.001 Partial mediation effect 

Ethical Climate -> Employee Readiness for Change -

> Affective Commitment 
0.242 4.695 *** Partial mediation effect 

Squared Multiple Correlations     

Employee_Readiness_to_Change 0.633    

Affective_Commitment 0.731    

 

5. Discussions and Conclusions 
The findings show that trust has a positive effect on affective commitment. This means that the higher the level of trust 

employees have in their organization, the stronger their emotional attachment, sense of belonging, and commitment to stay 

with the organization. Trust provides a foundation for employees to feel safe, valued, and confident in the direction the 

organization is taking, thus strengthening their affective commitment. These results are in line with the Social Exchange 

Theory, which states that social relationships based on trust and positive exchanges encourage individuals to develop loyalty 

and emotional commitment to the organization. When employees trust the organization and its leadership, they are more 

likely to show deep emotional engagement, feel a sense of shared purpose, and demonstrate a desire to remain part of the 

organization in the long term. This study is also consistent with the research of Curado and Vieira [11]; Alomran et al. [25]; 

George et al. [26]; Ndlovu et al. [27], and Pathardikar et al. [28]. 

Ethical climate has a positive effect on affective commitment. The stronger employees' perception of the presence of 

ethical values within the organization, the greater their emotional attachment to the organization. An ethical organizational 

environment creates a sense of justice, integrity, and trust, which strengthens loyalty, a sense of belonging, and affective 

commitment. These results align with the Social Exchange Theory, which explains that interactions based on trust, justice, 

and ethical values lead to positive reciprocal relationships. Perceptions of an ethical climate foster a sense of pride in being 

part of the organization and increase the willingness to contribute fully. This finding is consistent with studies by Fahlevi et 

al. [32] and Teo et al. [33]. 

Trust has been shown to positively influence employee readiness for change. The higher the trust employees have in the 

organization, the greater their readiness to accept and adjust to change. Trust creates a sense of security, confidence, and a 

positive perception of change, making employees more open to organizational transformation. This finding supports the 

Social Exchange Theory, which explains that reciprocal relationships based on trust foster readiness for change. Trust 

strengthens the perception that the organization is acting for the common good, leading employees to see change as an 

opportunity rather than a threat. This finding is consistent with research by Yean et al. [46], Erlyani et al. [47], Mauluddi 

[48], and Heim and Sardar-Drenda [49]. 

Ethical climate also has a positive effect on employee readiness for change. The stronger the perception of the ethical 

climate, the greater the employees' readiness to embrace change. A work environment that upholds ethical values creates a 

sense of security, justice, and trust in the change process. This aligns with the Social Exchange Theory, which states that 

relationships based on trust and ethics lead to positive behaviors, including readiness for change. An ethical climate creates 

healthy social exchanges, enhancing employees' motivation to support change. This study is consistent with the research of 

[51, 52, 72]. 

Employee readiness for change has a positive effect on affective commitment. The higher the readiness of employees to 

adapt to change, the stronger their emotional attachment to the organization. Employee readiness creates a positive perception 

of the direction of change, strengthening loyalty and a sense of belonging. These results support the Social Exchange Theory, 

which states that contributions to change reinforce affective commitment. Employees feel that their personal goals align with 

the organization's goals. This finding is in line with studies by Haffar et al. [56], Mansour et al. [57]. 
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Employee readiness for change significantly mediates the relationship between trust and affective commitment. Trust 

not only has a direct effect on affective commitment but also influences it through readiness for change. Trust encourages 

readiness for change, which in turn strengthens emotional attachment to the organization. According to the Social Exchange 

Theory, employees who trust the organization show greater readiness as a form of contribution. Trust creates a sense of 

security and loyalty that forms the basis of affective commitment. This finding is consistent with research by Haffar et al. 

[56]; Mansour et al. [57]. 

Employee readiness for change also mediates the relationship between ethical climate and affective commitment. 

Perceptions of the organization's ethical climate enhance readiness, which in turn strengthens emotional attachment. An 

ethical climate creates a fair and dignified work environment, encouraging readiness for change, and ultimately increasing 

affective commitment. These results are in line with the Social Exchange Theory, which emphasizes social exchanges based 

on obligations and mutual respect. This finding is consistent with research by Haffar et al. [56], Mansour et al. [57], and 

Haffar et al. [62]. 

Our findings are relevant in the face of significant changes in public sector organizations, such as the relocation of the 

Constitutional Court from Jakarta to East Kalimantan. Civil servants are required to adapt not only geographically but also 

to new social, structural, and cultural dynamics. Employee readiness for change is not just a temporary attitude but the result 

of a continuous learning process. Employees who trust the organization and experience an ethical work climate are more 

willing to engage in adaptive learning, develop new capacities, and view change as part of their professional growth. 

Furthermore, employee readiness for change can be understood as part of the organizational learning process, where 

employees absorb, internalize, and apply new knowledge in the context of change. Therefore, trust and ethical climate are 

not only relevant as work behavior variables but also as prerequisites for creating an adaptive and sustainable learning 

organization. Thus, this study emphasizes that trust and ethical climate play a dual role, both as an emotional foundation and 

as a catalyst for learning in the face of change. Employee readiness for change emerges as a key mechanism connecting the 

psychological conditions of the organization with employees' long-term loyalty. Our findings support the importance of 

developing an organizational culture that not only supports loyalty but also facilitates collective learning and readiness for 

transformation, especially in the context of public sector bureaucracy undergoing major structural and geographical changes. 

 

6. Implications 
Our findings provide a strategic foundation for strengthening human resource management within the Constitutional 

Court of the Republic of Indonesia and other public sector institutions. The relocation of the capital and bureaucratic 

transformation, trust, ethical climate, and readiness for change become critical elements in building sustainable affective 

commitment among civil servants. 

First, building trust should be a priority in leadership and organizational governance. Trust in leadership and the 

institution can be developed through open communication, consistent policies, and involving civil servants in decision-

making processes that affect their future. Interactions based on transparency and accountability will strengthen the perception 

that the organization prioritizes the common good. 

Second, creating a strong ethical climate not only impacts the perception of organizational morality but also strengthens 

employee loyalty and motivation to stay and grow within the institution. To achieve this, ethical values should be 

institutionalized through recruitment policies, public ethics training, secure reporting mechanisms for violations, and 

recognition of behaviors that uphold integrity. Leaders must model ethical behavior in every organizational action. 

Third, when facing significant changes such as the relocation of the Constitutional Court to East Kalimantan, the 

readiness of civil servants cannot be expected to grow naturally. The organization must facilitate learning interventions 

specifically designed to help civil servants understand, adapt, and actively contribute to the change process. Adaptive training 

programs, mentoring activities from officials who have already experienced relocation, and experiential learning approaches 

such as simulations or field visits to the new location can serve as means to strengthen employees' mental, emotional, and 

professional readiness. 

Fourth, our findings emphasize that employee readiness for change is an essential bridge between trust, ethical climate, 

and affective commitment. This means that civil servants' emotional commitment depends not only on the current condition 

of the organization but also on their ability to learn and adapt to future dynamics. Therefore, management needs to integrate 

a learning culture into every aspect of bureaucratic transformation. This can be achieved through internal discussion forums, 

collective reflections on the change process, and providing access to relevant learning resources. 

Finally, our findings aim to provide concrete guidance for HR managers and public policymakers that strengthening civil 

servants' affective commitment cannot be achieved through administrative or structural approaches alone. Long-term 

strategies that unify psychological, ethical, and learning dimensions are needed. The success of relocation or institutional 

reform largely depends on how prepared, valued, and supported employees feel to grow in the new environment. Therefore, 

investing in trust, ethical climate, and employee readiness for change is not just a managerial approach but a foundation for 

a resilient and sustainable public sector organization. 

 

7. Limitations and Future Research 
Although this study makes an important contribution to understanding the dynamics of trust, ethical climate, employee 

readiness for change, and affective commitment, there are several limitations that also open opportunities for further research, 

such as: 

1. This study focuses on employees of the Constitutional Court of the Republic of Indonesia, a judicial public sector 

institution, so the findings are highly context-specific. While this provides a strength in offering in-depth insight into 
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the dynamics of public sector organizations in developing countries, generalizing the findings to other institutions, 

both domestically and internationally, requires caution. Therefore, expanding the study to various other government 

agencies, particularly those undergoing major transformations, such as the relocation to the capital city, would enrich 

the external validity of the findings and broaden their applicability. 

2. The use of a quantitative approach with a questionnaire instrument provides strength in testing the relationships 

between variables objectively; however, it does not fully capture the emotional, cultural, and psychological contexts 

of employees in responding to change. Therefore, future research is recommended to use a qualitative or mixed-method 

approach to delve deeper into the process of forming readiness for change and affective commitment, especially in the 

context of the complexities of bureaucracy and the work culture typical of developing countries. 
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