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This study aimed to examine the influence of the variables of social
interaction, knowledge sharing, and perceived workload on readiness
for change among teachers at SMA XYZ in North Jakarta. The research
method used is a quantitative research method. The number of
respondents in this study were 38 teachers. The sample used is all
teachers who are currently working at SMA XYZ in North Jakarta. The
sampling technique is based on nonprobability sampling using the
questionnaire method, namely by providing a list of questions directly
to the respondents. The analysis method uses Structural Equation
Modeling - Partial Least Square (SEM-PLS) with the WarpPLS 7.0
program. The conclusion of this study is that Social Interaction has a
negative and significant effect on Readiness for change, Knowledge
Sharing has a positive and significant effect on Readiness for change,
and Workload Perception has a positive and significant effect on
Readiness for Change for teachers at SMA XYZ in North Jakarta..

Social Interaction, Knowledge Sharing, Workload Perception, Readiness
for Change
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School is a place where the learning process occurs. We know that education is an
important element for the progress of a nation. The functions and roles of skilled labour, which
continue to increase according to the needs of their work, add to the requirements that must be
met by companies (educational institutions) (Astakhova et.al, 2016).

Teacher is one of the points in change management in the school. They form the smallest
social element in a school. Without their active participation, change in the school is impossible.
Change management in relation to individuals means not only adapting skills to new challenges,
but also promoting a positive attitude towards the purpose of change and participating in the
change. (Lauer, 2021: 7).

The phenomenon of social interaction in the people of Jakarta can be seen from the
frequent gathering of local people atrice stalls or modern coffee shops to discuss the changes that
have occurred in their city. They discussed the decisions made by the local government and hoped
for better knowledge sharing by the local government. In the midst of their conversation, itis often
heard that the community is busy at work, so they do not pay attention to the changes that are
taking place in their environment.

SMA XYZ also experienced the same phenomenon. Management decisions are often
questioned by teachers. The results of interviews with several teachers show that teachers are
usually notinvolved in the decision-making process. The teacher only carries out orders. The most
recent case is the relocation of the teacher's room from Building B to Building D. The teacher feels
that there are many year-end activities to complete and now a new workload has been added,
namely moving all items to the new teacher's room. Teachers seem reluctant and forced to take
on new workloads.

Teachers mentioned that sharing information earlier would ease the transition to change.
Especially if the reason for the change is also included when information about the change is first
provided. Observation of the phenomenon of social interaction between teachers shows that the
sharing of knowledge goes well if the teacher is given enough time to interact outside of teaching
time in class. Research from various contexts consistently shows that just having one friend who
engages in radical action (in this case, making a change) is positively related to the individual's
personal involvement in that goal. (van Lange, P. A. M,, Higgins, E. T., & Kruglanski, A. W. (Eds.),
2021:577).

The teacher's tendency to be difficult to change was also mentioned when discussing

readiness for change. They mentioned that many teachers had not changed significantly. The
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pandemic has caused learning to be carried out online, making it difficult for some teachers to
adapt technology.

Social interaction contributes to disseminating information that shows the capacity of the
organization to achieve change (Eby et al, 2000). When people meet strangers in a social
interaction, they can choose to always cooperate (i.e., unconditional cooperation), only cooperate
in certain situations (i.e, conditional cooperation), or never cooperate (i.e., unconditional
defection). Unconditional cooperation is often expensive, because unconditional cooperators can
be exploited by free riders. In addition, those who never work together may eventually be kicked
out of the group (Wilczynski and Brosnan, 2021).

Authentic interactions reinforce social relationships and influence in spaces where change
is most needed (Lee, 2023). Lee also mentioned that through the process of asking questions,
change agents can discern the most impactful way they can effect change in a given context and
with a specific group of people. According to Kondakci et al. (2017) giving free time and actively
offering social and emotional support to teachers contributes to building Readiness for Change.

Knowledge sharing refers to the ability of an organization to reproduce knowledge so that
the information can be integrated throughout the organization (Kogut & Zander, 1996).
Information sharing refers to various functions within a system, exchanging information with
more relevant information or exchanging information in an accurate and more timely manner
(Roe etal,, 2015).

According to Edmonds and Pusch (2002) in Salloum et al (2018), knowledge sharing is a
procedure in which knowledge is transferred to other people in an informative way so that it is
easy to use. According to Cummings (2004) in Salloum et al (2018) knowledge sharing is the act
of sharing information so that it can help others solve their problems and create new perspectives.
Gani et.al (2020:77) concluded that communication means sharing messages with the aim of
achieving unity in understanding.

According to Lee (2023), communication that influences people to achieve change
together is essential for the successful diffusion of change. The goal of communication is to learn
about the potential for collective change through newly established connections. Communicating
with this goal assumes that everyone has the agency, or power, to participate in the change
movement. According to Borgatti and Cross (2003) in Lee (2023), how knowledge sharing is
carried out depends on who is known in the organization but also what can be learned. According
to Boyea-Robinson (2016) in Lee (2023), knowledge sharing can help organizations achieve
significant collective impact. According to Kondakci et al. (2017) facilitating knowledge sharing

contributes to building readiness for change.
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Workload is a job demand in the form of a number of assignments that must be completed
in a certain time which can sacrifice a person's time for other activities (Samalo & Wulani, 2022).
According to Mudarsa (2019), there is a significant effect of work stress on employee readiness
for change. According to Kondakci et al. (2017) limiting teacher workload contributes to building
readiness for change.

Based on the discussion above, this study aimed at examining the influence of the variables
of social interaction, knowledge sharing, and perceived workload on readiness for change among

teachers at SMA XYZ in North Jakarta.

To address the research aim, data were gathered from secondary teachers currently
teaching in academic year of 2022-2023. The total teachers at this school is 60 teachers and 38
teachers voluntarily participated in the study. Of the participants 61% (23) were male and 39%
(15) were female. The teachers ranged in age from 28 to 63 with the majority of the participants
fell within the age group of 31-40 (47.37%). Most of the teachers (65.79%) were married: of these
participants, 72% reported working spouses and 76% reported having children. With regard to
their major fields of study, 58% were graduates of teacher education programmes. The experience
of the teacher ranged from 1 to 42 years, with 36.84% teachers having 11-15 years of teaching
experience.

The instrument test was carried out to test the validity of each questionnaire question and
test its reliability against the measured variables. This instrument test was carried out by
distributing a pre-questionnaire research to 30 respondents who were working and teaching as
teachers at SMA XYZ.

In this study, we will examine 4 variables, each of which consists of dimensions measured

through several indicators. The following are variable dimensions and indicators data from this

research:
Social Interaction Unconditional Cooperation S0S1, SOS2, SOS3,
S0OS8
Conditional Cooperation S0S4, SOS5, S0S6,
S0OS7
Knowledge Sharing Communication - Exchanging Information PTH1, PTH2
Communication - Information Understanding PTH3, PTH4, PTH5
Workload Perception Teacher duties -Lesson readiness PBK1, PBK2, PBK3
Teacher duties - Non-teaching activities PBK4
Teacher duties - Individual development PBK5
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Readiness for Change Source of refusal - Selective processing of KUB1, KUBZ2,

information KUB4, KUBS5,
KUB7, KUBS,

Source of refusal - Habits KUB3, KUB10

Source of refusal - Security KUB6, KUB9

The Goodness of Fit test based on the Fit and Indices Model using WarpPLS 7.0 provided 10

fit models and a global quality index, as shown in table below:

Average path coefficient (APC) 0.234, p<0.05 Valid
p=0.030
Average R-squared (ARS) 0.256, p<0.05 Valid
p=0.021
Average adjusted R-Squared (AARS) 0.191, p<0.05 Valid
p=0.052
Average block VIF (AVIF) 1.141 <=3.3 Valid
Average full collinearity VIF (AFVIF) 1.504 <=3.3 Valid
Tenenhaus GoF (GoF) 0.353 Small >=0.1 Valid
Medium >=0.25
Large >=0.36
Sympson’s paradox ratio (SPR) 1.000 1.000 Valid
R-squared contribution ratio (RSCR) 1.000 1.000 Valid
Statistical suppression ratio (SSR) 1.000 >=(0.7 Valid
Nonlinear bivariate causality direction ratio 0.833 >=0.7 Valid
(NLBCDR)

Output combined loadings and cross-loadings results for all variables are shown in Table 3

below:

SOS1 0.816 <0.001 Valid
SOS2 0.414 0.002 Keep
SOS3 0.520 <0.001 Keep
S0S4 0.451 <0.001 Keep
SOS5 0.566 <0.001 Keep
S0S6 0.756 <0.001 Valid
S0S7 0.666 <0.001 Keep
SOS8 0.401 0.003 Keep
PTH1 0.880 <0.001 Valid
PTH2 0.817 <0.001 Valid
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PTH3
PTH4
PTH5
PBK1
PBK2
PBK3
PBK4
PBK5
KUB1
KUB2
KUB3
KUB4
KUB5
KUB6
KUB7
KUB8
KUB9
KUB10

0.759
0.595
0.790
0.683
0.744
0.856
0.634
0.523
0.762
0.831
0.777
0.641
0.785
0.771
0.734
0.728
0.583
0.487

<0.001
<0.001
<0.001
<0.001
<0.001
<0.001
<0.001
<0.001
<0.001
<0.001
<0.001
<0.001
<0.001
<0.001
<0.001
<0.001
<0.001
<0.001

Valid
Keep
Valid
Keep
Valid
Valid
Keep
Keep
Valid
Valid
Valid
Keep
Valid
Valid
Valid
Valid
Keep
Keep

The loading requirement is above 0.70 because the latent variable should at least be able

to explain the variance of each indicator by 50% (the result of 0.702 is close to 50%). However, in

some cases, loading requirements above 0.70 are often not met. Therefore, loading between 0.40-

0.70 must still be considered to be kept (Sholihin & Ratmono, 2020: 85-86).

Output path coefficient will show how much influence the independent variables have on

the dependent variable. The output results will be significant if the p-values <0.05 at alpha 5%.

Path coefficient against KUB

p-values against KUB

-0.161
0.146

0.272
0.033

0.268
0.035

By looking at the results of the p-value in Table 4, it can be seen that the SOS variable is

not significant at alpha 5% but becomes significant at alpha 20%. PTH and PBK variables have p-

values below 0.05 so they have a significant influence on KUB.
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Table 2 also gives an Average R-squared (ARS) result of 0.256 with a p value of 0.021
which is smaller than the reference value of 0.05. The R? result above is 0.26 which is a low
predictive power value (Sholihin & Ratmono, 2020:55). The value of R Square is 0.26, which
means that 26% of the Readiness for Change variation can be explained by the variables Social
Interaction, Knowledge Sharing, and Perceived Workload. Meanwhile the rest or 74% is

influenced by other variables outside of this research model.

Composite reliability 0.802 0.881 0.821 0.912
Cronbach Alpha 0.718 0.828 0.726 0.891
Full Collin. VIF 1.553 1.918 1.465 1.081

Composite reliability for all variables are more than 0.70 which indicates that the
reliability of the instruments have been met. Cronbach Alpha for all variables are more than 0.70
which indicates that the reliability of the instruments have been met.

Full Collinearity Test VIF is the result of full collinearity testing which includes vertical and
lateral multicollinearity. The output shown in Table 5 above shows the full collinearity values VIF
of SOS (1.553<3.3), PTH (1.918<3.3), PBK (1.465<3.3), and KUB (1.081<3.3) so that the model is

free from vertical, lateral collinearity problems, and common method bias.

Total Effects KUB -0.161 0.272 0.268
P values for total effects 0.146 0.033 0.035

Based on the output of WarpPLS 7.0 in Table 6 above, the regression equation is obtained
as follows: KUB =-0.161S0S + 0.272PTH + 0.268PBK + Error.

Based on the regression equation above, it can be seen that the social interaction
regression coefficient is -0.161 with a p-value of 0.146 at alpha 5% to be invalid. But the p-value
will be valid at alpha 20%. This can be interpreted that every increase in the Social Interaction
variable by one unit will result in a decrease in Readiness for Change by 0.161. The regression
coefficient is negative. This can be interpreted that there is a negative influence between Social
Interaction on Readiness for Change.

It can be seen that the value of the Knowledge Sharing regression coefficient is 0.272 with

a p-value of 0.033 (valid atalpha 5%). This can be interpreted that each increase in the Knowledge
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Sharing variable by one unit will result in an increase in Readiness for Change by 0.272. The
regression coefficient is positive. This can be interpreted that there is a positive influence between
Knowledge Sharing on Readiness for Change.

As for the regression coefficient value of Perceived Workload of 0.268 with a p value of
0.035 (valid at alpha 5%). This can be interpreted that each increase in the Perception of
Workload variable by one unit will result in an increase in Readiness for Change by 0.268. The
regression coefficient is positive. This can be interpreted that there is a positive influence between
Perceived Workload on Readiness for Change.

This research is using Likert scale. Respondents are asked to agree or disagree each
statement. Respondents can choose the order of values as follows: (1) strongly disagree, (2)
disagree, (3) neutral, (4) agree, and (5) strongly agree. Each indicator statement is adapted from

Kondakci et al (2013).

SOS1 1. There is extensive social interaction at my school. 3.61 Agree

SOS2 2. Many formal and informal meetings are held at my 3.84 Agree
school.

S0S3 3. Ideas are shared at formal and informal meetings at 4.03 Agree
my school.

SOS4 4. Social interaction at my school is instrumental in 3.84 Agree
solving the problems [ encounter.

S0OS5 5. There is an environment in my school where I can 3.71 Agree
express my troubles and concerns.

S0S6 6. I have experience colleagues at my school whom I 3.76 Agree
can consult on professional and social issues.

SOS7 7. Social interaction at my school is a collaboration 3.61 Agree
mechanism for employees.

SOS8 8. My school is based on mutual respect. 3.76 Agree

PTH1 1. Thereis a wide range of information sharinginmy 3.79 Agree
school.

PTH2 2. I can quickly access the information I need in my 3.47 Agree
school.

PTH3 3. I know very well where and what information to 3.71 Agree
get in my school.

PTH4 4. 1 try to get the information I need directly in my 3.76 Agree
school.

PTH5 5. There are formal mechanisms in my school to 3.71 Agree

ensure knowledge sharing.
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PBK1 1. Ithink my workload is too much (Reversed) 3.39 Neutral

PBK2 2. The workload expected from me is at a level that I 3.63 Agree
can cope with.

PBK3 3. Idon’t have enough time to prepare my lessons. 3.47 Agree
(Reversed)

PBK4 4. 1 think I spend most of my time on non-teaching 3.63 Agree
work. (Reversed)

PBK5 5. I have time to discuss teaching or non-teaching 3.68 Agree

matters with my colleagues

Table 10. Average Score for Readiness for Change Variable (KUB)

KUB1 1. I find change refreshing 3.68 Agree
KUB2 2. Change helps me do my job better 3.63 Agree
KUB3 3. T usually don’t like change . (Reversed) 3.50 Agree
KUB4 4. Suggested changes are often for the better in the 3.71 Agree
organization.
KUB5 5.1would like to dedicate myself to the change process. 3.55 Agree
KUB6 6. Change breaks my enthusiasm for work. (Reversed) 3.58 Agree
KUB7 7. Change encourages me to try harder in my job 3.61 Agree
KUB8 8. I would like to do my best for the success of the 3.82 Agree
change process.
KUB9 9 Change often makes me uneasy. (Reversed) 3.71 Agree
KUB10 10. I try to apply the changes made. 3.92 Agree

The Social Interaction variable in this study shows an average answer value of 3.77 which
is included in the agree category for all the indicators given. This shows that respondents agree
that social interaction at SMA XYZ provides space for extensive social interaction, many formal
and informal meetings are held at school, ideas are shared at formal and informal meetings, social
interaction considered instrumental in solving the problems teachers encounter, the availability
of an environment in schools where teachers can express their problems and concerns, social
interaction becomes a collaboration mechanism for teachers, schools are based on mutual respect,
and there are experienced colleagues whom teachers can consult on professional and social
issues; all these are to help the teacher's readiness for change.

The highest average score of respondents' answers is on the SOS3 indicator with a value
of 4,026 (agree). The regular meeting every Monday is a formal meeting that informs the teacher
about the activities for the week ahead. Informal meetings in the teacher's room or conversations

in the WhatsApp group are also a means of social interaction. The lowest average score of
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respondents’ answers is in the SOS1 and SOS7 indicators.. Even though it is the lowest, the average
score still shows the agree category.

The results of the path coefficient calculation show a value of -0.161 which indicates that
the Social Interaction variable has a negative influence on Readiness for Change at alpha 20% at
SMA XYZ. In fact, SMA XYZ has quite a wide range of social interactions, but it is possible that new
teachers have not adapted to the atmosphere, environment and new friends so they feel awkward
interacting. The same thing can also be seen from the mechanism of collaboration between
teachers. New teachers feel awkward in collaborating in their social interactions with other
teachers.

On the other hand, older teachers gave the impression that they only interacted with their
own group. Teachers from certain countries tend to interact with fellow nations. This factor seems
to give a strong negative impression. The results of this study provide different results from those
carried out by Astuti and Khoirunnisa (2018) which show that the Social Interaction variable has
no significant effect on the Readiness for Change variable.

The Knowledge Sharing variable in this study is showing an average answer value of 3.69
which is included in the agree category for all the indicators given. This shows that respondents
agree that Knowledge Sharing at SMA XYZ has a wide range of information sharing activities,
teachers can quickly access the information needed, teachers know very well what information
will be obtained from which sources, teachers can get the information they need. needed
immediately, and the existence of formal mechanisms to ensure knowledge sharing activities so
as to help Readiness for change teachers.

The average score of respondents' answers that are the highest or agree is on the PTH1
indicator of 3.79. The PTH1 indicator is that there are various kinds of information sharing
activities in schools. WhatsApp, e-mail, bulletin boards, meetings and conversations between
teachers are the media used to share various information.

The lowest average score of respondents’ answers is on the PTH2 indicator with a value
of 3.47. The PTH2 indicator is that teachers can quickly access the information they need. Even
though it is the lowest, the average score still shows the agree category. With so many
communication media used, it often makes it difficult for teachers to get the information they need
quickly. The teacher must try to access several communication media before finding the
information needed.

The results of this study gave the same results as those conducted by Kondacki etal (2017)
which showed that the Knowledge Sharing variable had a positive and significant effect on the

Readiness for Change variable.
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The Perceived Workload variable in this study is showing an average answer value of 3.56
which is included in the agree category for all indicators given. This shows that the respondents
agreed that the workload perceptions at SMA XYZ that the workload expected of the teacher is at
alevel that can be overcome and the teacher has time to discuss work or non-work issues with his
co-workers. Respondents gave Disagree answers to the teacher's workload being too much,
teachers not having enough time to prepare lessons, and teachers spending most of their time on
non-teaching work.

The average score of respondents’ answers that are the highest or agree is on the PBK5
indicator with a value of 3.68. The PBKS5 indicator is that teachers have time to discuss work or
non-work issues with their colleagues. There are quite a lot of discussion activities to find
solutions to work problems at SMA XYZ. Teachers consult each other about how to help certain
students. Teachers also consult each other on the pedagogy used.

The lowest average score of respondents’ answers is on the PBK1 indicator with a value
of 2.61 (where the PBK1-Reversed value is 3.39). The PBK1 indicator is that the teacher thinks the
workload is too much. The results of answers that are in the neutral category indicate that the
teacher feels the workload is not too much or too little.

The results of this study provide the same results as those carried out by Mudarsa (2018)
which shows that the Perceived Workload variable has no positive and significant effect on the

Readiness to Change variable.

This study documented the negative influence of Social Interaction on Readiness for
Change. This should alerts the management of the school on the amount and quality of the social
interactions amongst the teachers. All the indicators suggested that the teachers were on agree
category. Further research can be suggested to find out whether to increase or reduce the amount
of social interaction amongst teachers to prepare them to have a better readiness for change.

The Knowledge Sharing and Workload Perception played the main roles in preparing
readiness for change in teachers. The study suggested that the management keeps the information
flowing and circulating. The information should easily be found. The workload that the teachers
have right now were perceived at the right amount. This study suggested that the management

keeps the amount of workload as this gives a good indication for readiness for change.
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