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Abstract: The purpose of this study to determine the effect of acceptance of change and
emotional intelligence to improve the performance of civil servants regions (A study in the
district was the Regional Secretariat). The study’s findings that: (1) Acceptance of the changes
have a positive impact on performance and thus increasing the local civil servants, (2) Effect of
Emotional Intelligence in improving the performance of local civil servants. The results showed
that the acceptance of change positive direct effect on the performance of local government
employees the district was Gorontalo Province. The better acceptance of change, the higher
the performance of employees, the implication of this research is to increase the performance of
employees can be done by improving the relationship between the employer, the environment
and employees in the improvement in the acceptance of change. Harmonization within the
government formed a situation that can receive favorable changes in governmental organiza-
tions district was openly. While civil servants Emotional intelligence is usually measured area
of   self-awareness of civil servants accountable in its duties and functions in each of its
businesses as part of a self-awareness of employees in optimizing their duties in order to reach
target. Awareness in building teamwork work and self-management each individual employee
will lift the employee performance improvement. But it also still need consistency in enforcing
regulatory leadership in maintaining mental stability of employees in working continuously.
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In performing their duties,
each of government officials
has authority and responsibility
which are arranged in the form
of hierarchy. The highest level
of the hierarchy is owned by
the leader followed by the sub-
ordinates. In order to achieve
the goals of government
organizations well, the leader
should have a great leadership
competence so that he/she can
utilize their power and influence
to discipline the government
officials’ works and to achieve
the goals of government

organizations well. Incompetence leaders may never
make an assessment or evaluation toward the
performance of each unit government officials’ works.
In fact, these leaders do not realize that the results
received sometimes are below the expectation and
the completion time has passed the deadline. This
raises some bad habits such as: the government
officials are late for work and/or leave early; exploit
their working hours inefficiently; absent without any
news; and become uncreative and not innovative. To
respond this situation, the entire apparatus of govern-
ment must have a good emotional intelligence, espe-
cially the leaders must be willing to understand and
accept feedback, so they can encourage the govern-
ment officials to improve their performance. Boalemo
Regency as an autonomous region that carry out the
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planning, organizing, implementation and evaluation
of governance  in realizing prosperity and  the impro-
vement and growth of the region as a whole has not
achieve the goals of government organization opti-
mally. It can be seen from the performance of the
government officials of Boalemo Regency who look
ignorant, lounged, and dispirited which shows that most
of them is still likely refuse the better changes. It
affects the internal competition among the officials
and between officials with new local leadership, so
that they cannot enjoy their work optimally. Moreover,
the officials apparently are still lack of emotional
intelligence, which in contrarily the workload and
responsibilities are become more and more. The bad
emotional intelligence and the unwillingness in
accepting the changes make their performance
worse. That fact proves that the services provided
by government officials of Boalemo Regency are still
need to be improved, and the government should pay
more attention to the management of the existing
bureaucracy. Despite of the facts above, which make
it interesting to be studied, the researcher wants to
conducted a research about the influence of changes
acceptance and the emotional intelligence toward the
officials government’ performance in Boalemo Re-
gency because there has never been any research
conducted in the government of Boalemo Regency
related to the influence of changes acceptance and
the emotional intelligence toward the officials govern-
ment’ performance. The aim of the study is to get
valid and credible or reliable empirical data, facts,
and information to find out the effect of changes
acceptance in improving local government officials’
performance and study the effect of emotional intelli-
gent in improving local government officials’ perfor-
mance. The researcher hope that the result of this
study will give useful information to the people and
especially for local government, moreover for national
government, that the change acceptance and emotio-
nal intelligent may influence the improving of
government officials’ competence, especially in
Boalemo Regency.

RESEARCH METHODS
This study was used survey method. Survey

method is a research which is done in order to get

the factual data about recent phenomenon. The
analysis technique used in this study was path analysis,
which would test the direct and indirect effect on the
each variable. In this study there were endogenous
and exogenous variables. The technique analysis of
the data collection in this research was done by using
questionnaire which involved a series of questions
and had previously been tried out and had been
declared as valid and reliable. The distribution of the
questionnaire was done directly by the researcher
himself to the respondents as the samples. In this
study there were two data: 1) primary data and 2)
secondary data. The fulfilled questionnaire was
checked by the supervisor. The data analysis
procedure used in this study was path analysis which
used quantitative survey method.

THEORETICAL FRAMEWORK
Officials’ Performance

Meanwhile, Gomes (2003) said that in assessing
employees competence based on description of
specific behavior, some dimensions or criteria which
need to be noted is Quantity of work, Quality of work,
Job Knowledge, Creativeness, Cooperation,
Dependability, Initiative, and Personal quality . Each
factor is explained that quantity of work is the sum of
the work which has done in the determinate period
and Quality of work is the quality of work which had
been achieved based on the determinate qualification
and the readiness. Job knowledge is the comprehen-
sive of the employee toward the performance and
the skill. As’ad stated that knowledge of job is the
employees’ knowledge about the procedures and the
substances in each of the work phases. Job knowledge
is related to the knowledge of the employees toward
the procedures and technician information about the
job. Creativeness is authentic ideas and the acts which
are used to solve the recent problems. Cooperation
is a willingness to work together in participating and
work together vertical or horizontal with other
member in an organization so that the job result will
be better. Dependability is the awareness and
trustworthy in terms of attendance and time allocation
of finishing job. Initiative is a passion to perform new
tasks and to enlarge their responsibilities. Personal
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quality is related to personality, leadership, hospitality
and personal integrity. Based on the analysis of the
theories and views expressed above, can be
synthesized that performance is the work of
employees, in this case is the performance of the
government officials, in improving the work based on
each duties and functions to get the goals set together
in the organization, and to be assessed by the
supervisor.

Changes Acceptance
According to Wibowo (2011) change is a desire

which needs by an organization to improve organiza-
tional dynamics to become more conducive. The fact
is that people life is covered by changes sustainably.
It happens because there are external factors and
the need of internal factor which encourage us to the
changes. Resistant is needed because some emplo-
yees and the executives see the meaning of change
differently. For the senior managers, change is a good
thing whether for business or for themselves. How-
ever, for most of employee, changes are chaos and
problem. While Scholthes (in Wibowo, 2011) stated
that actually, employees not refuse the change, but
the refuse to be changed. Meanwhile, Hussey (2000)
stated that factors which drive this change are the
need for change. While Robbins and Geenberg &
Baron called it as a force for change. The terminology
means that the need for change is more influenced
by the internal factors of the organization, while the
force for change may come from external and internal
factors. While Kreitner and Kinicki (2001) viewed
that the need for change is influenced by external
forces and internal forces (Internal Strength) factors.
External force factor comes from outside the
organization, while the internal strength factor comes
from within the organization. External force is
composed of demographic characteristics, the
advancement of technology, the changes in the market,
and social and political pressures. While internal forces
consist of the problem/HR prospects and behavioral/
managerial decisions. Robbins (2001), reveals there
are six factors that constitute the strength to accept
the change of the nature of labor, technology,
economic shock, competition, social tendencies, and

the world of political. Kreitner and Kinicki (2001),
claims there are ten reasons for the occurrence of
resistance to the change An individual’s predisposition
toward change, Surprise and fear of the unknown,
Climate of mistrust, fear of failure, Loss of status or
job security, Peer pressure, Disruption of cultural
tradition or group relationships, personality conflict,
Lack of tact or poor timing, and Non reinforcing
reward systems. Acceptance of change is a tendency
of the employees toward the organization which
implicate their competence to accept the changes as
a upgrading process which is needed by the
organization in improving the performance of the
organization as a whole by adapting certain aspects
within the organization. The acceptance of change in
this study can be synthesized as a willingness to
accept change as an improvement process that is
needed by the  organizations to improve overall
organizational performance, by doing certain
adaptation based on their task and function within
the organization, with the indicator of the advancement
of technology, competition, changes in procedures,
and government regulations.

Emotional Intelligent
According to Weisinger (1998), emotional intelli-

gent is intelligent use of emotions. This intelligence
has four basic elements that can be developed drama-
tically. Those four basic elements are the ability to
see the judging and expressing emotions appropriately,
the ability to access or generate feeling based on needs
when the feeling could facilitate the understanding of
each other, the ability to understand emotion and
knowledge gained from these emotions, and the ability
to regulate emotions in order to promote emotional
and intellectual development. By using emotional
intelligent, the officials can build good organization
with good emotional intelligent. Everyone is respon-
sible in increasing the emotional intelligence and apply
it to build a good relationship with other employees.
Emotional intelligence can be measured based on
certain characteristics. In this measurement, the
relationship between emotional intelligence and health,
cooperation, innovation, productivity and others may
also be revealed. The measurements are expressed
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in the form of scales, where each scale identifies the
character of the each person which proves the power
developed in the attributes of emotional intelligence.
According to Sawaf (2002), emotional intelligent is
the ability to sense, understand and effectively apply
the power of emotions as a source of human energy,
information, connection and influence. In the sphere
of inter-personal, emotional intelligence is developed
through communication skills, such as be able to
express what is in thought, in feeling, and in want
clearly and forcefully on others, be able to hear what
is being said by others, and critically share their own
feelings and ideas about the ideas and actions of others,
be able to communicate within the group. Emotional
intelligence is also developed through interpersonal
skills, such as the ability to analyze the relationship in
order to be productive, the ability to exchange
information effectively. Emotional intelligence is also
developed through ability to be a mentor that helps
others to manage their emotions so they can
communicate effectively and can solve their own
problems and conflicts, so that they are motivated
optimally. Emotional intelligence in this study can be
synthesized as the maturity process in managing and
handling themselves and others based on their duties
and functions within the organization by using these
indicators: self-awareness, self-management, social
awareness, and social relations.

RESEARCH RESULT
Normality Test

One type of analysis that can be used to test the
normality of the data is Liliefors test. By using Liliefors
test, then the data is otherwise normal if L < Ltable
and data otherwise not normal if L >L table. The test
criteria is received H0 if L0>Ltable and reject  H0 if
L0>Ltable the real level á selected. In this study in
select  = 0.05, so that for n= 101, then the value
Ltable = 0.100. The following is a the description of
the calculation of the normality test for the
performance variable, acceptance of change, emotio-
nal intelligence, and leadership regent: (1) The
calculation is based on an error of regression of Y on
X1 Test Liliefors obtained the maximum price that is
L = 0.077. Because the value of L = 0.077 <Ltable =
0.088, it can be inferred that the regression error Y
on X1 normal distribution. The data obtained in this
study was from the normal distribution population.
This showed that the normality of the data require-
ments for simple linear regression of Y on X1 in this
study had been met. (2) The calculation based on an
error of regression of Y on X2 showed the maximum
price of Liliefors test L = 0.079. Because the value
of L = 0.079 <L table = 0.088, it can be concluded
that the error of regression of Y on X2 as normal
distribution. This showed that the normality of the
data requirements for simple linear regression of Y
on X2 in this study had been met.

Figure 1. Research Constellation Models
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DISCUSSION
The Acceptance of Changes Impacted The In-
creasing of The Local Government Officials’
Performance

First, we examined whether the acceptance of
change have positively effects the employee perfor-
mance. Through the analysis results, the researcher
found out the path coefficients of the acceptance of
changes effect toward the performance of  the
government officials in Boalemo Regency,  Gorontalo
Province is amounted to 0.264 and significantly had
been tested by  t= 3.040 and probability 0.000.
Therefore, the better acceptance of change which is
perceived by the employees, the better the employees’
performance, thus hypothesis 1 was supported.

This empirical finding proves that the acceptance
of change include 1) the condition of the technological
advances in the workplace, 2) the competition in the
internal individual employees, 3) the change of the
procedures in the mechanism work, and 4) the con-
sistency of enforcement of government regulations
can encourage and help the improvement of the
Boalemo regency officials performance in Boalemo
regency, Gorontalo province. This study also supports
the research of individual attitudes toward changes
in employee staffing levels to managers of various
levels (junior managers, middle, and major) from 3
SOE (2 owned and 1 Housing) which was done by
Wustari Mangunjaya in 2001 and 2002 which found
out that in general, the dominant attitude displayed by
individual in facing the change is likely to base
themselves on logic and rational aspects. It is located
on at all levels of office, and not limited to education
and age.

Through the analysis of pathways, the researcher
found out that the acceptance of change was the
dominant factor which influences the official perfor-
mance compared to the two other variables of emotio-
nal intelligence and the leadership regent. This shows
that the acceptance of change is a major factor which
build the officials performance personally, followed
by emotional intelligence and leadership. Four
important aspects of the acceptance of change deve-
loped in the study were the behavior of employment
among the officials in performing the tasks and duties.
In a working environment, harmonious and conducive

labor relations can be measured by the acceptance
of changes in the organization structure of both indivi-
duals and groups.

From the overall dimensions, it seemed that the
dimensions of acceptance of change aspects of change
work procedures due to changes in the government
organization restructuring, like a replacement process
of the second Regent and the administration regula-
tions of discipline, representing the highest appreciated
dimensions by the respondents, followed by the
perception and acceptance of technological progress
IT based on each unit of work and the support of
competitive rivalry amongst government officials of
the Boalemo Regency.

Emotional Intelligent Effected The Improving
of Local Government Officials Performance

Intelligence was translated as intellectual ability
of the apparatus in the form of significant mental
abilities in carrying out the task or job. The second
hypothesis was that the emotional intelligence posi-
tively affects the employee performance. Emotional
intelligence was found to significantly affect the
performance of the local government officials, so the
higher the emotional intelligence, the higher the
performance of the local government officials of
Boalemo regency.

The high emotional intelligence of the local
government officials will increase social relationships
in government organization, so the officials can work
more conducive and peaceful. The local government
will be able to reach maximum performance levels;
more motivated in doing their work; can improve self-
management in order to achieve employment targets
which had given to him; and can enhance their social
awareness in building team work which carrying out
their tasks and responsibilities.

The second hypothesis was that the emotional
intelligence positively affects the employee perfor-
mance. Emotional intelligence was found to signifi-
cantly affect the performance of the local government
officials, so the higher the emotional intelligence, the
higher the performance of the local government
officials of Boalemo regency.

A local government official who has a high
emotional intelligence will work well even without
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supervision by superiors. It happens because of their
self-awareness and their desire to complete their tasks
in better way and in precise time. Finally, the local
government officials who have a high level of emotio-
nal intelligence will have a good performance because
they can use their work time as good as possible to
find solution to accomplish the targets set by the
leaders.

Every organization has some patterns in building
a paradigm of change in the organization. Moreover,
the changes today are more seen as a necessity in
advancing development. In applying and convincing
all of the local government officials of Boalemo
Regency, we need to take some effort to motivate
them to work more comfortable and conducive even
though there are reshuffle on the organizational
structure.

Based on these results, it can be stated that the
acceptance of change is important to be invented
because it is one’s perception of what is provided by
the organization and serve as the basis for determining
the regulation of the structure of government
bureaucracy. The success of the changes can be seen
through the willingness of all of the local government
officials to improve their performance and undertake
the leader commands in completing their tasks and
functions within the organization.

Emotional intelligence of the local government
would affect the growth of the officials’ loyalty value
toward the leader. Emotional intelligence of the local
government officials which were managed well are
expected to support the performance of the regent in
a conducive way. For government officials, emotional
intelligence must be used to establish the values   of
their self-awareness in doing their tasks so that they
can work with full responsibility for the state and the
people prosperity.

A local government official who has a high
emotional intelligence will work well even without
supervision by superiors. It happens because of their
self-awareness and their desire to complete their tasks
in better way and in precise time. Finally, the local
government officials who have a high level of
emotional intelligence will have a good performance
because they can use their work time as good possible
to find solution to accomplish the targets set by the
leaders.

CONCLUSION AND SUGGESTION
Conclusion

Researcher found that the acceptance of change
positively affect the performance of local government
officials in Boalemo Regency Gorontalo province.
Thus, the better the acceptance of change, the higher
the performance of the officials. The implication of
this study is that the increasing of the performance
of local government officials can be done by improving
the relationship between officials and the leader,
between officials with officials and between officials
with the environment in accepting the change.
Harmonization in the governance environment could
make conducive situation of acceptance of change
in running the government organization openly. Accep-
tance of change is more influenced by the relationship,
the differences character, and /or education among
the local government officials that allows disputes.
Here, the role of the leader in stressing the importance
of professionalism cooperation among individual is
important and very much needed by the organization
to move forward and be more independent. The
results of this study found that emotional intelligence
affects the local government officials’ performance.
The implications of these findings emphasize that the
emotional intelligence has a major role in improving
the performance of the local government officials of
Boalemo Regency Gorontalo Province. Emotional
intelligence is usually measured by the self-awareness
of the local government officials in carrying out their
responsibility in doing their duties and functions, and
by their optimization of their work in each unit in order
to reach the target. The awareness in building team-
work and self-managing of each of them will boost
their performance. In order to actualize it, we need a
leader who consistently enforcing the regulations in
maintaining the mental stability of the officials in doing
their duties sustainably.

Suggestion
In building conducive acceptance of change in

order to create a good relationship between the offi-
cials, it is suggested to the Regent for more frequent
use internal forums to improve the relationship among
the local government officials. The Regent could hold
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joint entertainment activities such as games that re-
quire the team-work, or on vacation so that employees
do not feel alienated by the formation of the structure
of the new local government organizations and their
performance increased. The leaders should build self-
potential of the employees by supporting new inno-
vative ideas of the employees so that they can
enhance the spirit as well as their self-awareness, so
that employees can be more responsible and loyal in
carrying out the task and function in their work unit.
The leader was expected to be focused on leadership
that was more simple, open, unpretentious and
diplomatic but should remain firm and consistent in
solving the problems in governmental organizations.
Regent was still have to work more conducive, relaxes
and opens to the mentality of the local government
official who are familiar with the old bureaucratic
culture because basically, all employees did not object
to the changes, they only worry if they are not utilized
by the old leadership.
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