JOURNAL O&

JEAMI
Jurnal Ekonomi, Akuntasi dan Manajemen Indonesia

elSSN: 2964-0385

Implementation of Change Management in the Human Resources
Management Process

Budi Rismayadi
Buana Perjuangan University, Karawang, Indonesia

ARTICLE INFO ABSTRACT
This research aims to investigate the implementation of change
management in the context of human resource management (HR). Change
management is becoming increasingly important in the face of rapidly
changing organizational dynamics and business environments. However,
how change management is implemented effectively in the HR
management process is still an important research subject. This research
will use a qualitative approach with descriptive methods. The research
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Employee Engagement, mobility, and technological changes are the main factors influencing HR
Training and Development. strategies in the era of globalization. To overcome these challenges,

companies need to adopt effective change management strategies. These
strategies include good communication, employee participation, training
and development, forming effective work teams, and recognizing
employee contributions. By implementing a holistic approach in HR
change management, companies can optimize their performance amidst
ever-changing global business dynamics, and create an inclusive,
innovative and highly competitive work environment.
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INTRODUCTION

Change management is essential in organizational life because change is an
inevitability that cannot be avoided (Tampubolon, 2020). Organizations must continue to be
able to adapt to changing market dynamics, rapid technological developments, and
increasing competition (Narutomo, 2012). In addition, customer needs and preferences may
also change over time. Without effective change management, organizations may
experience great difficulty in meeting these challenges. The inability to adapt quickly and
precisely can cause organizations to fall behind or even fail amidst fierce competition
(Bairizki et al, 2021).

Effective change management enables organizations to respond to change faster,
more efficiently, and with more direction. This includes the systematic and planned
introduction of change, a good understanding of its impact, as well as developing
appropriate strategies to manage it (Qurtubi, 2024). The change management process also
plays an important role in preparing employees to accept and adopt the change. Thus,
change management is not only about managing the technical aspects of organizational
change, but also about managing change at the individual and group level. Organizations
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that are able to implement effective change management have a clear competitive
advantage in facing a dynamic and uncertain environment (Anatan, 2005)

Change management is a fundamental pillar in the long-term success of any
organization. In a world that continues to change rapidly, change has become an inevitable
norm (Tampubolon, 2020). Organizations must be able to navigate changes in various
aspects of business life, from rapidly changing market dynamics to disruptive technological
developments (Rahmasari, 2023). Increasing competition drives organizations to
continuously update their strategies and processes, while changing customer needs require
rapid and responsive adaptation. Without effective change management, organizations risk
becoming trapped in rigidity and an inability to adapt, which can ultimately result in failure
to achieve their goals (Afkarina et al, 2023).

Good change management not only allows organizations to better face the
challenges of change, but also allows them to take the initiative and become proactive
agents of change (Aulia & Aslami, 2023). This involves identifying new opportunities and
developing capabilities that enable organizations to become leaders in their industry. Apart
from that, effective change management also pays attention to the human aspects of
change, such as managing uncertainty and concerns that may arise among employees
(Rizal et al, 2023). By supporting employees through the change process, organizations can
ensure their involvement and commitment, which is the key to successful implementation of
sustainable change (Dewi et al, 2021).

The change management process involves a series of important steps designed to
ensure the success and sustainability of change within the organization. The first step is
recognition and understanding of the need for change (Prabowo et al, 2023). This is the
stage where the organization carefully identifies the reasons behind the planned changes
and analyzes the possible impacts both at the internal level of the organization and on
external parties such as employees and customers. Understanding the reasons and impacts
of change is a crucial step in preparing an organization to better accept and adopt change
(Laksmi & Suwandono, 2019).

The next step in the change management process is change planning. At this stage,
the organization designs strategies and concrete steps needed to implement these changes
(Arifin, 2017). This includes preparing a detailed work plan, appropriate resource allocation,
and determining the actions that must be taken to manage change effectively. This change
planning also includes identifying the stakeholders involved and effective communication to
ensure that all parties are involved and support the change process (Yuliana et al, 2021).

One of the challenges often faced in change management is employee resistance to
proposed changes (Jambak et al, 2023). Some of them may feel uncomfortable with the
uncertainty that change brings, or they may feel that the change threatens their established
positions or work routines. Therefore, change management must be able to overcome this
resistance with an inclusive and persuasive approach (Laihad et al, 2019). It is important for
management to openly communicate with employees about the reasons behind the change,
provide a forum to listen to their concerns, and clearly illustrate the benefits they can gain
from the change (Bahri, 2023).
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In addition, globalization has brought additional challenges in human resource
management (HR). Changes in the global business environment affect the way companies
recruit, manage and retain their workforce (Suhariadi, 2013). Increased workforce mobility,
advances in communications technology, and cultural diversity are some aspects of
globalization that influence HR practices. Therefore, change management in the HR context
must consider the impact of globalization and develop strategies that are responsive to
these changes (Nugroho, 2020). This includes the development of flexible HR policies,
increasing employee cross-cultural competence, as well as the application of information
technology that enables efficient and effective HR management at the global level.

METHOD

Research on the Implementation of Change Management in the Human Resource
Management Process uses qualitative methods with a literature review approach. This
approach aims to deepen and expand knowledge through in-depth understanding, as
emphasized by Yulianah (2022). The qualitative method in this research is a process of
investigation and understanding that is based on the approach used to study social and
human problems. In this research, the researchers presented a complex picture, analyzed
the text in detail, provided an in-depth report, and understood the situation at hand, as
described by Moloeng (2014). This qualitative approach combines library techniques as a
method of collecting data that is relevant to the research object. Library research is an
activity to collect, research and process data from library sources without involving field
research. With this approach, it is hoped that research can produce an in-depth
understanding of the implementation of change management in the context of human
resource management.

RESULTS AND DISCUSSION

The impact of globalization on human resource management (HR) is becoming
increasingly prominent with the emergence of various new challenges. Changes in global
business dynamics have changed the company's paradigm in terms of recruitment,
management and workforce retention. The following are some of the main challenges faced
by HR in the era of globalization:

1. Global competition

In the era of turbulent globalization, competition between companies is no longer
limited to national borders, but covers a wide global market share. In this context,
companies are faced with increasing demands to recruit, retain and develop quality human
resources. Intense competition forces companies to have the best employees who not only
have relevant skills and knowledge, but also have the openness and flexibility to operate in
complex cross-cultural contexts. The company's ability to attract and retain the best talent
is the main key in winning the competition in a competitive global market. Therefore, an
effective human resources strategy, including employee recruitment, retention and
development, is important to maintain a company's competitive advantage amidst ever-
changing global business dynamics.
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2. Skilled Labor Shortage
Globalization has created a high demand for skilled labor in various economic sectors.
However, this phenomenon also presents new challenges for companies, namely the lack
of supply of workers who have the special skills needed to compete in a rapidly changing
global economy. To overcome these challenges, companies must take proactive steps by
developing effective employee training and development programs. Through these
programs, companies can not only improve the skills that current employees have, but also
prepare them to face future demands. Thus, investment in employee development is not
only a necessity, but also a crucial strategy to ensure the company's sustainability and
success in facing the complex challenges of globalization.
3. Multiculturalism and Diversity
The impact of globalization on the structure of a company's workforce is creating
increasingly prominent cultural, background and linguistic diversity. Handling this diversity
wisely is a major challenge for companies. The key to success is being able to create a work
environment that is inclusive and respects diversity to optimize the strengths that arise
from diverse perspectives. Companies that are able to adopt this approach will not only
encourage more effective collaboration among employees, but will also create a creative
and innovative work culture. By paying attention to and respecting diversity, companies can
strengthen their position in the dynamic global market and utilize diversity as a significant
competitive advantage.
4. Labor Mobility
The impact of globalization on labor mobility is becoming increasingly apparent, both
in geographic and virtual dimensions. Employees are often faced with the demand to work
with teammates located in different countries or go on business trips abroad. This places a
huge responsibility on companies to manage cross-cultural teams wisely. Companies must
understand applicable international labor regulations and develop appropriate policies to
ensure compliance and protect employee rights. In addition, companies also need to build
effective communication networks and facilitate the use of technology that enables
successful collaboration among teams spread across various locations. By adopting a
holistic and proactive approach in managing workforce mobility, companies can harness the
potential of global diversity to achieve their business goals more efficiently and effectively.
5. Technology changes
Technological advances have become a catalyst in transforming the way companies
operate and manage human resources (HR). Digitalization and automation of business
processes have changed the landscape of demands on workforce skills. Companies not only
have to adapt to these changes, but also have to keep abreast of technological
developments in order to ensure that employees have the relevant and necessary digital
skills to remain productive and relevant resources in this digital era. This includes increasing
competency in the use of software and digital platforms, data analysis capabilities, as well
as an understanding of rapidly developing technologies such as artificial intelligence and
the Internet of Things (loT). By prioritizing the development of employees' digital skills,
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companies can strengthen their competitiveness, increase operational efficiency, and
optimize growth opportunities amidst ever-changing market dynamics.
6. Flexibility and Adaptability
The impact of globalization on labor mobility is becoming increasingly apparent, both
in geographic and virtual dimensions. Employees are often faced with the demand to work
with teammates located in different countries or go on business trips abroad. This places a
huge responsibility on companies to manage cross-cultural teams wisely. Companies must
understand applicable international labor regulations and develop appropriate policies to
ensure compliance and protect employee rights. In addition, companies also need to build
effective communication networks and facilitate the use of technology that enables
successful collaboration among teams spread across various locations. By adopting a
holistic and proactive approach in managing workforce mobility, companies can harness the
potential of global diversity to achieve their business goals more efficiently and effectively.
To overcome the challenges of globalization in HR, companies need to adopt effective
strategies. A change management strategy in human resources (HR) is needed to ensure
that changes occurring in the organization are implemented successfully and gain support
from employees. The following are several strategies that can be applied in change
management in the HR context:
1. Effective Communication
Clear, open, and consistent communication is the main foundation for managing
change successfully. It is important for management to actively communicate the reasons
behind the change, the goals to be achieved, and the impact on employees in a transparent
manner. Communication must involve two-way dialogue, where management not only
provides information, but also listens to input and addresses concerns that arise from
employees. Being responsive to employee questions and concerns helps build trust and
reduce uncertainty in the face of change. By prioritizing effective communication,
organizations can strengthen employee engagement, facilitate acceptance of change, and
create a more productive and harmonious work environment.
2. Employee Involvement and Participation
Actively involving employees in the planning and implementation of change is an
invaluable strategy in creating a greater sense of ownership and engagement among team
members. Providing opportunities for employees to participate in decision making, provide
input, and contribute to the change process, not only strengthens their sense of individual
responsibility, but also provides space for them to feel that their voices are heard and
valued. This not only creates a stronger emotional bond between employees and the
organization, but also increases their motivation and commitment to the change goals.
Thus, involving employees directly in change not only creates an inclusive and collaborative
work culture, but also increases the likelihood of successful implementation of the desired
change.
3. Training and development
Changes that often require employees to acquire new skills and knowledge require a
proactive approach in providing relevant training and development. Providing appropriate
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training to employees is key in preparing them to face the demands of change successfully.
This includes various types of training, from the development of new technical skills to
change management or leadership training required in managing the change process. By
providing these resources, companies not only increase employee competency, but also
strengthen the organization's capacity to respond to changing dynamics quickly and
effectively. By investing in appropriate training and development, companies can create an
adaptive and innovative work environment that drives long-term growth and success.
4. Formation of an Effective Work Team

Forming a strong and effective work team is the main key in facing the challenges of
change. Teams consisting of members with diverse skills, knowledge and expertise have
the potential to produce innovative solutions needed to achieve change goals. To achieve
this, it is important to facilitate close collaboration, open communication, and synergistic
cooperation among team members. By promoting an environment that supports the
exchange of ideas, open discussion, and mutual understanding, teams can work effectively
in the face of the complexity and dynamics of change. In addition, management needs to
provide adequate support and build trust among team members, so that they feel
motivated to work together towards the same goal. Thus, the formation of strong and
effective work teams not only facilitates successful management of change, but also drives
innovation and long-term growth for the organization.

5. Recognition and Rewards

Providing recognition and rewards to employees who are actively involved in the
change process can be a strong incentive to increase their motivation and commitment. This
recognition can take the form of praise, formal awards, financial bonuses, or interesting
career development opportunities. This action not only recognizes the valuable
contributions that employees have made, but also sends a positive signal that their efforts
and dedication are appreciated by the company. Through these awards and rewards,
companies not only strengthen employees' active participation in the change process, but
also build stronger bonds between individuals and the organization. This has the potential
to increase overall employee engagement, encourage a collaborative work culture, and help
create an environment where employees feel recognized and appreciated for their
contributions to the organization's success.

Change management in human resources (HR) is becoming increasingly important in
facing the dynamics of globalization and implementing workforce diversification.
Globalization brings increasingly fierce competition, encouraging companies to strengthen
their competitiveness in innovative and adaptive ways. On the other hand, workforce
diversification requires organizations to understand, appreciate and manage the diversity of
individuals in work teams. An effective change management strategy in this context
involves a number of key steps. First, good communication is the main foundation, ensuring
that the reasons behind the change, the goals to be achieved, and the impact on employees
are conveyed clearly and transparently. Then, active employee participation is the key to
increasing their involvement in the change process, so that they feel ownership and
involvement in the organization's journey. Furthermore, training and development is an
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important means of preparing employees to face the new demands faced by companies in
the era of globalization and workforce diversification. Forming an effective work team is
essential in ensuring synergistic collaboration between team members who come from
diverse backgrounds. In addition, recognition of employee contributions, monitoring the
progress of change, and flexibility in dealing with the dynamics of change are also
important elements in successful HR change management. By implementing these
strategies holistically, organizations can manage change more effectively, strengthen their
competitiveness, and create inclusive and innovative work environments.

CONCLUSION

The impact of globalization on human resource management (HR) has presented
various complex challenges for companies in the contemporary era. Increasingly tight
global competition, shortage of skilled workers, cultural diversity, workforce mobility, and
technological changes are some of the main challenges that companies need to overcome
in managing HR effectively. Change management strategies that involve effective
communication, active employee involvement, training and development, forming effective
work teams, and recognizing employee contributions are key in dealing with this dynamic.
By adopting a holistic and proactive approach, companies can strengthen their
competitiveness, increase employee engagement, and create an inclusive, innovative and
results-oriented work environment. Overall, change management in HR is not only
important, but also a crucial strategy for companies to overcome the complexity and
dynamics of globalization. In facing challenges such as global competition, skilled labor
shortages, cultural diversity, labor mobility, and technological change, companies need to
adopt effective and adaptive strategies. Effective communication, employee involvement,
training and development, forming effective work teams, and recognizing employee
contributions are some of the key elements in successful change management. By
implementing these strategies holistically, companies can strengthen their competitiveness,
increase productivity, and create a dynamic and inclusive work environment to achieve
long-term business goals.
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