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ABSTRACT 
 
This study investigates the impact of high-performance Human Resource Management (HRM) practices 
and transformational leadership on staff preparedness to confront change in a private hospital setting in 
Tangerang, Indonesia. This study emphasizes the need of being able to adapt to changes in the 
corporate environment, particularly in the always evolving health industry. The study utilized a 
quantitative research approach and included 201 participants who were chosen by purposive sampling. 
The research instrument assessed three primary variables: high-performance human resource 
management techniques, transformational leadership, and readiness for change. The results of the 
Structural Equation Model (SEM) research validate that the implementation of high-performance HRM 
practices and the presence of transformational leadership have a substantial influence on the level of 
preparedness for change. Research supports the significance of allocating resources towards staff 
training and development, as well as cultivating effective leadership, in order to enhance employee 
preparedness for organizational change. The managerial implications of this research underscore the 
need for organizations to allocate resources for employee development and strengthen leadership that 
supports change. In this way, organizations can increase their adaptability in facing change and achieve 
optimal performance overall. 
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1. Introduction  

Amidst the dynamic landscape of the commercial world, the healthcare sector must be 
exceptionally equipped to confront intricate and unforeseen transformations. Being prepared 
to change is not just a must, but also the crucial factor for achieving success in confronting 
these obstacles. Mladenova (2022) emphasizes that the ability to respond to and implement 
change is the main key in overcoming the dynamics of a rapidly changing business 
environment. Employee readiness to accept and implement change is very important. This not 
only affects overall organizational performance but is also strongly influenced by emotional 
factors and the work environment (Lubis et al., 2022 ; Rotea et al.,2023) . Data from the 
Central Statistics Agency (BPS) shows that in 2024, Indonesia will have 2,636 public hospitals, 
with a growth trend that has continued to increase in the last four years (Databoks, 2022) . 

Facing the ever-growing dynamics of change, high-performance Human Resource 
Management (HRM) practices have become very important. The ability to manage human 
resources effectively has been proven to be a crucial foundation in achieving organizational 
goals, with a focus on improving employee performance according to established standards 
(Javed & Paracha, 2023 ; Rizka et al., 2022).  Effective HRM practices support employee 
readiness in facing change, as well as increasing their performance and commitment to the 
change process (Sun et al.,2007 ; Maheshwari & Vohra, 2015) .In addition to high-performance 
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HRM practices, transformational leadership also plays an important role in influencing 
readiness for change. This leadership increases employee maturity, motivates them to achieve 
achievements, and develops well-being for individuals and organizations. Transformational 
leadership has a significant impact on employee performance (Bass et al. , 2003 ; Senjaya et al., 
2020) . 

However, previous research has not specifically paid attention to the context of private 
hospitals in Tangerang regarding employee readiness in facing change. Therefore, this study 
aims to fill this gap by analyzing the impact of high-performance HRM practices and 
transformational leadership on readiness for change in these hospitals. It is hoped that the 
results of this research will provide valuable contributions and managerial implications for 
organizational leaders in designing effective high-performance HRM practice strategies, as well 
as opening new insights for further research in this field. 
 
2. Literature Review  
High Performance Human Resource Management Practices 

High performance HRM practices are one way to develop positive perceptions among 
employees about the organizational environment that supports performance, and aims to 
improve the performance of an organization (Sun et al. , 2007 ; Van Beurden et al. , 2021 ; 
Lewin, 2020) . High performance HRM practices are a series of processes, including 
recruitment and selection, communication through training, performance appraisal, and 
managerial practices according to organizational standards. This aims to encourage active 
employee participation, create superior and competitive human resources, and achieve 
optimal organizational performance. Rewards from the organization to employees also play a 
role in motivating the achievement of organizational goals (Raziq, 2014 ; Pamungkas & 
Wulandari, 2021). 

 
Readiness to Change 

Readiness to change is one of the driving factors in achieving effective organizational 
change (Armenakis et al. , 1993) . Meanwhile, Holt et al. (2007) defines readiness to change as 
a comprehensive attitude that is simultaneously influenced by the process, context, and 
individuals involved in a change, where this attitude reflects responses in the individual's 
cognitive and emotional aspects. Cognitive conditions occur when organizational members 
have positive attitudes, beliefs, intentions and deliberate awareness to face these changes 
(Bouckenooghe et al ., 2009 ; Rafferty et al. , 2012) . Readiness for change at the organizational 
level is when the leaders and members of the organization agree to implement change (Al-
maamari et al. , 2018). 
 
Transformational leadership 

Transformational leadership is one of the key factors that can determine the success 
or failure of an organization's transformation program. Transformational strategy refers to a 
pattern that effectively produces change in various aspects (Pawar, 2003 ; Braun et al. , 2013) . 
A transformational leader is a leader who can describe the organization's vision and 
communicate it to employees on a regular basis. In the process, transformational leaders form 
a strong emotional connection to the team, and create a positive work environment so that 
employees can make maximum contributions to the organization (Carless et al. , 2000; 
Nyakundi et al. , 2021)s.  
 
The Relationship between High Performance HRM Practices and Readiness for Change 
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High performance HRM practices can change certain situations towards a better 
change, without effective HRM practices and strategies, change in an organization is 
impossible. In the organizational change process, it is necessary to align, integrate and address 
every HRM practice and procedure to implement change in the organization (Sher et al., 2021). 
Lubis et al. (2022) said that the concept of Human Resource Competency 4.0 is related to high-
performance HRM, namely the soft skills training variables and individual characteristics, as 
well as employee readiness for change. Three of the four HR practices, namely training and 
development, compensation and benefits and work assessment are important factors in 
influencing employee readiness to change (Othman & Dahlan, 2013) . Referring to Rotea et al. 
(2023) who revealed that HRM practices have a direct impact on organizational performance 
and mediate the process of organizational change where human resources as agents of change 
are very important. High-Performance Work System (HPWS) through comprehensive training 
and development firmly increases their readiness in facing change towards transformation 
(Narbariya et al. , 2022) . So, the following hypothesis is proposed: 
H1: High-performance HRM practices influence readiness for change. 
 
The Relationship of Transformational Leadership to Readiness to Change 

Transformational leadership can motivate employees to be able to follow changes that 
will occur in an organization and create new views regarding leadership through intellectual 
stimulation, as well as providing inspiration and a strong influence on employees to work 
optimally in the company ( Catherine et al. , 2018; Eliyana et al. , 2019 ; Aprileani & Abadi, 
2022) . Communication from a transformational leader is an important part of readiness to 
implement change, where effective interpersonal skills are the basis for the change 
performance of an organization (Guerrero & Kim, 2014) . A review conducted by Ratnawati & 
Sugiharti (2023) found that the direct influence of transformational leadership on employee 
performance had a higher influence than the indirect influence through the readiness to 
change variable. Referring to this, Abbasi (2017) found that transformational leadership has an 
effective influence on readiness for planned change, where It is important for managers to 
improve expected performance through regular and appropriate evaluations to make planned 
changes. Referring to the explanation above, the hypothesis proposed is: 
H2: Transformational leadership influences readiness to change. 

 
Based on the hypothesis framework previously explained, the research model can be 

illustrated as shown in Figure 1 below 
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Figure 1. Research Model 
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3. Methodology 

The approach that will be used in this research is quantitative deductive, questionnaire 
measurement using the Likert scale method with validation of four answer choices, namely 
strongly disagree (STS), disagree (TS), agree (S), strongly agree (SS). High performance HRM 
practices were measured with 12 questions referring to Sun et al. (2007) . Readiness for 
change was measured using 5 questions adapted from Bouckenooghe et al. (2009) and Piderit 
(2000). Transformational leadership consists of 7 questions according to an adaptation from 
Carless et al. (2000 ). 

The author carried out validity and reliability tests involving 30 respondents to ensure 
the quality of the research instruments used. The validity test is carried out using the factor 
analysis method, where the author will take into account several important parameters such 
as Kaiser-Meyer-Olkin (KMO) and Anti Image Matrices. If the KMO and Anti Image Matrices 
values exceed 0.5, then it shows that the indicators used are valid and reliable (Hair et al. , 
2018) . Apart from that, the author also carried out a reliability test by referring to the 
Cronbach's alpha value. If the Cronbach's alpha value exceeds 0.5, then the research 
instrument is considered reliable and trustworthy in measuring the variables studied (Hair et 
al. , 2018) . By carrying out these steps, the author ensures that the data collected can provide 
accurate and reliable results in subsequent analysis. 

This study aims to investigate the perspectives of employees working in private 
hospitals in the Tangerang region of Indonesia. It will examine the impact of specific elements 
on their opinions of the work environment. The author sent an invitation to personnel from 
diverse business units inside this institution to partake in this research. The sample technique 
employed was purposive sampling, whereby participants were chosen based on certain 
criteria, such as their present employment status, tenure, and organizational role. 
Furthermore, this study also considered demographic variables such as age and gender. The 
majority of the statements utilized to assess the validity and reliability of variables in this study 
were deemed valid, with the exception of statements PM1, PM2, PM3, PM11, and PM12 
pertaining to the HRM practice variable, as well as statement TL1 concerning the 
transformational leadership variable. The total number of statements utilized in this research 
was 18 items. 

The author employs Lisrel Structural Equation Model (SEM) analysis to scrutinize the 
acquired data. According to the author, the minimum number of respondents needed for the 
questionnaire should be five times the number of statements, based on theory (Hair et al., 
2018). A minimum of 90 employees is necessary, which is calculated by multiplying 18 by 5.  

 
4. Results and Discussions  

From the results of distributing questionnaires conducted online via Google Form, 201 
respondents were obtained who met the predetermined criteria. There were 17% male 
respondents and 83% female respondents. Furthermore, based on the employee's field of 
work, the majority of employees work in the medical and nursing fields (non-doctors) as much 
as 66%, while those who work in other health care fields are 20%, and 13% work in non-
medical fields (functional). 

The results of the construct validity test in this study showed that all indicators for 
each variable were declared acceptable and valid because they had a loading factor value 
above 0.50. Furthermore, the reliability test results with a minimum limit of construct 
reliability value of 0.50 and variance extracted value of 0.50 (Hair et al. , 2018) . Construct 
reliability value on high performance HRM (PM) practices 0.92, transformational leadership 
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(TL) 0.97, readiness to change (KB) 0.90. The variance extracted value for high performance 
HRM practices (PM) is 0.62, transformational leadership (TL) 0.97, readiness to change (KB) 
0.64. 

After structural test analysis and evaluation of the R2 value in each equation, it was 
found that the readiness to change (KB) variable was influenced by high-performance HRM 
practices (PM) and transformational leadership (TL), with the R2 value reaching 0.66. This 
means that approximately 66% of the variation in readiness to change (KB) can be explained by 
high-performance HRM (PM) and transformational leadership (TL) practices, while the 
remaining 34% is influenced by other factors not included in this study. 

Furthermore, the results of the model suitability test show that several items still show 
a good level of fit based on Chi Square, RMSEA, ECVI, AIC, and NFI. Although some of them 
achieved a marginal fit level, such as Critical N and Goodness of fit, the overall research model 
still showed adequate fit. Thus, a T- Value diagram will be presented to provide a more 
detailed picture of the research results as follows: 

 
Description: Readiness to Change (KB), HRM Practices (PM) and Transformational 

Leadership (TL) 
Figure 2. T-Value Path Diagram 

 
The results of hypothesis testing obtained in this research model can be explained in 

table 1. Hypothesis testing is as follows: 
 

Table 1. Hypothesis Testing  

Hypothesis Hypothesis statement Mark 
T-Value Information 

H 1 High-performance HRM practices influence 
readiness for change. 7.87 The data supports it 

H 2 Transformational leadership influences 
readiness to change 2.28 The data supports it 

Source: Lisrel SEM data processing results 
 

Based on the table above, all hypotheses have a T-Value value above 1.96, or it can be 
said that the hypothesis is accepted. 
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This research revealed two important findings that show how various factors influence 
employees' readiness to change. The first results prove that high-performance Human 
Resource Management (HRM) practices influence readiness for change. This finding is in line 
with previous research by Kehoe & Wright (2013) ; Yang (2012) ; Pahos & Galanaki (2022) ; 
Beurden et al. (2021) , all of whom confirm that effective HRM practices increase employees' 
emotional attachment to their organizations. The majority of respondents were women 
working in the medical and nursing fields who said that the training they received made them 
feel more motivated to adapt to change and improve their performance in the workplace. For 
example, a nurse who undergoes training may feel more confident in using the latest medical 
technology or implementing more effective patient care procedures. This positive impact 
encourages them to feel more passionate and emotionally connected to their work. 

This study shows that formal training as part of high-performance HRM practices not 
only improves employee skills, but also fosters positive attitudes toward change. This means 
that when organizations face situations that require rapid adaptation, such as technological 
developments or regulatory changes, employees who have received good training are better 
prepared to accept and implement these changes. Employees who feel supported by strong 
HRM practices tend to have higher emotional attachment to their organizations, as shown by 
Kehoe & Wright (2013) and Yang (2012) . Pahos & Galanaki (2022) and Beurden et al. (2021) 
also emphasize that this emotional attachment is key in increasing readiness to change. 

The second result of this research shows that transformational leadership influences 
employee readiness to change. This finding is in line with previous research by Hariadi & Muafi 
(2022) , which shows that positive transformational leadership can encourage employee 
readiness to change and improve their performance. In this research, the role of the leader is 
very important. Transformational leaders not only manage, but also inspire their teams by 
building trust, engagement, and cooperation among team members. When a boss is able to 
create an environment like this, employees feel more motivated and ready to face change. 

Respondents felt this encouragement when they saw their leaders communicating 
openly, providing consistent support, and inviting the team to participate in the decision-
making process. The leader also sets a clear and inspiring vision, which makes the team feel 
like they have a greater sense of purpose. This is in line with the findings of Ratnawati & 
Sugiharti (2023) , which stated that the direct influence of transformational leadership on 
employee performance is more dominant than the indirect influence through readiness to 
change. This means that effective leadership not only makes employees ready to change but 
also directly improves their performance. 

Respondents in this study revealed that their superiors fostered a supportive 
environment, where trust and cooperation were strongly instilled. As a result, when change 
comes, they feel more motivated to improve their performance. For example, an employee 
who is initially skeptical about a procedural change may change their mind because they feel 
strong support and direction from their leader. They are not only ready to change but also feel 
compelled to do so for the good of the team and organization. 

Overall, this research suggests that investments in high-performance HRM practices 
and transformational leadership can create adaptive and productive work environments. Thus, 
organizations that implement this strategy will be better prepared to face change and improve 
their overall performance 

 
5. Conclusion  

This research found that high-performance HRM practices and transformational 
leadership increase employee readiness for change. Employees who receive training feel more 
confident and motivated, improving their performance. In addition, leaders who build a sense 
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of trust and cooperation within the team make employees more ready and motivated to face 
change. In conclusion, investing in effective HRM practices and transformational leadership 
helps organizations be more adaptive and productive in the face of change. 

This research has provided valuable insights. However, there are several additional 
aspects that need to be considered to enrich understanding. First, the focus of this research on 
the health sector, specifically hospitals, may limit the generalizability of the findings to various 
types of industries and professions. Therefore, suggestions for future research are to involve a 
more industrially diverse sample, so as to broaden the scope of the findings. In addition, it is 
also necessary to consider using more holistic survey methods, which combine quantitative 
and qualitative data to provide a more comprehensive understanding. Longitudinal research 
can also provide deeper insight into changes in employee attitudes and behavior over time. 

Meanwhile, there are interesting managerial implications of these findings. First, it is 
important for organizations to invest in employee training and development so that they are 
better prepared to deal with change. Effective training not only improves technical skills, but 
also strengthens positive attitudes towards change. Furthermore, the importance of 
transformational leadership is not only limited to the health sector, but also applies to various 
industrial fields. Leaders who can inspire, motivate, and guide their teams will help create an 
adaptive and productive work environment. Finally, it is important for organizations to build a 
supportive culture, where open communication, participation in decision making, and team 
trust are emphasized. By implementing this strategy, organizations from various business fields 
will be able to increase their readiness to face change and achieve better overall performance. 
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