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 Change intervention is a process that aims to help individuals, groups, 
or organizations to adapt to change where the major changes that 
occur in management are individuals and the environment is very 
influential in shaping a person's character. There are various 
theoretical approaches that can be used to design and implement 
change interventions. This article discusses some of the main 
theoretical approaches and provides guidance for selecting 
interventions that are appropriate to the context and objectives to be 
achieved. change interventions include behavioral, organizational and 
systems theories. This study aims to determine the theoretical 
approach to change interventions, choosing appropriate 
interventions, the goal of organizational development change leads to 
more effective personal relationships between managers and 
employees at all levels of the organization in order to remove barriers 
to interpersonal and group communication. Based on the explanation 
above, the background of writing this paper is to find out what is meant 
by organizational development change intervention, understand 
organizational development change intervention techniques, along 
with examples of organizational development change intervention 
cases in teaching organizations. 
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1.  INTRODUCTION  
Organizations change and adapt continuously continuously to remain competitive yet effective 
organizational change seems to be rare. Recent statistics show that only one-third of organizational 
change efforts are considered successful by their leaders. successful by their leaders. Apparently, 
implementing a successful change program in organizations is quite problematic. The success rate 
of change programs success rates are often attributed to resistance to change on the part of 
employees. on the part of employees. However, a more nuanced look at resistance to change and 
its determinants may be more change process driven. to change and its determinants may be that 
change processes are driven by several strategic considerations, including the need for a more 
integrated way of working and the need to improve business performance. and the need to improve 
business performance. These considerations usually result in a structured change program based 
on the assumption that change management consists of a series of (limited) interventions, which are 
perceived as objective, measurable and can be managed in a linear fashion that can be realized in 
a relatively short time. time. However, scholars who oppose change point out the need for research 
beyond top-down organizational change. Studies should pay attention to dynamics of the change 
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process thereby contributing to the understanding of resistance, which is essential for high failure 
rates of change programs (Yusuf, 2019). 

Organizational management has a long and complex history, with various theories and 
practices developed over the centuries. Here are some important factors behind the emergence of 
organizational management (Pranata et al., 2023). Industrial Revolution The Industrial Revolution in 
the 18th and 19th centuries brought major changes to the way people worked. Large factories began 
to appear, and the need to manage a large and complex workforce became increasingly urgent. This 
led to the development of a more systematic and scientific theory of organizational management 
(Ningsih, 2016). Organizational Complexity. As organizations grow, they become increasingly 
complex and require more sophisticated management. More complicated organizational structures, 
job specialization, and coordination between different departments are challenges that need to be 
overcome(Nurimanisa et al., 2023). Social and Economic Change: Social and economic changes, 
such as urbanization, globalization, and technological advances, also have an impact on 
organizational management. Managers need to adapt to these changes and develop new strategies 
to achieve organizational goals (Rosadi et al., 2022). Organizational Management Theories: Over 
time, various organizational management theories have been developed. These theories try to 
explain how organizations work and how they can be managed effectively. Some well-known 
organizational management theories include classical theory, neo-classical theory, behavioral 
theory, and systems theory (Midiastuty et al., 2016). Importance of Organizational Management: 
Organizational management has become increasingly important in the modern era for several 
reasons (Yunere et al., 2019) Intense competition: Organizations operate in an increasingly 
competitive environment, and they need to be managed effectively to remain competitive.Rapid 
change. The world is changing rapidly, and organizations need to adapt to these changes to stay 
relevant. The need for efficiency: Organizations need to use their resources efficiently to achieve 
their goals.Importance of employees: Employees are the most important asset to an organization, 
and they need to be managed effectively to reach their full potential. 

We know that it is good for an organization to make changes. It is positive for the survival of 
an organization. But, there are many factors that get in the way of change. Something new is 
unfamiliar and creates a feeling of resistance. To begin with the old must be discarded, and that is 
difficult. Moreover, change in the organization demands change in the individuals themselves. The 
older he gets, the harder it is for him to change. It is clear that change does not only apply to the 
organization, but also to the individuals within it. Talking about change in organizations means talking 
about the value of organizational development (Pertiwi & Atmaja, 2021). Organizational development 
relates to a strategy, system, processes to cause organizational change in accordance with the plan, 
as a tool to deal with the changing situations faced by modern organizations and who seek to adjust 
(adapt) to their environment (Alat & Yang, 2024). Techniques in conducting organizational 
development include laboratory training, manager training, grids, feedback surveys, team building, 
process consulting, career development, job design, tension management and others (Mawardi et 
al., 2021). 

Resilience in organizational change reflects an organization's ability to survive and thrive 
amidst the dynamics of an ever-changing business environment. This concept not only includes 
physical or financial aspects, but also refers to the mental and cultural resilience of the organization 
in the face of change. Organizational resilience involves a continuous process of adaptation, 
innovation and learning. Organizations that have good resilience are able to anticipate changes, 
adjust strategies, and respond to changes quickly and effectively. They are also able to transform 
resistance into opportunities for further growth and development. Therefore, building resilience in 
organizational change is not just about surviving, but also about being able to thrive and compete in 
a changing market (Zubaidi et al., 2024). Intervention tools and resistance strategies become 
important instruments in managing organizational change (H. Hayadi & Yusuf, 2024). Intervention 
tools are various methods, techniques, and approaches used to facilitate and manage the 
organizational change process. These tools can include activities such as effective communication, 
employee training and development, conflict management, and performance measurement. The 
purpose of using intervention tools is to  
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2. RESEARCH METHOD  
Type of Research This research is a type of library research, namely research whose object of study 
uses library data in the form of books as a source of data (Sutrisno, 2002). This research was 
conducted by reading, examining, and analyzing various existing literature, in the form of books, 
journals, newspapers, and research results. Types of Data and Data Sources Based on the source, 
the type of data used in this research is secondary data. This research data is in the form of 
documents, namely books, journals and the internet which contain performance evaluation and 
monitoring of the student process, and things that are relevant to the problems that are the object of 
research study. 
 
3. RESULTS AND DISCUSSIONS  
Organizations often experience a state of no growth due to human reluctance to follow changes, 
where change is considered to cause disequilibrium (loss of moral balance). This results in 
community disease or actions that are not in accordance with the provisions that apply in the 
organization so that organizational development needs to be carried out to evaluate, adapt, 
regenerate and innovate. Organizational development is a planned process to develop organizational 
capabilities in the conditions and demands of an ever-changing environment, so as to achieve 
optimal performance carried out by all members of the organization (Aulia & Aslami, 2023). 

Organizational Development is a program that seeks to improve organizational effectiveness 
by integrating individual desires for growth and development with organizational goals. Organizations 
must undergo changes in order to maintain their durability and also maintain the goals of the 
organization. Therefore, the organization must undergo changes, in order to achieve organizational 
goals and also to maintain the existence of the organization itself. Changes for organizations where 
humans are in it are carried out by humans, it is humans who want changes in the organization so 
that the organization through mutual agreement of members can achieve these goals. Changes in 
the organization are not solely for the benefit of the organization, but instead what is more concerned 
is the human being in the organization. Organizations are used as objects by human activities, where 
humans seek the greatest benefits from organizational activities through the humans in them. To 
experience these changes, the organization must also experience development, where this 
development is a stage for organizational change (Siahaan & Zen, 2012). Organizational change in 
the book Siswanto and Sucipto is a change in an organization, such as adding new people, modifying 
a program and others. 

Change does not have to be implemented in an organization. In particular, organizations 
must make changes within the organization itself to improve the performance of the organization and 
leave the downturns that occur (Siswanto & Sucipto, 2008). Organizational change is often contrary 
to the values that respect members in the organization, ordinary changes against the decisions of 
members of the various that must be implemented. That is why many sources of organizational 
change discuss the changes needed in organizational culture, including changes in the beliefs and 
values of members and in the way they establish these beliefs and values (Guamaradewi & 
Mangundjaya, 2018).Purpose and Objectives of Change Changes are made to overcome the crisis 
that will be faced by the organization, especially the crisis in the future. Crises in organizations usually 
occur due to the lack of adaptiveness of the organization to various changes, both individual changes 
in the ranks of the organization, internal organizational crises and crises caused by external factors 
of the organization. The crisis in the organization is realized after affecting the performance of the 
organization as a whole. Organizational performance that has stagnated will make managers in the 
organization conduct an analysis to find out what caused the crisis. After the crisis has been 
identified, the organization's management should not make the crisis a barrier that will slow down 
the organization's movement, or interpret the crisis as a negative factor, but instead make 
improvements so that the organization's management can overcome the crisis so that it is more 
effective in efforts to reinforce the goals and objectives to be achieved by the organization The 
important thing is to convince the ranks of the organization that the changes made have broad 
implications for the welfare of anyone in the organization. It can be said that change in the 
organization is basically: 
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1. Increase organizational effectiveness;  
2. Improve the welfare of all levels of the organization;  
3. Oriented to the future;  
4. Getting closer to customers or users of organizational services. 
 
The ability of the organization to make changes is for the organization to function in achieving 
organizational goals or objectives. Although in achieving these goals, not only the interests of the 
organization but also for the benefit of individuals in the organization. Individuals in the organization 
are people who are very interested in organizational performance, although it must be realized, 
organizational performance is largely determined by the performance of each individual. The 
relationship between the organization and the people in the organization is mutual symbolic. A good 
manager in the organization is one who can ensure that individual interests will be met by the 
organization, but at the same time convinces members that these interests will be met effectively if 
each individual provides high performance to the organization. Therefore, the performance of the 
organization is determined by the contribution of each member of the organization. 
Sources of Change Drivers Sources that can encourage changes in the organization include 
(Siswanto & Sucipto, 2008):  
1) Environment. Organizational changes are often influenced by changes in the environment. 

General environment of the organization Factors in society include economic, legal, political and 
technological cultural factors; 

2) Goals and values. Another impetus for change comes from the modification of organizational 
goals. A change in values is also important, as this leads to a change in goals;  

3) Techniques. Technical systems are an obvious source of organizational change. These 
technical changes include the form and function of products or services, in addition to the 
transformation processes used by the organization;  

4) Structure. Another source of organizational change based on subsystem structure. Changes 
and systems from various other subsystems;  

5) Managerial. In planning and supervision activities, the role of managers is to maintain a dynamic 
balance between the need for organizational stability and continuity and the need for adaptation 
and innovation;  

6) Consultant. A strong impetus for organizational change also comes from consultants. 
Sometimes described as "answers seeking questions" or "solutions seeking problems". There 
are many things that drive change, but prominent factors are computer technology, local and 
global competition, and demographic conditions. 

 
Models of Change 
Lewin's change model Kurt Lewin in the book Robbins and Judge developed a three-stage change 
model that includes how to take the initiative of change, manage and stabilize the change process 
itself. Furthermore, Robbins explains the stages of change with the term unfreezing. Moving & 
refreezing. Unfreezing is the initial process of the change stage. At this stage there is a thawing of 
old behaviors and systems (status quo) (Arifin, 2017). Conflicts between the driving factors of change 
and those who oppose will occur at this stage. The thawing stage runs smoothly if the driving force 
dominates. The driving force of change then drives the desired behavior and system (Haskas et al., 
2020). 

Displacement is the learning stage. At this stage, workers are provided with information, new 
work models and systems that are expected to be implemented later, or new perspectives for policy-
making levels. Refreezing is the stage of freezing the expected behavior, system and perspective. 
This stage requires affirmation and reaffirmation of the importance of the changes being made. To 
support long-term change, a system is needed that oversees and ensures the implementation of the 
changes being carried out (Azzuhri, 2016). In the three-stage change model, Lewin uses several 
assumptions that underlie the success of change. The assumptions used by Lewin include: 
a) The process of change involves learning something new, and not continuing current attitudes 

or behaviors,  
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b) Change must be driven by the desire and motivation to change; c). Humans are the drivers of 
change;  

c) Resistance to change is a necessity, even though the goal of change is very desirable.  
d) Effective change requires reinforcement of new behaviors, attitudes, and organizational 

practices. 
Organizational Structure The organizational structure determines the work tasks divided, 

grouped and coordinated formally. Organizational structure is a formal authority of work in an 
organization. This structure, which can be shown visually in the organizational structure, also serves 
many purposes (Erida Silalahi et al., 2021). According to (Kartika, 2016). states that the 
organizational structure is a comprehensive design for planning, implementing and observing 
activities carried out by management. Then also conveyed by (Guamaradewi & Mangundjaya, 2018). 
which states that the organizational structure is a system of tasks, reporting, and power relationships 
where the entire organization runs it. The organizational structure describes a framework and 
arrangement of relationships between functions, parts or positions, which determine the level of the 
organization and the structure becomes a place for the implementation of authority, responsibility 
and reporting systems to superiors that provide continuous stability that can allow the organization 
to survive and coordinate relationships with the environment. In theory, there are many factors that 
influence organizational structure, according to (Nurimanisa et al., 2023). there are several factors 
that influence the creation of organizational structures, namely as follows: 
a) Division of Work Division of work is a series of levels where tasks in the organization are divided 

into different jobs. Carrying out a task requires several actions, it is necessary to determine to 
determine the division of tasks for each person, the division of labor with specialization can allow 
employees to learn skills and make them proficient in certain fields of work. 

b) Departmentalization Departmentalization is an activity of grouping the work of experts which is 
a consequence of the division of labor. It can also be said to be a way of organizing activities 
that have been distinguished horizontally. Departmentalization is the basis for classifying work 
into one group. Every organization consists of several departments. The principle of 
departmentalization is to classify similar and closely related activities in a work unit. 

c) Hierarchy Hierarchy is power that will not be interrupted and stretches from the top level of the 
organization to the lowest level and explains the relationship of the reporter to the recipient of 
the report. In the hierarchy there is authority in carrying out tasks, meaning the granting of formal 
authority or power and responsibility for carrying out certain activities. Delegation of superiors 
to subordinates is needed so that the organization can run in detail because no superior can 
observe every task of the organization. 

d) Coordination Coordination is the process of connecting an activity from separate departments 
in order to carry out organizational goals effectively. 

Coordination is the procedure of consolidating the goals and activities of separate units 
(departments) in order for an organization to achieve organizational goals efficiently. There are two 
types of coordination, namely: 
a) Horizontal Coordination. Coordination carried out between departments that have activity levels 

of authority in achieving overall company goals. 
b) Vertical Coordination. Coordination which is an activity of association, direction, work units that 

are under their authority and responsibility. 
c) Management Span (Span of Control) Management span is the number of employees that the 

leader can manage efficiently and effectively. Inappropriate management ranges can hinder 
productivity, efficiency, and can increase costs. To get the appropriate range, factors related to 
the situation, subordinates, and managers must be reviewed. 

Unity of Command Unity of command is based on a one step down approach. This means 
that a manager gives orders or tasks to his subordinates to pass on to the lower level again if that is 
necessary. To prevent ambiguity not only in giving orders, but in accountability. The positive impact 
of the implementation of the principle can be assessed from the certainty of orders received by a 
person, as well as those that are directly related to fostering the behavior of the subordinates 
concerned. The organizational structure has been studied by many previous researchers including: 
(Marin Idarraga, D.A. & Hurtado González, J.M, 2021), (Justin M. Stritch, Nicole Darnall & Lily Hsueh, 
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2021), (Alexander Kroll & Leisha DeHart-Davis, 2021), (Rachmawati, 2016), (Susilowati, 2016), 
(Warita, 2016) and (NA. Tripambudi & A. Adityawarman, 2014), (Harini et al., 2020), (Elmi et al., 
2016)? Economics and Business The benefits of technology in the economic sector such as the 
existence of ATM (Automated Teller Machine) machines and internet banking that facilitate the 
payment transaction process. Technology in the business sector can facilitate the delivery process 
with the existence of all types of expedition services that utilize internet technology and mobile 
applications in order to speed up the delivery of goods (Hastuti, 2011). 
a) Education Technology can also provide many benefits and conveniences in the field of 

education. One of them is the e-learning system. With this latest learning system, students do 
not have to come to the school location simply by opening a website or application and 
accessing learning materials online. 

b) Transportation Technology has provided many benefits and conveniences in the field of 
transportation, be it goods or people. With the existence of various types of transportation 
equipment, such as cars, motorbikes, planes, and ships, it makes the process of human travel 
easier and faster. 

c) Medical Field The benefits of technology are also very much felt in the medical field as the 
discovery of various methods, drugs, equipment, and the latest machines can help doctors and 
nurses do their jobs. 

 
4.  CONCLUSION  
Organizational management has a long and complex history, and has evolved in response to a 
variety of factors, including the Industrial Revolution, organizational complexity, social and 
economic change, and organizational management theory. Organizational management has 
become increasingly important in the modern era because organizations need to be managed 
effectively to remain competitive, adapt to change, use resources efficiently, and manage 
employees effectively. 
 

ACKNOWLEDGEMENTS  
The author would like to thank the Rector of Bina Bangsa University, Prof. Dr. Ir. H. Furtasan Ali 
Yusuf, SE., S.Kom., M.M and the lecturer of Change Management course, Assoc. Prof. Dr. Ir. B. 
Herawan Hayadi, S.Kom., M.Kom. Prof. Dr.Ir.B.Herawan Hayadi, S.Kom., M.Kom 
 
REFERENCES  
Alat, D., & Yang, I. (2024). Menghadapi Tantangan Perubahan Dalam Sistem Pendidikan Indonesia 

Dalam Pendekatan Strategis. 4(1), 1–9. 
Arifin, A. (2017). Strategi Manajemen perubahan dalam meningkatkan disiplin diperguruan tinggi. 

EDUTECH Ilmu Pendidikan Dan Ilmu Sosial, 3 No 1(1), 117–132. 
Aulia, R., & Aslami, N. (2023). The Role of Change Management in Facing Challenges and 

Optimizing Opportunities in the Digital Age. Journal of Nusantara Economic Science (JNES) e-
ISSN, 1(2), 2986–9463. https://nafatimahpustaka.org/jnes/article/download/90/47 

Azzuhri, M. (2016). Intervensi Manajemen Sumberdaya Manusia dan Dampaknya terhadap 
Kesiapan Sivitas Akademika untuk Berubah. Jurnal Aplikasi Manajemen, 14(4), 778–787. 
https://doi.org/10.18202/jam23026332.14.4.18 

Erida Silalahi, L., Prabawati, D., & Priyo Hastono, S. (2021). Efektivitas Edukasi Self-Care Terhadap 
Perilaku Manajemen Diri pada Pasien Diabetes Melitus di Wilayah Puskesmas Sukapura 
Jakarta. Media Publikasi Promosi Kesehatan Indonesia (MPPKI), 4(1), 15–22. 
https://doi.org/10.56338/mppki.v4i1.1385 

Guamaradewi, N. G., & Mangundjaya, W. L. (2018). Dampak Kesiapan Individu dan Kesiapan 
Organisasi untuk Berubah bagi Komitmen Afektif untuk Berubah The Impact of Individual and 
Organizational Readiness to Change on Affective Commitment to Change. Jurnal Manajemen 
Aset Infrastruktur & Fasilitas, 2(2), 57–68. 

Haskas, Y., Suarnianti, S., & Restika, I. (2020). Efek Intervensi Perilaku Terhadap Manajemen Diri 
Penderita Diabetes Melitus Tipe 2: Sistematik Review. Jurnal Kesehatan Andalas, 9(2), 235. 
https://doi.org/10.25077/jka.v9i2.1289 



ProBusiness: Management Journal ISSN 2086-7654  

 

 

 Adi Wahdi, Theoretical Approaches to Change Interventions, Selecting Appropriate Interventions 

253 

Hastuti, S. (2011). Titik Kritis Manajemen Laba Pada Perubahan Tahap Life Cycle Perusahaan: 
Analisis Manajemen Laba Riil Dan Manajemen Laba Akrual. Jurnal Akuntansi Dan Keuangan 
Indonesia, 8(2), 107–122. https://doi.org/10.21002/jaki.2011.07 

Hayadi, B. H., Yusuf, F. A., & Rodiyah, S. (2024). Membangun Ketahanan Dalam Perubahan 
Organisasi Pada Alat Intervensi Dan Strategi Resistensi. 4(1), 1–10. 

Hayadi, H., & Yusuf, F. A. (2024). Mengatasi Resistensi Terhadap Perubahan Dalam Wawasan , 
Intervensi Dan Strategi Untuk Adaptasi Organisasi. 4(1), 1–9. 

Kartika, J. N. (2016). The effectivity of self-management to reduce inferiority feeling. Jurnal Penelitian 
Pendidikan, 16(1). 

Mawardi, S., Mukrodi, M., Wahyudi, W., Sugiarti, E., & Anwar, S. (2021). Pelatihan Peningkatan 
Kapasitas Pemuda Dan Manajemen Organisasi Bina Remaja. Jurnal PKM Manajemen Bisnis, 
1(2), 44–53. https://doi.org/10.37481/pkmb.v1i2.222 

Midiastuty, P. P., Suranta, E., Hatta, M., & Amelia, R. (2016). Pengaruh Perubahan Tarif Pajak Badan 
Menurut UU No. 36 Tahun 2008 Terhadap Praktik Manajemen Laba Perusahaan Non 
Manufaktur PRATANA PUSPA MIDIASTUTY EDDY SURANTA MADANI HATTA RAHMI 
AMELIA. Simposium Nasional, 36. 

Ningsih, O. S. (2016). Pengaruh Intervensi Pendidikan Kesehatan dan Self Efficacy terhadap 
Perubahan Perilaku Kesehatan dan Kadar Gula Darah pada Pasien DM di Kabupaten 
Manggarai, NTT. Jurnal Wawasan Kesehatan, 1(2), 107–125. 

Nurimanisa, D., Azzahra, S., Muhammad, R. A., & Purnamasari, A. (2023). Manajemen 
Permasalahan Psikososial di Lingkungan Kerja: Intervensi Karyawan PT X. Inovasi Jurnal 
Pengabdian Masyarakat, 1(3), 265–272. https://doi.org/10.54082/ijpm.179 

Pertiwi, N., & Atmaja, H. E. (2021). Literature Review: Peran Kepemimpinan dalam Manajemen 
Perubahan di Organisasi. Jurnal EK&BI, 4(2), 576–581. https://doi.org/10.37600/ekbi.v4i2.324 

Pranata, M. M., Debie Dahlia, & Liya Arista. (2023). Efektifitas Intervensi Manajemen Diabetes 
Berbasis Pemberdayaan terhadap Kontrol Glikemik: Studi Literatur. Jurnal Keperawatan, 15(2), 
643–652. https://doi.org/10.32583/keperawatan.v15i2.963 

Rosadi, R., Aprilia, L., & Wardojo, S. S. I. (2022). Manajemen Intervensi Fisioterapi Guna Mengurangi 
Nyeri Dan Peningkatan Lingkup Gerak Sendi Pada Pada Kasus Knee Osteoarthitis : Studi 
Kasus. Jurnal Fisioterapi Dan Rehabilitasi, 6(1), 60–66. 
https://doi.org/10.33660/jfrwhs.v6i1.161 

Yunere, F., Keliat, B. A., & Putri, D. E. (2019). 300-Article Text-1019-1-10-20200103. Jurnal 
Kesehatan Perintis, 6(2), 153–163. 

Yusuf, M. (2019). Strategi manajemen perubahan pola pikir sdm guna menghadapi persaingan era 
industri 4.0 pada industri manufaktur. Seminar Nasional Dan The 6th Call for Syariah Paper 
Universitas Muhammadiyah Surakarta, 648–664. https://doi.org/10.36987/ebma.v4i1.4508 

 
 

 
 


