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Hashanah Proactive Behavior to Change: An Internalization Of Islamic 

Abstract
Purpose: This study explores employee behavior to support 
organizational change. Behavior to support change needs an 
employee's ability to respond the rapid change. The behavior-to-
change concept lacks moral values as it is still considered as 
discretionary behavior
Method: The research uses qualitative research methodology with 
the Publish or Perish (PoP) application of Harzing to filter the 
articles and perform literature analysis systematically.
Results: The result of this study is introducing a new concept: 
Hashanah Proactive Behavior to Change (HPBTC). We define 
HPBTC as an employee's ability to respond to rapid change 
processes by using a good way to improve employee performance. 
Implication: Islamic behavioral support is needed by employees to 
support, supervise and invite others to participate in change by 
helping other employees and being a good role model to inspire the 
environment and make the implementation of change successful. 
KAUJIE Classification: 03, P0
JEL Classification: A2, P2

INTRODUCTION

Organizations need to see and understand each individual's behavior since organizational 

behavior is reflected in the behavior of members of the organization (Loku & Gogiqi, 2016). 

Individuals who support change within the organization can improve work results and 

increase organizational success in adopting change (Qin & Nembhard, 2015). Individual 

participation in the process of change is essential and closely related to the success of an 
organizational change. Some researchers have found that individuals will increase their 

willingness to change when they understand the need for change (Albrecht et al., 2020). The 

process of organizational change will cause various reactions from individuals, including 

positive reactions and adãyāt reactions ' '(Arif et al., 2020). One positive reaction is the 

behavior of supporting change. The success of a change is closely related on the behavior of 
employee that supports change so that change can go as expected and later improve 

Values To Respond To The Rapid Change
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individual performance, job satisfaction, and emotional intelligence (Malik & Masood, 

2015). However, in reality, the behavior to support change alone is not enough. Employees 
must be agile in responding to the change in line with the fast-changing of times. Evidence 
in some literature shows that many organizations have implemented change, but 70 percent 

of them have failed to change (Senge et al., 2001). Other literature also says that more than 

two-thirds of attempts to implement change failed ''(Rafferty et al., 2009). In addition, 

employees tend to follow the change process if the organization has the same goals as 

employees' goals (Halkos & Bousinakis, 2012). This means that change is more often top-

down and less initiative from the individuals (bottom-up), transactional and only worldly 
oriented. The most critical thing that determines the failure or success of change is the 

attitude and behavior of employees toward change ''''(Ahmad & Cheng, 2018). Individual 

behavior is significant in the success of a change because support from individuals will 
contribute to organizational and individual performance in dealing with the change process 

(Indriastuti & Fachrunnisa, 2021).

 The theory of change, especially behavior to support change that exists today, still has 
weaknesses and gaps that can be reexamined, it is still centered from top managers to 
employees (top-down) so that employees only receive instructions given (compliance) and 

passive no initiation takes place that comes from within himself ––(Meyer & Hamilton, 

2013). Therefore, it needs to be integrated with the concept of employee agility, where one 
of the dimensions is proactive. Proactiveness is an employee initiative to respond to 
change, seeking solutions to problems related to change. In addition, the theory of change 
also has other areas for improvement, namely the lack of moral values in championing the 
change. Change agents will use discretionary behavior (freedom to make decisions in every 

situation encountered) to fight for change —''(Fugate & Soenen, 2018). It means they will 

be free to make decisions in the situation, including using all ways such as giving 
punishment and threats if the employees do not want to follow the changes. Discretionary 
action would be more effective if it is done in a good way, by being a good role model who 
can drive other employees without compulsion. Being a good role model can be a driving 
force for change and an inspiration for the surrounding environment. As a result, the change 
process will be easier to implement. Besides that, good role models can also be a way of 
worshipping Allah SWT since when other people do good from our good guidance, we will 
also get the same reward as those who are doing good (HR Muslim). A good role model is to 
provide benefits for worldly goals and be an investment for life in the hereafter since Allah 
loves those who spread goodness (Qur'ān: Al-Anam 160). Therefore, we argue that it needs 
to be added with Islamic values, namely Hashanah. Hashanah is a behavior that wants to 
invite goodness with good deeds and words and by being a good role model for themselves, 
for others, and for the environment (Qur'ān: Al-Anam 160).
 Organizational changes will not be successful without individual changes since 
organizations rely heavily on their staff to engage in behaviors that ultimately contribute to 

the success of the change process ''(Yulianingsih & Fachrunnisa, 2020). The individual 

change will only be more effective if it is prepared in advance (Indriastuti & Fachrunnisa, 

2019), the first thing to change is the soft element such as people, and then the hard element 

such as method/technique (Waterman et al., 1980). Individuals who are ready to change 
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consider that the organization will be better if the organization makes changes, has a 
positive attitude towards the changes of the organization, and is willing to be involved in 

implementing change in the organization (Holt et al., 2007). However, employees who are 

not ready to change will fail with the pace of organizational change (Triaa et al., 2016). So 

the aspect of individual readiness to change is crucial, considering it will significantly 
influence the "behavior" of the individual. Behavior-supporting change is an action taken 
by employees to participate actively, want to facilitate and be ready to contribute to planned 

organizational change (Kim et al., 2011). An employee's behavior is also greatly influenced 

by the environment around him, especially the environment in which they work. A 
workplace based on spirituality will allow employees to find meaning in every job. 
Spirituality in the workplace is an awareness within employees that they find to find more 
meaning and goal in what they do, not just materialistic results. Workplace spirituality is 

interpreted as one's experience of connectedness to work and the workplace (Milliman et 

al., 2003). Workplace spirituality can foster employee attitudes and behavior, such as 
readiness for change and behavior supporting change, by facilitating workplace spirituality 
can increase the assimilation of congruent values   between employees and the organization 

'(Bosch Rabell & Bastons, 2020).

 Many experts offer ways to make change successful, but most focus on the 

organization or how management should do with its employees to make changes (Barclay, 

2009). It means that there are two perspectives from which to focus on change. First is the 
focus on changing the organization at the organizational level. Attention must be paid to all 
processes involved in the organization. Secondly, the focus of change is the people in the 
organization. The second focus is usually more effective since an organization is a 
collection of people not just an entity. 
 Many studies have examined organizational change, but more research still needs to 
discuss changes initiated from within employees. In assessing change management from an 
Islamic perspective, starting from human explanations. Humans are caliphs of the earth 
(Qur'ān: Al Baqarah 30), so they become actors of change. Humans also become God's 
ambassadors on earth, where God teaches in religion that we must become better humans, if 
we don't change, then we will be crushed by change itself. Therefore in Islam, a human 
being must change for the better every day and aim not only for worldly goals but also aim 
for the life hereafter, solely hoping for the pleasure and reward of Allah SWT. Qur'ān in 
Surah Ar-Rad ãyāt 11 says that Allah will not change someone's destiny unless they change 
it themselves. As social beings, humans should not only think about themselves but also be 
able and willing to invite and set good examples for the environment around them.
 The aim of this research is to build a theoretical model that can encourage individual 
behavior in supporting organizational change that impacts employee performance. 
Moreover, this research wants to contribute a theory related to the importance of the role of 
spirituality in an Islamic workplace to encourage the behavior to support change with 
mediating factors of individual readiness to change and ultimately have an impact on the 
human resources performance since a lack of research on the relationship between these 
variables.  In addition, this research also will strengthen the organizational change process 
which is based on normative instructions and the practice of the Prophet Muhammad 
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(SAW), where the Prophet Muhammad (SAW) taught to set a good role model in life so that 
other people want to follow this goodness. He is not only considered the final prophet of 
Islam but also the best role model for humanity. This article is organized into several 
sections as follows. The first part is an introduction. The next part is a literature review, 
theory integration, proposition development, and end with a conclusion.

LITERATURE REVIEW

Organizational Change
Organizational change is a plan and action to change the behavior or results of 

organizational work (Helfrich et al., 2009). Every organization will experience change. one 

of the goals is to maintain a competitive advantage, improve performance, product and 

service quality, and develop employees (Cochran et al., 2002). Many experts offer change 

procedures, and most focus on the organization as a whole or how management should 

work with its employees to make changes (Barclay, 2009). It means that there are two 

perspectives from which to focus on change. First is the focus on changing the organization 
at the organizational level. Attention to all processes involved in the organization must be 
paid. The second is to focus change on the people within the organization. The second focus 
is usually more effective since an organization is not an entity but a collection of people. 
Most studies have proven that for change to be effective, change efforts must be focused on 
people because an organization is a collection of people working toward a common goal.
 The change will be successful if the organization gets support from employees. 
However, organizations can do much more than that. During this time, the organization 
invested a lot of time and money in change. The change can be successful or not, depending 
on whether the employee wants to make the change or not. Therefore, employees should be 
the focus of the organization. As stated in some literature, employees are the most crucial 
aspect of an organization, so employees must also be essential to any organizational 
change. According to the seven steps of change presented by McKinsey, in organizational 
change, the internal aspects of the organization that need to be aligned if the organization 
wants to be successful consist of hard elements and soft elements. The hard elements 
consist of strategy, structure, system, and shared values,  in contrast, the soft elements 
consist of the style of management, people (mindset and behavior of people), and skills of 

management (Waterman et al., 1980). The main focus of change in addition to the 

organizational structure and system must also focus on the mindset and behavior of its 
employees as part of the soft element, since employees are the first to be affected by the 

change, employees must also be the first to implement changes (Indriastuti & Fachrunnisa, 

2021). It needs to do so that employees realize their importance and potential in efforts to 
change the organization. Therefore, every employee is expected to have behavior that can 
support the change process within the organization.
 Individual's behavior is greatly influenced by the environment in which the individual 
exists. Individual behavior in organizations is a form of interaction between individual 
characteristics and organizational characteristics. Organizational behavior is primarily 

determined by individual behavior (Indriastuti & Fachrunnisa, 2019). Behavioral support 

for change refers to behavior consistent with the purpose of change. Behavior support to 
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change has three dimensions that are: compliance, cooperation, and championing 

(Herscovitch & Meyer, 2002). Behavior to support change can be defined as a series of 

behaviors of employees who feel attached and give support to the organization and a series 

of behaviors in line with the change to successful organizational changes ––(Meyer & 

Hamilton, 2009). The first dimension of behavior supporting change is compliance, which 
refers to employees' willingness to do what is asked of them in implementing changes. The 
second dimension is cooperation, which refers to employee acceptance of the "spirit" of 
change and willingness to cooperate with the organization to make change successful. The 
third dimension is fighting for (Championing) refers to the willingness of the individual to 

accept change and "sell" it to others (Herscovitch & Meyer, 2002).

Employee Agility
In the current era of disruption and pandemic, challenges are becoming increasingly 
complex, and changes are accelerating in the work environment. Organizations must be 
able to address and respond to significant changes that occur if they want to survive. 
Therefore, organizations depend heavily on the changeability and agility of employees 
within the organization. Employee agility is one of the keys to the company's success so 
that the organization can be more responsive and adaptive in facing changes to survive and 
win the competition. Hence, agility is essential and has become necessary for organizations 

to deal with new situations or rapid changes. Based on (Petermann & Zacher, 2022), 

assessing agility for organizations is crucial, and this agility will become increasingly 

important in the next few years (Alavi & Wahab, 2013).

 According to (Rafferty & Griffin, 2006), employee agility is assessed from a behavioral 

perspective. Agility is a behavior that can be observed in the workplace, which consists of 
three dimensions, namely proactivity, adaptability, and resilience. Proactivity is a behavior 
to initiate (starting activities to find out the solution to problems on the change process) and 
anticipatory is a behavior to sense and anticipate the problems related change and the 
activities of individuals that have positive impact to the environment. Adaptability is a 
behavior that constantly learning new skills, tasks and procedures to face change. 
Interpersonal adaptability described as the ability to get along and work with another 
employee from various professions, backgrounds and functions. Professional flexibility 
describes individual modifications to become better suited to the environment. Finally, 
resilience describes the ability of employees to cope with environmental change and 
function in stressful situations effectively.
 Employee agility is assessed through their behavior in increasing their ability to initiate 
changes within themselves and their communication skills in spreading the spirit of change 
to other employees and the environment around them. It is necessary to ensure that every 
employee is included in the process of organizational changes. Employees who have the 
agility to change tend to communicate with each other better for the success of the company 

(Petermann & Zacher, 2022).

Islamic Value: 'Hashanah' 
Allah SWT sent the Prophet Muhammad SAW as a prophet and messenger and Uswatun 
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We used a qualitative method with the Publish or Perish (PoP) application from Harzing to 
filter relevant articles related to change and employee agility. This study uses article data 
from Scopus (1990 – 2021) and 100 articles from Google Scholar, using key terms, such as 
"change" and “employee agility" in the title or keywords. Furthermore, articles that were 
duplicated in Scopus and Google Scholar and less relevant related to the topic of change 
and employee agility were eliminated from the analysis. Meanwhile, the concept of 
hashanah takes references from the Qur'ān, Ḥadīth and interpretations from experts and 
from the dictionaries of Islamic scholars, and then we summarize and conclude it. The steps 
of the review methodology can be explained as follows:

a. Search Strategy
We employed a comprehensive search strategy to identify relevant articles related to 
change end employee agility. The search was conducted using both Scopus and Google 
Scholar databases, covering the period from 1990 to 2021. Key search terms such as 
“change” and “employee agility” were used.

b. Data Collection
Articles obtained from the search were collected and imported into the Publish or Perish 
(PoP) application developed by Harzing. This tool was utilized to manage and filter the 
articles obtained from both Scopus and Google Scholar databases.

c. Screening Process
Following the initial search, duplicated articles between Scopus and Google Scholar were 
removed. Subsequently, articles that were deemed less relevant to the topic of change and 
employee agility were eliminated from further analysis. The screening process was 
conducted based on the relevance of article titles and keywords to the research topic. 

RESEARCH METHOD

hashanah (a good role model) for his people. Allah SWT said: It means, "Indeed, there has 
been in (self) the Messenger of Allah a good role model for you." (QS Al-Ahzab: 21). 
Explains that Uswatun Hashanah is one of the terms in Islam which contains several 
meanings. In terms of etymology (language) and terms of terminology. "The meaning of 
uswatun hashanah in terms of etymology (language) is "a good role model" namely a way 
of life that is approved by Allah SWT which has been exemplified by Prophet Muhammad 
S.A.W. Meanwhile, the meaning according to terminology (terms) as stated by al-Ragib in 
Tafsir Rug al-Bayan is the meaning: Uswatun is the same as al-Qudwatu (follow-up), 
namely the condition in humans that can be followed by others, good or bad, while 
Hashanah is a good example and a good Sunnah".

ٌ As described in the al-Ma'any dictionary, in language, the word hashanah (َحسنة) has َ َ
four meanings; good deed, good speech, goodness, and favors. However, the meaning of 

ٌthis word is kindness. The plural is hasanat (حسناَت). In terminology, in the book al-Mufradat َ َ
fi Gharib al-Qur'ān, al-Raghib al-Ashfahani explains that hashanah expressed as anything 
that pleases or delights. It can be the form of pleasure that humans get for themselves and 
their bodies in every condition.
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d. Data Extraction
After the screening process, relevant articles from both Scopus and Google Scholar 
databases were selected for data extraction. Information extracted from each article 
included author names, titles, publication years, and key findings related to change and 
employee agility.

e. Quality Assessment
Quality assessment of the selected articles was conducted based on predetermined criteria, 
including the relevance of the content to the research topic, the methodological rigor, and 
the credibility of the findings. Articles meeting these criteria were retained for further 
analysis.

f. Data Synthesis
Data synthesis involved organizing and summarizing the key findings from the selected 
articles into thematic categories. These categories included theoretical perspectives, 
change management practices and employee agility practices.

h. Reporting
The findings of the study were reported in accordance with established reporting guidelines 
for systematic reviews. This involved providing clear and concise summaries of key 
findings, supported by evidence extracted from the selected articles.

Proposed Proposition and Conceptual Model
Hashanah Proactive Behavior to Change: An Effort of Integration and 
Internalization

FIGURE 1. Hashanah Proactive Behavior to Change

Figure 1 describes a flow of thought from the integration of the Theory of Change, precisely 
behavior that supports change which is a response from the change process, with the 
concept of employee agility and Islamic values, namely Hashanah, thus forming Hashanah 
Proactive Behavior to Change.
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The change support behavior offered by (Herscovitch & Meyer, 2002) still needs to 

improve in compliance dimensions. Employees will receive and carry out instructions, 

only make minimal or average efforts and show little initiative —''(Fugate & Soenen, 

2018). The other dimension is fighting for (championing). Change agents will use 

TABLE 1: Proposed Measurement for HPBC
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Based on Figure 2, the Hashanah Proactive Compliance to Change dimension is the first 
dimension that will affect the other dimensions. This dimension is significant because 
before an individual works with an organization and wants to campaign for change, the 
individual must be willing to accept change within themself first. After that, there will be a 
desire to cooperate and campaign for change, eventually building Hashanah Proactive 
Behavior to Change.

FIGURE 2. HPBC and its Dimensions

discretionary behavior (freedom to make decisions in every situation encountered) to fight 

for change —''(Fugate & Soenen, 2018). It means that this dimension of championing will 

be free to make decisions in the situation, including using all ways such as giving 
punishment and threats if you do not want to follow the changes, discretionary action will 
be more effective if it is done in a good way, by being a good role model that can drive other 
employees without any sense of compulsion. Hence, the theory of change, especially 
behavior that supports change, needs to be integrated with the concept of employee agility 
and Hashanah values. Good employees should think about themselves and other people, 
and the environment around them by setting a good example so that they can drive other 
employees and follow the changes together without any sense of compulsion.
Based on the weaknesses of the theory of change, especially the behavior support to change 
above, it is necessary to add Islamic values, to complement the theory of change. Hashanah 
comes from the word Uswatun Hashanah (good role model), by inviting and setting an 
example through good words and deeds to others and the environment around them. The 
integration of the three called Hashanah Proactive Behavior to Change, which we defined 
as the behavior of employees to support changes agilely by inviting and providing 
exemplary words and deeds based on sound values   solely to hope for the blessing of Allah 
SWT, that has dimensions and characteristics as described in table 1.
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Proposition Development
Islamic Workplace Spirituality
Spirituality in the workplace (WPS) has great attention from many experts in the 
development of HRM, in the early 1990s. WPS helps individuals find meaning and purpose 
in their work, maintains and strengthens employee relations with the organization, and also 

to congruent individual values   with organizational values (  Sodikin et al., 2021). 

(Indriastuti & Fachrunnisa, 2024) stated that spirituality in the workplace has created a 

more productive work environment. WPS offers work meaningfully, increases simplicity, 
and embodies a greater sense of totality, connectedness in the workplace, and ethical and 

moral values. (Arbussa et al., 2017) describe WPS as construct and knowledge among the 

employees which internally stimulates individuals within the organization. Workplace 
spirituality includes feelings of kindness, compassion, confidence, trust, morality and 
harmony. WPS could increase and make the team more effective and productive in the 

organization (Indriastuti & Fachrunnisa, 2024). WPS also could develop a sense of 

collaboration, responsibility, creativity, charity, and high levels of individual productivity 

to achieve organizational objectives and purposes '''''''(Niati et al., 2021; Sodikin et al., 

2021; Sudarti et al., 2021; Yulianingsih & Fachrunnisa.,2023).
 Islam views spirituality as a relationship between individual actions and their ultimate 

goal, which is to worship Allah (Sodikin et al., 2021). Islamic spirituality (IS) is defined as a 

dimension for humans to be connected to Allah, which ultimately influences personal self-

esteem, a general sense of meaning, and a link between creatures and nature (Indriastuti & 

Fachrunnisa, 2024). Therefore, spirituality has become a core subject in life, incorporating 

rituals, beliefs, knowledge, and behavior in everyday life (Septianingsih & Fachrunnisa, 

2021). In addition, (Khan et al., 2010) describes Islamic Spirituality as a theory embedded 

in piety (Taqwá) where the concept of Taqwá is defined as a human attitude to avoid Allah's 
punishment by perfecting all His commands, obeying His instructions and altogether 
avoiding His prohibitions.

Individual Readiness to Change
Individual readiness to change is a readiness within organization changes and facing that 

change. According to (Indriastuti & Fachrunnisa, 2021) individual readiness is individuals 

prepared to participate in different organizational activities. Individual readiness to change 
also defined as a trigger to behavior of the individual, either support or resistance to 

organizational changes (Holt et al., 2007). Individual readiness to change is considered as 

an individual willingness to participate in the activity prepared by the organization after the 
experience of change in the organization. The first thing that should be changed is preparing 
the employee to accept change because basically humans are the subject and object of 

change. According to (Rafferty & Griffin, 2006), readiness to change will affect individual 

behavior positively. The target elements of change focus on the human element (people) as 
a central element outside of method and objective factors. Nonetheless, two important 
aspects need to be studied in improving employee behavior, namely internal aspects that 

are employees and external aspects that are technology/work methods '(Tjahjono et al., 
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2019). Since people are the first to be affected by change, therefore the human factor takes 
precedence over other aspects.
 Individual readiness to change will be a driving force for making changes that give 

positive results (Desplaces, 2005). One of the positive things about individual readiness in 

facing change is increasing performance. The better the individual is prepared to deal with 

change, the better the performance will be produced (Indriastuti & Fachrunnisa, 2019). 

Employees must be prepared in advance before facing change. Recent research on 
individual readiness change is identified through an individual's positive attitude toward 
change. Whether individuals feel the way of work or procedures to support change, 
employee's perception of the organization changes, and the self-confidence of individuals 
to face the changes. Individual attitudes towards change can be seen from the individual's 
response to these changes, whether they accept or reject change. Individual readiness to 
face change will influence individuals' perceptions, feelings, and attention as reflected in 

their attitudes and behavior. According to (Indriastuti & Fachrunnisa, 2021), readiness to 

change is affected by organizational members' willingness to follow and absorb new 

technology and knowledge. The same research by ''(Yulianingsih & Fachrunnisa, 2020) 

proved that individual readiness to change positively correlates with behavior-supporting 
change.

Hashanah Proactive Behavior to Change
Hashanah Proactive Behavior to Change is a new concept to fill the deficiencies of the 
theory of change, especially behavior-supporting change with the concept of employee 
agility and Islamic value. The concept of Hashanah's Proactive Behavior to Change 
provides a new color in building behavior to support change agilely by providing good 
examples to support changes based on Islamic values. In addition, a more comprehensive 
achievement orientation, namely long-term benefit and goodness, is not only limited to the 
organization's interest but to investment in happiness in the hereafter.
 This article proposes a new concept, namely Hashanah Proactive Behavior to Change 
in solving organizational change problems, behavior to support agilely by inviting and 
providing exemplary words and actions based on sound values,   solely expecting the 
blessing of Allah. SWT. Hashanah Proactive Behavior to Change consists of three 
dimensions. The first is Hashanah Proactive Compliance Behavior to Change, the second is 
Hashanah Proactive Cooperation Behavior to Change, and the third is Hashanah Proactive 
Championing Behavior to Change.

Employee Performance
The main factor determining the success of an organization lies on human resources, so the 
achievements of the organization cannot be separated from the achievements of each 

individual in it. According to (Indriastuti & Fachrunnisa, 2021), performance is an optimal 

achievement by an employee's potential, which is always the concern of organizational 
leaders. This performance describes the extent of a person's activities in carrying out tasks 
and trying to achieve the goals set. Therefore, assessment of performance is the result 
achieved by the individual according to the standards that apply in the job question, and job 
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performance is part of the work results regarding what is produced by the individual from 
work behavior.
 Performance appraisal in developing human resources is critical since every employee 
wants appreciation and fair treatment from the organization's leader. In this regard, 

(Indriastuti & Fachrunnisa, 2021) measures performance with indicators: (1) Quality, can 

be measured by the perception of individu of the quality of work and the perfection of 
employees on do their tasks on their skills and abilities. (2) Quantity can be measured by the 
amount of number of units, and the number of completed activity. (3) Timeliness can be 
measured by the level of activity to complete at the stated time and coordination of both 
output results and the times. (4) Effectiveness is the use of organizational resources (energy, 
money, technology, and raw materials) maximized with the intention of increasing each 
unit's results in using resources. (5) Independence, is the level where the individual's 
commitment with the individual's duties and responsibilities towards the organization.

 Based on the study of (Russell, 2003), there are six essential criteria or dimensions for 

measuring performance: 1. Quality is related to processes or results that are near 
perfect/ideal in fulfilling the intent or purpose; 2. Quantity is identical to the number of 
products produced; 3. Timeliness is defined as the need of time to complete activities or 
produce products; 4. Cost-effectiveness is related to the use of organizational resources 
such as people, money, materials, and technology in obtaining results or reducing waste in 
using organizational resources; 5. Supervisor attention is related to the individual's ability 
to complete work without supervision or intervention from supervisors or leaders; 6. 
Finally, the interpersonal impact is related to the ability to increase feelings of self-worth, 
goodwill, and cooperation among fellow workers and subordinates. Based on some of these 
meanings, it concluded that employee performance is the success of an employee's 
achievement of the responsibilities that are given to them.

Proposition 1
A spiritual experience in the workplace is positively related to employee work attitudes 
such as intuition, creativity, honesty, trust, personal fulfilment, organizational 
commitment, organizational performance, customer orientation, adaptability, service 
orientation, job satisfaction, reducing intention to leave, member behavior organization 

and work engagement ''(Yulianingsih & Fachrunnisa, 2020). Evidence shows that 

employees are increasingly inclined to embrace and support organizational change when 
their personal, ethical,   and life goals align significantly with the organization's mission 

(Halkos & Bousinakis, 2012). The domain of workplace spirituality is increasingly 

recognized as a significant field of inquiry and has become more legitimate and mainstream 
for organizational studies. However, studies have not tested whether employees' workplace 
spirituality experiences influence their readiness to change and innovative work behavior 
at the individual level. There are relationships between workplace spirituality and 
innovative work behavior in different contexts, workplace spirituality is modelled as a 

single construct, reflecting many outcomes (Milliman et al., 2003).

 Islamic workplace spirituality will affect the spiritual level of the individuals in it, this 

is in accordance with the research of (Karunisa & Fachrunnisa, 2021) there is a relationship 
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between workplace spirituality, individual spirituality, and organizational performance. 
Individuals who have a level of spirituality will seek the meaning of every work they do so 
that these individuals will try to give their best, try to develop strong relationships with co-
workers related to work and will have harmony between the beliefs within themselves and 

organizational values (Indriastuti & Fachrunnisa, 2024). Individuals who are aligned with 

organizational values   will be better prepared to deal with organizational change and will 

have behaviors that will support change. Based on (Aboobaker et al., 2022), spirituality in 

the workplace will influence individual readiness to change. Islamic Spirituality in the 
workplace also influences individual behavior to support change within the organization 

which is in accordance with Islamic religious values. Based on (Indriastuti & Fachrunnisa, 

2024), it is said that individual spiritual development induces changes in employee 
behavior which will ultimately result in organizational change. 

Proposition 1: Islamic Workplace Spirituality as a precursor that will influence individual 
readiness to change and shape Hashanah Proactive Behavior to Change behavior. If a 
workplace has a working atmosphere full of Islamic spirit, it can increase the assimilation 
of congruent values between employees and the organization, employee will seek the 
meaning of every work they do, so that they will try to give their best, try to develop strong 
relationships with co-workers related to work and will have harmony between beliefs 
within themselves and organization   so that individuals will be ready to face the change and 
will have behavior support to change based on Islamic values.

FIGURE 3. Proposition 1

Proposition 2
The critical thing that determines the failure or success of change is the attitude and 

behavior of employees to change ''''(Ahmad & Cheng, 2018). According to (Armenakis & 

Harris, 2009), changes made by organizations will succeed if individuals in it also want to 
change. Individual change will not be effective if not to be prepared. So, the first thing that 
must be changed is the people, and then following aspects such as techniques and methods 

(Waterman et al., 1980). Individuals with behavior support change will perform well 

because they will be more excited and enthusiastic about face change ''(Yulianingsih & 

Fachrunnisa, 2020). If  the employee has passion and enthusiasm in supporting change, 
then the employee will have positive characteristics for change organization and 
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implementation of change organization. This positive characteristics in looking at the 
change process, will influence performance of employee during the change process going 
on.

Proposition 2. An employee who has Hashanah proactive behavior change will have an 
agile behavior in responding to the rapid change by using a good way is predicted will have 
a good performance. Since the change initiatives come from within the employees 
themselves to find solutions to any problems that arise during the change process, based on 
Islamic values by inviting good behaviors and words, become a good role model that can 
drive and inspire other employees, so they will follow the changes together without any 
sense of compulsion so it will improve employee performance.

FIGURE 4. Proposition 2

Conceptual Model

FIGURE 5. Conceptual Model

Islamic Workplace Spirituality will influence individual readiness to change and shape 
Hashanah Proactive Behavior to Change behavior. Individuals ready to face change will 
form Hashanah Proactive Behavior to Change. Hashanah Proactive Behavior to Change 
will affect the employee's performance. 

CONCLUSION

This article focuses on an important part that has yet to be touched on by management, 
namely the part that includes changes initiated by individuals in organizations. Employees 
must have the ability to change in harmony with organizational changes. Employees are the 
first to be affected by the change process. Therefore, employees must be the first to change 
so that employees are the spearhead of change. Everyone is an Agent of Change for 
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themselves and must be able to transmit the spirit of change to others and the environment 
around them by inviting good behavior and words by setting a good role model that can 
drive and inspire other employees, so they follow the changes together without any sense of 
compulsion by prioritizing Hashanah Proactive Behavior to Change is carried out solely 
expecting the blessing of Allah SWT.
 Hashanah Proactive Behavior to Change provides a new concept in building behavior 
to support change by initiating change from within the employees and setting a good 
example for themselves and their environment. A more comprehensive achievement 
orientation, with long-term benefits and goodness not only limited to the organization's 
interests but also the employees themselves and the surrounding environment so that it can 
become a way to invest in happiness in this world and in the hereafter. There still needs to be 
more research on organizational change that focuses on employees who are integrated with 
Islamic values, while most research still focuses on organizational change. Further research 
is needed to test both the validity and reliability of this new concept.
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