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Abstract

This study aimed to investigate the role of structural and behavioral variables in predicting change acceptance among
educational administrators at Iran University of Medical Sciences. This applied study employed a descriptive—correlational
design. The statistical population consisted of 600 employees of Iran University of Medical Sciences, from which 234
participants were selected through convenience sampling. Data were collected using Robert Heller’s Change Acceptance
Questionnaire and a researcher-made structural and behavioral variables questionnaire, both demonstrating a Cronbach’s
alpha reliability of 0.89. Data analysis was conducted using descriptive statistics and inferential methods, including multiple
correlation and multivariate regression analysis. The results indicated a significant relationship between structural and
behavioral variables and change acceptance. Structural components such as centralization, formalization, complexity, and
authority, as well as behavioral components including motivation, personality, awareness, and values, significantly predicted
change acceptance. Multivariate regression analysis demonstrated that both structural and behavioral variables contributed
significantly to explaining the variance in change acceptance. The findings suggest that enhancing change acceptance among
educational administrators requires simultaneous attention to organizational structural dimensions and behavioral factors,
and that optimizing organizational structure alongside strengthening behavioral components can facilitate effective change
implementation.

Keywords: Change acceptance, structural variables, behavioral variables, educational administrators, Iran University of
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Extended Abstract

Introduction

In contemporary organizational environments, rapid technological advancement, globalization, and increasing
competitive pressures have made change an inevitable and continuous phenomenon. Organizations,
particularly knowledge-based institutions such as universities, must constantly adapt to dynamic external
conditions to maintain effectiveness and sustainability. Organizational change is no longer a periodic
intervention but an ongoing strategic necessity that requires careful planning, execution, and acceptance by
organizational members (Burke, 2019; Stanleigh, 2019). Despite the growing recognition of its importance,
a substantial proportion of change initiatives fail due to inadequate attention to human and structural
dimensions, especially resistance from employees and managers (Cutcher, 2019; Davis & Brown, 2024).
Acceptance of change is a critical determinant of successful organizational transformation. It reflects the
willingness and readiness of individuals to embrace, support, and implement change initiatives. Research
indicates that acceptance of change not only influences the success rate of transformation efforts but also
mediates the relationship between organizational systems and employee outcomes such as innovation and
performance (Arshad et al., 2025; You & Park, 2024). In higher education institutions, where professional
autonomy and established traditions are deeply embedded, the acceptance of change becomes even more
complex and significant.

Scholars have identified multiple factors influencing change acceptance, which can broadly be categorized
into structural and behavioral variables. Structural variables refer to formal organizational characteristics such
as hierarchy, centralization, formalization, complexity, and division of labor, which shape the operational
framework of organizations (Mihm et al., 2018; Shoghi & Aghajani, 2013). These elements determine how
decisions are made, how information flows, and how responsibilities are distributed. Flexible and decentralized
structures are often associated with greater adaptability and higher acceptance of change, whereas rigid and
bureaucratic structures may hinder transformation efforts (Agha Babaei & Rahimi, 2016; Nasiri Valikbani &
Shayegani Mani, 2016).

Behavioral variables, on the other hand, encompass individual-level psychological and attitudinal factors such
as motivation, beliefs, values, personality traits, awareness, and expectations. These factors significantly
influence how individuals perceive and respond to change initiatives. Employees with positive attitudes, higher
motivation, and greater awareness are more likely to support change, while fear of uncertainty and perceived
threats may lead to resistance (Hayes & Weathington, 2021; Lunenburg, 2015). The interplay between
structural and behavioral variables creates a complex environment in which change acceptance is shaped.
Recent studies emphasize that successful change management requires an integrated approach that
simultaneously addresses structural and human dimensions. For example, institutional and behavioral
perspectives highlight the importance of aligning organizational systems with employee attitudes and cultural
readiness to facilitate transformation (Agnew & VanBalkom, 2019; Burns & Scapens, 2017). Furthermore,
leadership and strategic readiness play a crucial role in guiding organizations through change processes,
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particularly in complex and dynamic environments such as healthcare and higher education (Aprianto et al.,
2025; Khan et al., 2025).

In educational settings, particularly universities, change management is influenced by both organizational
structures and the behavioral characteristics of educational administrators. Previous studies have demonstrated
that organizational culture, managerial thinking styles, and employee engagement significantly affect readiness
for change (Esmaeili, 2020; Heydari, 2018; Hosseinpour et al., 2018). However, there remains a gap in
understanding the combined effects of structural and behavioral variables on change acceptance, especially in
the context of Iranian higher education institutions.

Therefore, the present study aims to examine the role of structural and behavioral variables in predicting the
acceptance of change among educational administrators at Iran University of Medical Sciences.

Methods and Materials

This study employed an applied research design with a descriptive-correlational approach. The statistical
population consisted of 600 employees of Iran University of Medical Sciences. Based on the Klein model for
determining sample size in relation to predictor variables, a sample of 250 individuals was initially selected to
account for possible attrition. After excluding incomplete questionnaires, a final sample of 234 participants
was obtained through convenience sampling.

Data were collected using two instruments: Robert Heller’s Change Acceptance Questionnaire and a
researcher-developed questionnaire measuring structural and behavioral variables. The change acceptance
questionnaire consisted of 32 items rated on a four-point Likert scale, categorizing respondents into levels of
resistance, awareness, and active change orientation. The structural and behavioral questionnaire included
multiple components such as complexity, formalization, centralization, specialization, hierarchy, authority,
professionalism, staff ratio, motivation, personality, awareness, values, expectations, and behavioral patterns.
The validity of the instruments was confirmed through content and construct validation procedures, including
expert review and exploratory factor analysis. Reliability was assessed using Cronbach’s alpha, with
coefficients reported at 0.89 for both instruments, indicating high internal consistency.

Data analysis was conducted using descriptive statistics (mean and standard deviation) and inferential
statistics, including Pearson correlation coefficients and multivariate regression analysis, to examine
relationships and predictive effects among variables.

Findings

Descriptive results indicated that among behavioral variables, values had the highest mean score, while
awareness and knowledge had the lowest. Among structural variables, formalization showed the highest mean,
whereas hierarchy had the lowest. The overall mean of change acceptance suggested a moderate to high level
of acceptance among participants.

Correlation analysis revealed significant relationships between all structural variables and change acceptance.
Specifically, centralization, authority, staff ratio, and specialization demonstrated strong positive correlations,
while complexity showed a negative relationship. These results indicate that different dimensions of
organizational structure play varying roles in influencing acceptance of change.

Similarly, significant positive correlations were found between behavioral variables and change acceptance.
Components such as the presence of new behavioral patterns, expectations and beliefs, personality, and
motivation showed strong associations with acceptance levels, suggesting that individual characteristics
significantly shape responses to organizational change.

Multivariate regression analysis confirmed that structural variables significantly predicted change acceptance,
with all components demonstrating statistical significance at the 0.01 level. Among these, authority,
centralization, and staff ratio emerged as the strongest predictors.
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In addition, regression analysis for behavioral variables indicated that all components significantly contributed
to predicting change acceptance. The presence of new behavioral patterns and motivation showed the highest
predictive power, followed by personality and awareness. These findings demonstrate that both structural and
behavioral variables have substantial explanatory power in understanding change acceptance.

Discussion and Conclusion

The findings of this study highlight the multidimensional nature of change acceptance and emphasize the
importance of both structural and behavioral factors in shaping organizational responses to change. Structural
variables provide the formal framework within which change occurs, influencing communication, decision-
making, and coordination processes. Behavioral variables, on the other hand, reflect the psychological
readiness and attitudes of individuals, determining how change is perceived and enacted.

The results suggest that organizations seeking to enhance change acceptance must adopt a holistic approach
that integrates structural reforms with behavioral interventions. Merely modifying organizational structures
without addressing employee attitudes and motivations is unlikely to yield successful outcomes. Similarly,
focusing solely on individual-level interventions without aligning organizational systems may limit the
effectiveness of change initiatives.

In the context of educational institutions, these findings are particularly relevant, as universities operate within
complex and often rigid structures while relying heavily on human capital. Enhancing change acceptance
among educational administrators requires both structural flexibility and the development of positive attitudes,
motivation, and awareness.

Overall, the study contributes to the literature by demonstrating the combined influence of structural and
behavioral variables on change acceptance and provides practical insights for designing effective change
management strategies. Organizations, especially in the higher education and healthcare sectors, can benefit
from these findings by implementing integrated approaches that address both organizational systems and
human factors to facilitate successful transformation.
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