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ABSTRACT: In this study, the relationship between organizational change and the performance of
primary school principals has been discussed and investigated as the main purpose of the research.
The research method is descriptive and of correlational type. The statistical population of this study
included all teachers of elementary schools in District 4 of Education Organization of Karaj. The
statistical sample was selected using multi-stage cluster sampling, considering Morgan Table, and
assessed by organizational change questionnaire and principals' performance questionnaire. The
validity of the questionnaire was specified through face validity with the opinion of experts and
professors in this area, and its reliability was calculated using Cronbach's alpha. Using Cronbach's
alpha, the reliability of the tool was obtained equal to 0.92 for organizational change questionnaire and
0.83 for the principals' performance questionnaire. In order to analyze data, Kolmogorov-Smirnov
statistical test, regression analysis and correlation test were used and all stages of analysis were
performed by the help of SPSS software. The obtained results show that at the confidence level of
99%, organizational change affects principals’ performance. In addition, the results of this research
indicated that there is a significant relationship between the evolutionary and mutative factors of
organizational change and the performance of principals, and the two factors of organizational culture
and individual needs and values are the most predictive factors for the performance of principals of
state schools.
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INTRODUCTION
In today's world, change and the successful management way have become a major concern for managers
of organizations. There is good evidence available based on the occurrence of change everywhere. Its complexity
speed has increased, and finally, the future success of the organization depends on the success of change, the
most desirable managerial skill. Of course, the background to the change in organizations has not been so much
desirable. Nowadays, most of efforts to change in achieving their desirable commercial results fail. These
ambitious efforts impose high costs on the managers in terms of budget, time, individuals, customers, and
managers' acceptance.
Today's managers work in an ambiguous, dynamic and transformative environment. The dramatic and
persistent changes in the way of thinking, ideology, social values, methods of doing things in many other
phenomena of life is one of the most prominent features of the present era (French and Bell, 2014).
The plurality of changes faced by the organizations and individuals is so powerful that smites any kind of
resistance as and pulls it all together like a flood. In other words, the vastness and diversity of the force that
changes the structure of today's organizations is so much that it leaves no choice for them except to adapt to the
changes (Mo’meni, 2008).
In general, change happens in all phenomena of the world, and it is not limited to a specific range. The
attitude to organizational change in the management world is a system-based, process-based approach. The
world is always changing, and the continuation of life depends upon the same changes. Of course, nowadays,
changes are much faster than before, and we constantly face with extensive and continuous changes both in the
individual and in the organizational field. The long list of individual lost dreams and performance improvement
projects that stopped with the experience of failure makes it clear to all of us that the change is not suddenly
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possible and requires the prior and next arrangements that must be effectively managed. To do this is not possible
except by improving the performance of managers who made these changes in the organization (French and
Bell, 2014).
Even though the change is essentially creative and constructive, and usually leads to the growth and
development of various social fields, when the conscious change and intention arises in a particular context, it
often faces resistance due to its direct effect on the lives of people or their lack of awareness of its goals and
effects; these resistances generally reduce the rate of change. In this case, if organizational change is considered
useful and necessary for the existence and continuation of the life of organization, we must create a good
coordination between the forces and factors effective in this phenomenon by adopting specific measures. So that
in each area, the agents of the changes in individuals whose lives are affected by the change mutually agree
through proper understanding of its goals and becoming aware of the benefits of the change and facilitate the
beneficial changes in the organization through coordination and sincere cooperation. In today's organizations,
the speed of change is so much that no human being has ever predicted such changes even in the last century.
Global competition and growing global trade have created an intensively unsustainable environment for all
businesses (French and Bell, 2014).
Traditional leadership will not survive in the third millennium. Most changes have practically failed. Changing
strategies, structures and systems is not sufficient. The thought of managers creating these strategies and
structures should be changed. One of the issues faced by managers in organizations is to improve the
performance of managers and consequently increase the organization's productivity.
As a part of the executive and service structure of the country, the organizational managers have a special
position. In fact, the position and prosperity of each organization depend on their efforts and actions (Mo’meni,
2008).
Undoubtedly, in order to change the structure and strategies of the organization, the performance of
managers needs to be improved. Successful organizations are the ones using management tools and new
technologies to benefit from the created opportunities and to make changes that lead to positive and satisfactory
changes. In general, the change is originated from the nature and essence of all creatures, and change is
necessary for the survival of the organization.
The adoption of a strategy or change management style is the success prerequisite of any organization in
the management area; however, despite the development of change management knowledge, there are still
organizations and countries that do not apply the required precision in designing and planning the change and
choosing the appropriate strategy to deal with the effects and consequences of the changes. So that they
exacerbate the natural challenges caused by changes and bring them to a critical point. In order to make
constructive and effective changes in organizations, the planning should be designed and managed. Change
management has been also referred to as transfer management, i.e. the principled process of planning,
organizing, and changing from the stage of confounding the existing situation to the stage of realizing a fully
standby state of the future. The organization is not in the past, nor in the future when the change begins; this is
while, the work has to be continued. Transfer management ensures that the work continues when it is transferred;
thus, the preconditions should be started before the change is made. The members of management team have
to play the role of the transfer managers and coordinate the organization’s activities with the change factor. In
order to ensure the continuity of work and control during the transfer stage, it is possible to create a temporary
management structure or temporary job. Informing all who are somehow interested in this issue such as
employees, customers and supporters about the change, plays a major role in transfer management. The rapid
response to the changes is the condition for the survival of each organization that is not feasible except by the
improvement of the performance of the organization's staff. In this study, we investigate the relationship between
change management and improvement of the employees’ performance.
Change is inevitable and it must be designed and managed to make productive and effective changes in
organizations. Today’s world is increasingly in need for the kind of leadership that considers the creation of
organizations activating their potential, while addressing the solving of crises and the emergency conditions of
the workplace, at the same time. In such a condition, organizations have to know that in order to obtain future
authority, they need to prefer the "becoming" goals to the "staying" goals. In other words, in the current era,
transformation, reconstruction and modernization are from the important dimensions of organizational health;
thus, change management in organizations is one of the most difficult tasks of the pioneer managers (Doaei,
2005).
Given the significance of the discussion of changing and improving the performance of organizations, this
paper aims to examine the effect of change components on the performance of primary school principals.
Problem Statement:
The modern century has brought new waves of change with it. The environment surrounding the
organizations has become more dynamic than before and made organizations to look for responses to these
dynamics. To succeed and even survive in such an environment, it is essential for the organizations to move
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toward flexibility, dynamism and evolution, and to avoid stagnation. That is why the change management
discussion in organizations has become more important than before (Vaqefi, 2103).
The study of change and development is one of the most important issues in the social sciences (Van De
Ven and Poole, 1995; Rafferty et al., 2013). We live in a world that is always changing naturally, and the greatest
issue that any organization faces today is the issue of evolution and transformation. Accepting change in the
current changing world is one of the biggest survival and durability factors of the organization; and only those
organizations can maintain their existence that can coordinate themselves with the rate of these inevitable
changes (Gordon, Stewart, Swe and Luker, 2000; Worley, C. G. & Lawler, E. E., 2009; De Meuse, Marks and
Dai, 2010; Warmer Burke, 2011; Rafferty et al., 2013).
Consequently, the importance of positive change and evolution is not a secret to anyone, since it is a future
need. In today’s world, successful organizations are the ones that include change in their institutional framework.
It is not a secret that the foundation of any organization is based on meeting needs; and since the needs of
human beings are constantly changing or in a state of tendency to new needs, the necessity of evolution in
organizations is always observed indicating the sense of need for management of these developments more than
ever (Rafferty et al., 2013).
On the other hand, truly, the organizations are always changing. Moreover, although the change is essentially
creative and constructive, and usually leads to the growth and development of various social fields, when the
conscious change and intention arises in a particular context, it often faces resistance due to its direct effect on
the lives of people or their lack of awareness of its goals and effects; these resistances generally reduce the rate
of change. In this case, if organizational change is considered useful and necessary for the existence and
continuation of the life of organization, we must create a good coordination between the forces and factors
effective in this phenomenon by adopting specific measures. So that in each area, the agents of the changes in
individuals whose lives are affected by the change mutually agree through proper understanding of its goals and
becoming aware of the benefits of the change and facilitate the beneficial changes in the organization through
coordination and sincere cooperation. Therefore, the purpose of change is the same planned change based on
the data and analysis required by the organization. Two skills are needed in order to make the right change, first
is detection and the second is implementation. Detection includes a method for asking the right question, program
design, observation, data collection, as well as using the correct methods for data analysis (French and Bell,
2014; Armenaki, A. A., Harris, S. G. & Mossholder, K. W. 1993; Holt, Armenaki, A. A., Field, H. S., & Harris, S.
G., 2007; Warner Burke, 2011; Rafferty et al., 2013).
The uninterrupted improvement of the performance of managers creates a massive synergy force that can
support the growth and development plan and creation of organizational excellence opportunities. Governments,
organizations and institutions have progressive efforts on this issue. Continuous improvement will not be possible
without examination and becoming aware of the progress extent and the achievement of goals, and without
identifying the challenges before the organization in the performance and gaining of feedback, as well as
becoming aware of the implementation extent of policies and identifying those cases requiring serious
improvement (French and Bell, 2014; Holt et al., 2007; Burke, 2011; Rafferty et al., 2013).
Human performance in the organization is a reflection of his knowledge, skills and values. The manager’s
performance is his efficiency and effectiveness in specification of the appropriate purposes and their realization
(Alaqeh Band, 2010). As the first line commanders of the Education Front, principals of school have to be skilled
and aware of their roles and duties. Hence, assessing the performance of managers shaping the school
atmosphere is of great importance (Abbas Pour, 2011).
The extent of realization of the goals of organization is one of the fundamental criteria for assessing the
manager’s performance. What considered important in this regard is the commitment of manager to the mission
and existential philosophy of the organization. According to extensive studies on identifying factors affecting
performance as well as the reasons for weaknesses in managers’ performance, features such as structure,
mission and strategy, the work units’ atmosphere, organizational culture, occupational obligations, leadership,
etc. can be referred to (French and Bell, 2014; Burke and Litwin, 1992; Burke, 2011). According to many scholars,
effective leadership is the key to success. Leaders with the required effectiveness act properly in achieving the
goals of the organization (Lussier and Achua, 2010). Today, as the most important axis in the organization of
activities and tasks, structure has a lot of complexity (French and Bell, 2014). Organizational atmosphere has
always been an important variable in enhancing the performance of managers (Isaksen & Ekvall, 2007). As a
key to planning, mission and strategy help organizations achieve their long-term goals (Hackman & Johnson,
2009). According to psychologists, the individual's needs and values are his engines in achieving individual and
organizational goals. Any human behavior is under the influence of the interaction of the three elements of goal,
motivation and need. Motivation is the factor stimulating and directing a particular behavior (Pardee, 2010). All
that was said may influence the correct or incorrect performance of managers (Burke, 2011).
In this study, given the importance of organizational change, its components, and its effect on performance,
we have looked at organizational change from another angle and from the perspective of the performance of
school principals, and we are seeking to find out whether the performance of managers also changes by providing
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the conditions and requirements for change in the organization or not. Enhancing the performance of managers
in any organization, especially educational organizations, will greatly help the change and evolution and weaken
the resistance of people (which is rather cognitive).
Using the organizational models facilitates the regular recognition of organizations; the organizational model
indeed provides a framework for collecting and interpreting information on the organization; hence, it is useful
since it determines the factors influencing the allocation of the organization (French and Bell, 2014; Burke and
Litwin, 1992; Burke, 2011). In this paper, it has been tried to investigate the relationship between organizational
change and the primary school principals’ performance.
Research Methodology:
The current study is of correlational type. In research projects with several variables, except the recognition
of mean and standard deviations in independent and dependent variables, we often want to know the relationship
of a variable with another variable. This means that we need to know the nature, direction, and meaning of the
variable relationships. Correlation is obtained from the assessment of variations of a variable due to variations of
the other variable. As descriptive statistics, correlation coefficients are widely used to describe the relationship
between two variables. These coefficients are used for prediction, i.e., the estimation of a variable from the
information of the other variable, too; the variable predicted by which the prediction is made is referred to as the
"predictor variable" and the predicted variable is called the "criterion variable".
The present study is a descriptive and correlational study. The statistical population of this study included all
teachers of elementary schools in District 4 of Education Organization of Karaj, which is equal to 800 in the school
year 2015-16. Ten girls' and ten boys' schools were selected by simple random sampling in order to select the
sample size. Finally, nine teachers were selected from each school. The sample size equals to 180 people. In
order to collect information, the 55-itme organizational change questionnaire of Burk-Litwin was used (Mir Kamali
& Zahedi, 2008), and the performance measuring tool was Hieri & Goldsmit's performance questionnaire.
Regression analysis method and Pearson correlation coefficient were used in order to analyze the hypotheses.
1. Testing the Main Hypothesis
The main hypothesis of the research is as follows:
There is a relationship between the organizational change and the state school principals’ performance,
statistically defined as follows:
Table 1. Pearson correlation analysis for the main hypothesis
Lack
of
a
relationship

significant

Significance level

α

0/ 01

0/000

H0: p = 0

Correlation
coefficient
0/59

Presence
significant
relationship

of

a

H1:p  0

The
main
hypothesis

The first hypothesis
Principals’
performance

Organizational change

There is a significant relationship between the organizational change and the performance of state school
principals’ performance from the viewpoint of teachers, which is equal to 0.59 according to the correlation
coefficient. Regarding the obtained significance level (0.000), which is smaller than the significance level of (0.01),
it can be said at the confidence level of 99% that in teachers' view, with organizational change in schools, the
principals’ performance in the organization will improve.
2. Testing the First Hypothesis:
The first hypothesis of the research is as follows:
There is a relationship between evolutionary factors and the state school principals’ performance, statistically
defined as follows:
Table 2. Pearson correlation analysis for the first hypothesis
Lack
of
a
relationship

significant

Significance level

α

0/ 01

0/000

H0: p = 0

Correlation
coefficient
0/64

Presence
significant
relationship

of

a

H1:p  0

The
hypothesis

first

The first hypothesis
Principals’
performance

Evolutionary factors
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There is a significant relationship between the evolutionally factors of change and the state schools
principals’ performance from the viewpoint of teachers, which is equal to 0.59 according to the obtained
correlation coefficient. Regarding the obtained significance level (0.000), which is smaller than the significance
level of (0.01), it can be said at the confidence level of 99% that in teachers' view, with using evolutionary factors
of change in schools, the principals’ performance in the organization will improve.
3. Testing the Second Hypothesis:
The second hypothesis of the research is as follows:
There is a relationship between mutative factors of change and the state school principals’ performance,
statistically defined as follows:
Table 3. Pearson correlation analysis for the second hypothesis
Presence of a significant
relationship
significance level

α

0/ 01

0/000

H0: p = 0

H1:p  0

Lack of a significant
relationship

Correlation
coefficient
0/62

The second
hypothesis

The second hypothesis
Principals’
performance

Mutative factors

There is a significant relationship between the mutative factors of change and the state schools principals’
performance from the viewpoint of teachers, which is equal to 0.56. Regarding the obtained significance level
(0.000), which is smaller than the significance level of (0.01), it can be said at the confidence level of 99% that in
teachers' view, with using mutative factors of change in schools, the principals’ performance in the organization
will improve.
4. Testing the Third Hypothesis:
The third hypothesis of the research is as follows:
The evolutionary factors of change can predict the school principals’ performance.
Table 4. Model summary
Standard estimation error
0/44

R Square
0/42

R
0/64

Model
Principals’
performance

Table 5. ANOVA
Sig.

0/000

F

Mean square

df
4
249

Total sum of
squares
36/33
50/14

45/11

9/08
0/201

Model
Regression
Remaining

253

86/47

Total

Principals’
performance

Table 6. Multiple regression analysis for prediction of the principals’ performance based on the evolutionary factors of
organizational change
α

T

Beta

Components

0/785

0/27

0/04

External environment

0/137

1/49

0/26

0/003

3/03

0/64

0/010

2/58

0/41

Mission and Strategy
Organization’s culture
Leadership

As evolutionary factors of change in principals’ performance, multiple correlation coefficient of variables of
external environment, mission and strategy, organization culture and leadership is equal to 0.64 and the
determination coefficient equals to 0.42. That is, variables of the external environment, mission and strategy,
organizational culture, and leadership are able to predict 42% of the changes in the primary school principals’
performance variable. In addition, since the F value is significant at P> 0,000, we conclude that as the evolutionary
factors of change, the variables of the external environment, mission and strategy, organizational culture, and
leadership can predict the performance of primary school principals’ performance. Among all, the strongest
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predictor variable is the organizational culture variable, and the weakest predictor variable is the external
environment variable.
5. Testing the Fourth Hypothesis
The fourth hypothesis of the research is as follows:
The mutative factors of organizational change can predict the school principals’ performance.
Table 7. Model summary
Standard estimation error
0/49

R Square
0/40

R
0/62

Model
Principals’
performance

Table 8. ANOVA
Sig.

0/000

F

Mean square

df
4
249

Total sum of
squares
34/13
50/01

41/09

8/12
0/192

Model
Regression
Remaining

253

84/24

Total

Principals’
performance

Table 9. Multiple regression analysis for predicting the principals’ performance based on the mutative factors of the
organizational change
α

T

Beta

0/010

2/59

0/42

0/001

3/43

0/72

0/885

0/17

0/03

0/002

3/13

0/68

0/317

1/39

0/29

0/678

0/29

0/18

0/005

2/95

0/58

Components
Policy and procedures
Individual needs and values
Principal’s performance
Motivation
Structure
Occupational obligations
Work unit atmosphere

As mutative factors of change in principals’ performance, multiple correlation coefficient of variables of
policies and procedures, individual needs and values, work unit atmosphere, motivation, structure, occupational
obligations and managerial actions is equal to 0.62 and the determination coefficient equals to 0.40. That is,
variables of the external environment, mission and strategy, organizational culture, and leadership are able to
predict 40% of the changes in the primary school principals’ performance variable. In addition, since the F value
is significant at P> 0,000, we conclude that as the mutative factors of change, the variables of policies and
procedures, individual needs and values, work unit atmosphere, motivation, structure, occupational obligations
and managerial actions can predict the performance of primary school principals’ performance. Among all, the
strongest predictor variable is the individual needs and values variable, and the weakest predictor variable is the
managerial actions variable.
Discussion and Conclusion:
The results indicate that the components of change are in a significant relationship with the principals’
performance. Meanwhile, the components of organizational culture and individual needs and values respectively
have the most predictive power of the principals’ performance component. In a study performed by A’rabi et al.
in foreign airline companies working in Iran, it was indicated that there is a direct relationship between the factors
of structure and culture and the performance. In another study, Mir Kamali and Zahedi (2012) obtained similar
results to this one in order to determine the role of change components in performance. In a study with the
purpose of designing and validating the appropriate organizational change model based on intra-organizational
factors, (Zeynali Pour and Mir Kamali , 2008) stated that 19 affecting factors in three managerial, organizational
and individual levels, such as evolutionary leadership, culture and the atmosphere affect the success of the
change plan at comprehensive state universities. In addition, the results of this study showed that there is a direct
relationship between the evolutionary and mutative factors and the principals’ performance.
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The results of the study of (Zhang et al., 2010) indicated that organizational culture, structure and strategy
are in a significant relationship with the organizational effectiveness. By examining samples of 78 companies in
(Germany, Steyrer et al., 2008) found out that desirable leadership is in a significant relationship with
organizational commitment of subordinates; and the organizational commitment of subordinates is in a positive
relationship with the company's performance, which is consistent with the results of the present study.
In examining the identification of organizational change in construction restoration companies and using the
change model of (Burke and Litwin, Pofi , 2002) states that the external environment is at the first rank, i.e. it has
the greatest impact on the success of the organization in the implementation and the results of the change, while
systems are at the lowest rank. The results indicate that individuals are unaware of the strategy and there is a
gap between managers and employees. Employees do not feel that they are valuable to the organization saying
they are not rewarded properly and in proportion to their work. In a meta-analytic paper, by reviewing the studies
performed on organizational change with the (Burke and Litwin model, Burke and Litwin ,1992) state that change
occurs both in content and in the process, with special emphasis on the impact of evolutionary and mutative
factors. Evolutionary changes are in response to the external environment and they directly affect the mission
and strategy, leadership and culture of the organization; however, mutative factors influence the structure,
systems, managerial actions and atmosphere of the organization. In this study, mutative factors mostly predicted
the principals’ performance.
The results of this study indicated that there is a significant relationship between the components of
organizational change and the principals’ performance. Hence, in educational organizations, it is very important
to pay attention to the components like organizational atmosphere, structure, occupational obligations and
systems (policies and procedures) in order to change and evolve as well as enhancing the principals’
performance. Considering the principals’ performance has been in this regard that increasing it leads to fewer
resistance of people to changes, and less resistance to change will result in a better change in the organization,
and any changes in the organization first deals with the cognitive functions of individuals such as the planning,
attention, processing, and so on.
As one of the components of organizational change, organizational atmosphere is the employees’ perception
of the environment in which they work. Organizational atmosphere is the consequence of the interaction of a
group of people with a common mental framework. Any organization that is able to improve its organizational
atmosphere can increase performance that ultimately improves performance in the organization. Organizational
atmosphere is directly or indirectly perceived by those working in the organization, and it has its share in
increasing their performance and affects their motivation and behavior. Therefore, it will have a considerable
effect on the change and evolution of the organization. Thus, managers, especially in the sensitive and different
educational environment, must create a favorable and appropriate atmosphere in the organization.
Organizational structure is the result of the combined organization and design processes, and includes a set of
relationships, rules, and regulations that are formally adopted, even if they have been informally formed, and they
form the individuals’ activities for achieving the common organizational goals. Therefore, it is important to
consider it for changing and improving the managers’ performance. In the field of system, policies and rewards
must be managed and planned in such a way that the change conditions and context help increase the principals’
performance; it is the basis for the less resistance to change. As one of the most effective performance predictors,
strengthening occupational obligations with paying attention to training to acquire the knowledge and skills
required for a job, a suitable promotion system is applied based on occupational and individual competencies.
At the end, paying attention to the external environment through recognizing the organizational culture and
considering the external factors such as technological changes, informing the staff with the mission and strategy
of the organization, attempting to establish a strong interaction between leadership and employees, considering
the organizational values and beliefs in the form of organizational culture can influence the managers’
performance.
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