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Abstract

This study aimed to examine the role of ambiguity tolerance and psychological
coherence in predicting employees’ attitudes toward change. This descriptive-
correlational study was conducted with a sample of 223 employees selected using
simple random sampling based on the Morgan and Krejcie table. Data were collected
using the Attitude Toward Change Scale (Donham & Schuler, 1994), the Ambiguity
Tolerance Scale (MclLain, 1993), and the Psychological Coherence Scale
(Antonovsky, 1987). Pearson correlation and multiple linear regression analyses
were performed using SPSS-27. The results showed a significant positive correlation
between ambiguity tolerance and attitude toward change (r = 0.42, p < 0.01).
Psychological coherence was also positively correlated with attitude toward change
(r = 0.38, p < 0.01). Multiple regression analysis revealed that these two variables
collectively explained 47% of the variance in attitude toward change (R? = 0.47, p <
0.001), with ambiguity tolerance being a stronger predictor than psychological
coherence. These findings suggest that ambiguity tolerance and psychological
coherence play a crucial role in employees' acceptance of organizational changes.
Organizations can enhance employees’ ambiguity tolerance and psychological
coherence through training programs and psychological support, fostering a more
positive attitude toward change.
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Extended Abstract
Introduction

In today’s complex and dynamic organizational environment, change is an inevitable phenomenon
that organizations must navigate to remain competitive. Employees’ attitudes toward change play a
critical role in determining the success or failure of change initiatives. A positive attitude toward
change fosters quicker adoption of new strategies, enhances organizational performance, and
increases job satisfaction. Conversely, a negative attitude toward change leads to resistance,
reduced efficiency, and heightened stress levels among employees (Salikhova et al., 2019). Various
factors contribute to shaping attitudes toward change, among which cognitive and psychological
characteristics hold significant importance. Ambiguity tolerance and psychological coherence are
two key variables that can influence employees’ willingness to embrace change (Jiang, 2023).
Ambiguity tolerance is a psychological trait that reflects an individual’s ability to cope with uncertain,
unpredictable, and complex situations (Iannello et al., 2017). Employees with high ambiguity
tolerance exhibit greater flexibility and adaptability in response to sudden organizational
transformations, focusing on problem-solving strategies rather than experiencing anxiety and
distress (O’Connor et al., 2024). In contrast, individuals with low ambiguity tolerance are more likely
to experience stress and resistance in ambiguous situations (Masian, 2022). Research indicates a
positive correlation between ambiguity tolerance and openness to change, as individuals with higher
ambiguity tolerance tend to embrace novel ideas and organizational shifts more readily (Farmer et
al., 2020). Previous studies have demonstrated that employees with greater ambiguity tolerance
perform better in dynamic environments and are less likely to resist change (Evtukh & Kharlamova,
2022; Wang & Li, 2024).

Similarly, psychological coherence is another essential variable influencing attitudes toward change.
Defined as the extent to which individuals perceive their environment as structured, predictable, and
meaningful, psychological coherence enhances an individual’s sense of control over external
circumstances (Klementyeva & Ivanova, 2021). Employees with high psychological coherence view
changes as opportunities for growth and learning, whereas those with lower psychological coherence
tend to experience higher levels of confusion and stress when confronted with change (Grishina et
al., 2022). Prior studies have highlighted that psychological coherence is positively associated with
cognitive flexibility, emotional regulation, and acceptance of organizational transformations (Lim et
al., 2020; Moulaei, 2017). Moreover, research suggests that psychological coherence mediates the
relationship between ambiguity tolerance and attitudes toward change, indicating that employees
with higher ambiguity tolerance also tend to exhibit greater psychological coherence, which, in turn,
fosters a more positive attitude toward change (Murshidi & Nuryana, 2024; Taylor et al., 2018).
Given the significance of ambiguity tolerance and psychological coherence in shaping attitudes
toward change, an examination of their relationship can provide valuable insights for organizations
seeking to enhance employees’ readiness for change. Previous research suggests that ambiguity
tolerance can be improved through problem-solving training, cognitive flexibility exercises, and
exposure to uncertain scenarios (Lietz, 2023; Penyavskaya, 2023). Similarly, psychological coherence
can be strengthened through increased social support, self-efficacy development, and fostering a
sense of meaning in work (Nwosu et al., 2023; Rezaei et al., 2019). Studies have further demonstrated
that employees raised in learning-oriented and creative environments exhibit greater openness to
change (Jowkar, 2017; Yu-peng et al., 2023).
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This study examines the relationship between ambiguity tolerance, psychological coherence, and
employees’ attitudes toward change, aiming to determine the predictive power of these variables in
shaping employees’ readiness to embrace organizational transformations.

Methods and Materials

This study adopted a descriptive-correlational design to investigate the relationship between
ambiguity tolerance, psychological coherence, and employees’ attitudes toward change. The
research population comprised employees from a specific organization, and based on the Morgan
and Krejcie table, a sample of 223 employees was randomly selected. The simple random sampling
method was employed to enhance the generalizability of the findings. Participation in the study was
voluntary, and respondents’ confidentiality was maintained.

The Attitude Toward Change Scale (Donham & Schuler, 1994) was used to measure employees’
attitudes toward organizational change. This questionnaire consists of 18 items categorized into
three subscales: acceptance of change, resistance to change, and readiness for change. Items were
rated on a five-point Likert scale, with higher scores indicating a more positive attitude toward
organizational change. The scale’s validity and reliability have been confirmed in previous studies,
with Cronbach’s alpha coefficients ranging from 0.78 to 0.89.

To assess ambiguity tolerance, the McLain (1993) Ambiguity Tolerance Scale (MSTAT-I) was
utilized. This 22-item questionnaire measures individuals’ ability to handle uncertain and ambiguous
situations using a five-point Likert scale. Higher scores indicate greater ambiguity tolerance. Prior
research has validated the scale’s construct validity, and its reliability coefficients range from 0.80 to
0.86.

Psychological coherence was measured using Antonovsky’s (1987) Sense of Coherence Scale
(SOC-29). This instrument consists of 29 items assessing three subdimensions: comprehensibility,
manageability, and meaningfulness. Responses were rated on a seven-point Likert scale, with higher
scores indicating greater psychological coherence. Previous studies have reported Cronbach’s
alpha values between 0.82 and 0.91, demonstrating the scale’s reliability and validity.

Data analysis was conducted using SPSS-27. Pearson correlation coefficients were calculated to
examine the relationships among the study variables, while multiple linear regression analysis was
performed to determine the predictive power of ambiguity tolerance and psychological coherence in
explaining attitudes toward change. The assumptions for correlation and regression analyses were
tested to ensure the validity of the statistical procedures.

Findings

The study included 223 participants, comprising 124 males (55.61%) and 99 females (44.39%), with
a mean age of 36.74 years (SD = 7.92). Regarding education levels, 16.59% held a diploma, 35.43%
had a bachelor’'s degree, 36.32% held a master’'s degree, and 11.66% possessed a doctoral degree.
In terms of work experience, 26.01% had less than five years of experience, 40.81% had five to ten
years, 20.63% had ten to fifteen years, and 12.55% had more than fifteen years of experience.
Descriptive statistics revealed that the mean ambiguity tolerance score was 3.50 (SD = 0.50), the
mean psychological coherence score was 4.00 (SD = 0.60), and the mean attitude toward change
score was 3.80 (SD = 0.55), suggesting that participants generally exhibited moderate to high levels
of ambiguity tolerance and psychological coherence.

Pearson correlation analysis indicated a significant positive relationship between ambiguity tolerance
and attitude toward change (r = 0.42, p < 0.01), as well as between psychological coherence and
attitude toward change (r = 0.38, p < 0.01). Multiple regression analysis showed that ambiguity
tolerance and psychological coherence collectively explained 47% of the variance in attitude toward
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change (R2=0.47, p <0.001). Ambiguity tolerance emerged as a stronger predictor of attitude toward
change compared to psychological coherence.

Discussion and Conclusion

The findings of this study highlight the significant role of ambiguity tolerance and psychological
coherence in shaping employees’ attitudes toward organizational change. Employees with higher
ambiguity tolerance demonstrated greater openness to change, aligning with previous research that
links ambiguity tolerance to cognitive flexibility and reduced resistance to new strategies. Similarly,
psychological coherence emerged as a crucial factor in fostering positive attitudes toward change,
as individuals with greater coherence were more likely to view change as an opportunity rather than
a threat.

The regression analysis further confirmed that ambiguity tolerance had a stronger predictive effect
on attitudes toward change compared to psychological coherence. This finding suggests that in
rapidly evolving work environments, employees’ ability to manage uncertainty plays a more decisive
role in change acceptance. These results underscore the need for organizations to implement
training programs that enhance ambiguity tolerance, cognitive flexibility, and resilience among
employees.
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