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Abstract

The objective of this study was to develop a localized model for managing change within the
structure of the Iranian education system. This qualitative study used the grounded theory
approach. Data were collected through semi-structured interviews with senior educational
managers. Purposive and snowball sampling continued until theoretical saturation was
reached. Credibility and reliability were ensured through participant checking, expert review,
and precise transcription of interviews. Data analysis proceeded through open, axial, and
selective coding to construct the final model. Analysis resulted in 177 open codes, 49 axial
codes, and 17 selective codes. Six major components emerged: causal conditions (change
facilitators, stakeholder participation, goal-setting, assessment of the current state), central
phenomenon (professional development and organizational culture aligned with change),
contextual conditions (strong leadership, organizational collaboration, readiness for change),
intervening conditions (appropriate change strategies and related regulations), strategies
(awareness-building, comprehensive change roadmap, skill
enhancement), and outcomes (improved educational quality, enhanced organizational
flexibility, increased stakeholder satisfaction). The study concludes that effective change
management in the education system requires an integrated framework that aligns
organizational conditions, strategies, and outcomes. The proposed model offers practical
guidance for policymakers and educational leaders aiming to enhance adaptability,
instructional quality, and stakeholder satisfaction.

Keywords: Change management; Education system; Grounded theory; Organizational
development; Professional development

effective communication,

Submit Date: 27 August 2025
Revise Date: 22 November 2025
Accept Date: 28 November 2025
Initial Publish: 29 November 2025
Final Publish: 22 June 2026

© 2026 the authors. This is an open
access article under the terms of the
Creative Commons Attribution-
NonCommercial 4.0 International

(CC BY-NC 4.0) License.



http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0

Sl Jg% 3 53p drugi

PR PP

53 OEL S0l glasls 5 w5k Vo olamnl sla ol 51 (20 Fos 0 aSh colonitl (G 6 asg el o355l slaplls 3 s
35 Sl Bame o s jsba elenr) slaslg o s 28 51 S Ol isn s Ghisel ol ol Al e
Cih o 45 A o 0L e Slusl das e s 511 35 by slas SIS (Sl ait b 85k 53 SISt Sy 3 5 3l 3
S Jiisal a3 53 o5sa ced Som b 5 (bl Slad s sl 5 end Sy e 53 OT Ul 4 anls 5ol glis 53 ol
sl slapllss 5 oolts (Weissberg et al,, 2023) 5,15 bk o AL (olonrl Coenl a3 5l oa 5 Sl 655 5 5l on
=233k Sty 5 5 prs Slae gt el ol b s 1T 5 (6 S50 p ks (i o sy sLa3L & o S el 61
3315 o0 OF a4 pedits S 41 i Sy e &S el tien (6 S50

b das e 5 (Som b il bl ST 51 s o35 snl Sl o 53 jo0id @ oo Caaglie gy 45 Ailos S ST a3y 51 (b
Lol w8 lis O &5 Wlaxlse JSlexs b lél Oledrs (Lomba-Portela et al., 2022) ol 0l s 5 Oladas (glas > <o 52
o 5l 5 adaie Sl dledis G ol g slowl (gl i gel SNl 48 355 o Comge ol e 5358 0 b
Ll seb (585l aale 3 is ol 035 3505 S5 el bl (slo3l slaslid Wl 13 jae s S Sl 353
S S ot (Se xSk S e 4 SR eIl e LB S i 5 (o ae (sh ane S (S35
(Waghid, 2023) 1S .« o sis 1) i o e

Opeer 2o tass (Jlo a5sal anel 55 55d o0 gime Jlasle o ol Glasome 5 (SO il o e (ler w3
LS o Ol ia sy cnl laasil sdilesls LI (55 50l ol is Syl )3 1) SIS lad i Jae (el plis 53 (5 5 515 anllas
Dao Thi & Trinh ) el Lasl Gle (3lecd B 5 S nie slllaio e o W5, G5l G X3l i Aol 3 Cuibge oS
2l i 55 sl (6 a4 S e AT o s el 0l 1S 55 sl Slalls s s ees alia (Thi Thu, 2022
sdomn Lo il e 5l g B a3l axils S a3 cp 310 es SeS 5 Olaiied oS lie liaslanl Slesle gla bl sl
3 ol gt 350 g0 2 hn o sas S5 sal w53 45 plaelSs b3 sy cnl (Vettord, 2021) Wi oS sy 05 350
el 6818 5 5SSl el Glasle Kan b sl 5 S xie sla 3l B pd pskies (Bsa iS5 Sy e

WS lie g e 5 ine (6 S 3L (sl SIS das o OLES OB S5l Jlad S JLis 5 kS S ke Olos gy 0352 3 doudr Slalllas
L sl o3 Ay (255 e (Edwards & Attia, 2023) L,ls a5l sl 5 pad 6555 (55l Cuss 53 e SHE
o b & il s i ool ply S e A Sl 3 STy s akedd s by ais K 1 OF ety clils o slsl Al 3 G B
sl aly (6 S5k Jamn 5 5 gl SIS ohae Ol alauly el 4 oSk el b S

35S alas 5l el 039 g0 sdate 1 e J<..aje obrle gla - b sl glaaas b 55, s ui)'yT rUa_»):.» Ol s
ol el s (‘l>.=--3‘ 390 9 sl o Glo s (gl | e 51 Ay 55 ad Oladae Jejﬁ,l 03 s e bl Jf:fﬂ)ﬁ LGL;J
53 5L (A Gy s il s s 5l Gl Olnl (sl 53 e o e o Wleals 0L 55 s gla e

s Sas s 5 slda>d &Gﬁtﬂéjqﬁﬁ.\.‘aé»>& Olis KLl a3 i gus Olpeas Gl Oladae (giludadl s 5 da 28



Personal Development and Organizational Transformation

e oBipl CokS ol 4 Glasle SOl (R85 slas - gl lee G Gab S Nl e 5 30ls s 5 Shigel OLSLS
Obe abaly 53 15 O il (25 5 LS, &ly5T 5 sy Coml (65 4l soon 35 (555058 asy L asl ol (Tlka, 2022) 5,
(Kuhgivi, 2022) 1S o 0ol Slole 6515 5 oid Co e

o b S a0 (93l Jool G Olsie s Ui 5 ks oS Sl 3 Gasitie 55 01l (B 5 Shisel o5 aes VL sl s 5
sl 53w 3148 sias o 0Lz 595 andllas 3 OLen 5 Wb s 3am s ol 2l Cumdly 5 ol Ol (g5lslus ahuols Ll ool
et e (sl 65535 laslil s adde dails wealie pl (63le Shbes Ll el o o )Lal Cgllan is Cilies sl &) e
a5 S B s Ol el O Slesenad 1 Lds oS ol ol bl o9 51 S (Papi et al., 2022) ¢l
238 o 90 5 Sl uglis Comse ol e 5 550 0 31 Slole glacd b

wle GI1s el ol 03 S 505 assel el delae slaslid 55 (555l e s Glesle 5 (Sa b sl o esdle
5 S e Sl Gates 6,55l bl oS Cilawie gLkl o il 03 slaoleslor Al uslie oS S e AT 5150
Sty &S AS o Ol OLen 5 4l diuly cen 3 (Howard et al., 2019) 1S Jas 013561 2505 5 Oladas Jlad &5 Lk
Khalifeh et al., ) el Olades glad > Jalas 5 (Kon b o oo e oS 5 U185 o3l i b agarlse 5o 25 dl 5550l
A dal g b aomt g abade 035 G i gl VG S sl | slazel 5 S 5Lie il ST 55 el s (5, (2019
Sloal il ol s Conslie o e o g 5 (6 S Slasle Soa 5w (05 Ol 0 Slesle ok g s b se K03 (5
Sy 5 25 e S s Ol (OE5LL )ls page plo aSL it Cins Gl QBT i @ Cod Caaslie &S s e OLES (g
Sl s Codse 5 J5e Jolse Suadb 5 S50 a8 Wlesls 0L 88 o s 555 Asplles 555 5o il 5 )l sl
Sedle Ll i o e sadde (ol ol (Errida & Lotfl, 2021) &5 sl b 35 lacab b 6l 5 n) KI5 0
LS s o |y i L0l 5 Kb glae s, ol

LS o Ol 295 ass 5> sl s Grsd A3 AST i dlh Chonndl b o 3 Jlimes U Samal 30 S Slallls
Sty oS 5 e bl 53 58 e Cuaslie S 5 LSS CS L 2alS (0803 e 4 e ok Sy e O Jims J g &S
53 50 obsle S (Davis & Brown, 2024) das e il 1 &l ass ool Cudd se Jlai=l (383 (535000 5 5 S50 LU S L
5,80ks Ll o 05 ol jen OLS,IS (6,85 LS bl (Jlizes Jgod 5 udd S e o5 3 Ol elinl 8 sbobojle w)
Qb BB Sl 55 01l s 5 sl el 8l mls o (Komariyah, 2024) aas )l e s J6 5sbe | Sl
ol et a5 b n5 Sy e a3l 55l & gl 0530555 (SKaals |3 o

DL O 5 [olS ool 4 S 513 ST 5 50 oSl Ll e jor GBI 5 Bk 53 i ke 25 35 Sl e Jata |
‘@Jﬁly\%y,m&sﬁﬁw@ul&)ﬁw):}m@v.a)l;sﬁm\j:&uulscﬁﬁm,quﬁﬁ.ws.um@
ol ol S By Sy e oS das e 0L Ll ol (Kossyva et al., 2024) £55 0LS,8 oSl 5 5,850



Sl Jg% 3 53p drugi

Sl ol 0351 G 3 35 e Saslg 5 asls ot ¢ o mlaw 53 etd ladie (sl o8 Wlesls 0l Sos Mall oy Sliios
MACHHKOBA €t ) Wlos S 5 a5 s anw s slas paly Gam Gl gdS Sl STy Slosla oss 0L Kas 5 15Kl sl
ol 5 el e s s slaobsle Kos alie (s 5 Esel oS 5l el e nl 1 mls o0l (@l 2023
Al Kaalen anslr (glanw s glalilo bl 0 53 i 5 1S oo clad 03 28

S s Hles S AST a5 gl S id S ge 53 ible 5 olonrl lasles oal s ta s 51 (ol (5 plaw 3 (oan
5 Oladrs Ol (8en Cusli 5 (Conslie A ks 30 Sledine Ll e dble— slaxl e lge [osel &5 ol Mizes
s G Sk e ol G g dsel i oS das e 0L 3,0, ol (Weissberg et al., 2023) 5,5 0l 5l 2l
el able— sl

e o e oln 55 Jann 3 0L 5 Ot ol sl Sl g 5 BB slaanl 5o Sl s 5 kS Sy pde Lol s
bbbl s kil Plas Lo sae 5 (S5l ctlanis Ll J o bl 5 53 e (6, &8 A0S o Ol by Cadls pllad o
Lol bl slacals s 5 Jiosel & ol oyl w4 55 .(Khan et al,, 2025) 1)l 5L ey (6550 & odmy
Sladis a3l ol 53 s Cupe c s oed 4 5 Ll slomrt lame ilicas Thas 5 Ll s 208 53 8 i)l codla ol
Ll 5 ol

(o3I e slas S Al Sler i L agrl g 53 Laolesle &S Wlesls 0L sl T andllas wile oo 2as35 S5 (S g
sl ool (Aprianto et al., 2025) 1S Jos S5 Sl S LU gladese 53 Lilyn B sl azsls 335 S jaeb 5 5 00l Jels
05 3 Ol b Ll sl s galaml  Koa b glaylis 5 xe o el cnl 3 eals Ol 53 Cenl 01! Sl el gl

5 sl Ales S Wbl pege il udd Sy e 5> Cabse 5 e Sla S s w4 03 s M btk (Ll s
Cabse 53 S50 S Olpde (Bl Solge 5 cdindida (g5 0b o U155 (ke O ala Sy o5 LS e 0Ly OLSes
Jolse Ol Sinlen o5 sl 03 5 aST 115 gl sla iy 51 S L3 56 ol ,e) (Yazdkhasti, 2016) 505 &5 560 &l i
! (A'Rabi et al., 2010) coulapljle Csllas 5 Shas 4 olaws w03 Sl aal glas Sy 5 Slsle Kb ltle o
Al Ol Eos s Esel 52 ek e sadite (b (5l e ol A5 e L S

d lites 5 0lnl s 5 el pls Sl sl 53 08l S S S ke & ol ) (B Sl oo 4 a5 L
3l s el pre s e el e STl D plls cnl Lo sl Slae 5 g pluoilan! (caiS
5 ol el bl 53 ks e Sl s s ol Jde SRt ol G ol il Al s e odoms sla 2l
el Ol s

s 5,

Co e a2y Olawasae 5 Ok Comlo o83 3l (b 5 Gaes o5 skie 4 O b 5 el S Slide 0 e 4o ek ool
el ol Copte S Gl Sl s eolbe eleml gl Cond Giosas SRl olis e s Sle Ol 5 sl

S sl OF 53 a5 ol andllas Ol (sls anly lue s hai &G sl esls 4 ks ol sl oslanal sl esl 4 ks sl 5 Tl



Personal Development and Organizational Transformation

b Condls pl b i Sl 1 nlin 4 o3 B Al o anrl o osade (la Condly o5 4 ol Candly 5550 53 OMS sla 4 o e
Sl oLl S L gma o553 esle slazml ol e Jie 1 Leld s cnl ool 3 ol e 55 L5
52 el 5 Al e e (68 Wl s s Wl e el Ll s atls a5 Ll e olie 6l s
5wl bl des alias 5 Ladds (5,5 Gged Jhoy Sl ealinad b 5o 5 Rk wnde 5 B Sle w5 b hasn ol i
S Ol e 5 23 sal o e any Olaasite calam gt alaie e O ke 51810 L cla s adlge oo, Al 5 oSS g
alas s B3l Sy e ) Al b8 Bl 5 1S5 eass Sode gl oS oLisle S Ol 25 5 SE3 sl IS 61!
S gl ol 4y a5 b s mlias Lo Sl ot ol und sla asls Culg 5o o plal 0,5 SV b sl kil aog
o osls o 5 apms has Sl edd plnil gle alias 51 st gla osls o 5w gl 28 S 18 A0l e Siasy
GSIEUS s S plml sl amliae Lo s a-lias ol Jolo s ol 30 eslina (o SUS iyl 3 5 &S (glymme J) 4S
Gl pasli w5 b olte elarl ol o e S GR s p03 Sio 53 Al e oLl IISUS 5 (5 sme 1SS L
@,hﬁc@ﬁ.uydg)w\ﬁjyiqﬁhm)gwbjWsamm)\jf\}‘ﬂ&J}‘u';;u.)“u&uu
el 03 il 5 OV e ol san Ea g sl esls

aldS Ol i 5 isel el Sltla 3 dd Sy e slaadl 3o )

SIS 55 5 hsel ol Sl 53 is Sy e 3o o al 3 Y

Sl plus S 3 Sl el Sl 53 ks S e Sl aiey Slosle ol pe =T
?Musu;,mﬁu:jﬂcu,uu);ﬂggmmﬁwm Sl Lalye ¥

SAaldS i 5 Srisel el Sltla 3 id Sy e » S3e Lol slas al, -0

I uzuﬁjﬂyirm;,uu);m;;gﬁﬁh,lpl sl ¢

L oaglie 55 Us dsie . 8 13 Julows 550 bl (S1ISUS 5 (o smme (OIS IS Gl (IS al o ae 55 0l (5505 8 (gls el
38 ks s ealy b alias 2o (gls Wsie 5 aalin Gl (OIISUS i o 55 iz (558 il w3 LS 035 5 o8 el
SIS OB sl o 5 b alias (lsme 4 35 (AU Gla Ssle 5 SLS fold alin s S Gl 0T 1 (651,85 s
Rl 02 @Bl 55 s S S (ogme dS 5 pl ol 5L slaS l lae dsie (gome (SUS Al e s sl e S |
Olgie ) Sl s I 53 oS Gl 3 S 50 53 1, 0T 5 S o il | 5L (6,1ISUS b e i G ool o3l 15 4 s el o
5Ll 8us wul 3 s oS ol esls e pl 5 Sole w0 sl e ks e ol il la U)’iﬁjilbd“?‘”j“)"h:d")\); (85 o ey
Ol Ole dal sy 5 SV sa jshate ol sl 58 Gl oy 5l 5 JolS 5 5 335 (s SO B Wiphn 505138 o)l (s gy o 4
Sl Ll s gl we Tl dasaly (e Tl 55 e oy Sls ez B 3 5 1 gome (18U (00 Sl eslina L

LA g aib badely



Sl Jg% 3 53p drugi

GMIEUS e 3 5550 (sla s nle b Jails 51 s SO ool els 3l Sl e cpl 3 el sl (IS8« SLL 4 e
358 o S8 ek ol Gl 5wl el L ol s o5 8 s Jails sbml bl ol 53 5550 e 55 US4 1y (5 s
Sl Ll Lol b Lol sl e as IS5 Al b as a0l s sls o

G S &S Aited s Wit Je bl 3 05 e esls Loy O w0l dsis pli 4SSl ey Jl 53 Al S e 86 gmme 0o
S alsle Ll 3 S e 3 laspaly 8 ol ol Lail bl aey daul i IS e T OT 1 5 es pde (5) g ey
ol gl G5S ea b e 58 dlas il s3lo e Ao 5 3 b oo 1 LaOT 5 5008 o 30 Lo aly s 4 sl agos Lyl 3
el b 1S a5 e Sl ol ey 5 s e Jlesl (e sy )31 81 oS

sl

5 el 03 e Copde sl 8 b G b oS el S 08 L U s alias e 1SS Jols (hass slaesls
Cdggy Ll el o (351 2l 58 51 Jol ladely 5 (63l sl e (gl i (s (e sl o b Sl S
45\vvg\,\x;6,11?5@\;@\&».,L;w)ﬁrmwb@,J;;L;udy;”@wéudp‘uksdudj;ﬁyﬁpélﬁuww
sbuh) Jo Jal o Lol dgie (i 53 5 3 S slias] bl S WY 50 ol Gudls 5l 5 (g mee S ¥4 ;mugiwbc\;m)p
tr ) S smen she ((Jmd Cus gz pe Jdod s ool 5 Slal ad Ol (65 5 Lasl e pes SSLe i SlaediS Jigd
slasl §5en 5 Jales Olesle 55 65 ()il on) Bl Gt b colize Glajle S 5ol o2 5218 5 Ok glid >~
(ks b cmlite 0l sl Gakd comlis glaspaaly st) S dtlie ol (Sl @l Slsle Ssbl bl
ladely 5 QLSO o b slacjlgs 5 Bl GBS il Gl ol oy @28 G sl e DL 5 Lo AEDs ol
LS (g s (Olaiud gdranlsy b5l e Slosla 6 pdo Gollanil (a5l c 55 0] CukS 350g) Jios 5 LEsel 43 e Co e

(sl o 03l OLES Al o Sl 5o Wnesls L& 5 (o508 iyl 3 5 IS 5 el o 151 aalsl 53 VU 1 e zb

psley 4l e ) SRp
leaj...u dJ.::-—J..a 'f-” AJJ--__,_n
ssan < < K3 e
£ el g, 1080 S s 510808 ELLE
S e
a5 Y a5 £4 A

S s endlalily

._‘.““._H-“"-‘ ks

b osls Jols 5 g, 0808wl 1) K&
ol b X gs e O geiny OF (a0 bam ST 5 am [5S OL o 45 el (glamdls b BT sl (g yme S 5 ool las 3550 0ol
ol (G5 ome Al pihe TS o IV (g3 4z @ aosls S ol ol pan ol Jlste nl b (sme oy iy sy OT 40 b 5 J 28 ol
Comolr Glp S Sl (Lesgie i L p) Slse Olan dsde ol el 3 815 e 5 il &S ool Glodiy b (e 0,0
Al Ol s ea g 215l IS 508 4 L 355 o Ol (5 somn s Ol & oS (Gl s 358 0 43 S a5 3 edel 325 0 - b L

‘udaqm:ﬁ:l{of&.;w‘):;h;fL;..,o\%g.x;{a:..uglsal:ﬁ\}jlw\;»)lfpd}fw\.;l:h{)QT@bJﬁAQY}iA



Personal Development and Organizational Transformation

33 el C\J;Jw:\ m&u‘,ud}i‘\ Jader 3 gl (g i WJJ)CW\QJLQS&LALSJQ@:M}J@}) ol oleel J\ﬁ\:
] cJ\iJJf &)‘ﬁf&‘é)‘v\fﬁ‘d}f

L;:lz.‘b‘ 6,!.)5.1.5); ol C‘,?v.:«‘ mA&AJ\AU}ILA A d}.\>

45l glaas ) Jole g9 A3,

GZ}VT slecs ) olxl JUUEL P YN CEL g W N E W Se bl \

G sl ol Y

Joxd lie 4o Canglie o pae Y

Slolgring g Ok ol (ladid g Lasl ogee &5 jLive ¥

5 oz b 5 baoay <l 5

G S sy &S Lo 4

SRigel Wg) dxegs lecuglsl 5 Slaal s \

Oleles (saiailys sl ) A

LS"“’)?A‘ ASLQ’LS)SLLA )| oolaul dxwgs q
Ghysn 9 oieel wlele Slojle Sl () e )
S92 g0 (ilh 5 lunlw (om) W

Oleitsd b Ly anss Y

S S e sladae g los,s5 b Qlisl  ol5 g plpae sl dang & 9 Usie IS
o390 Cupde Ghjgel <l \F

= S lee (siluanlys Vo

Olaiigd 5 GLS L dgugd g 50 Slblil )18, b calie Slojles S b ol \#
S g 5 9le 4 g preey; VY

el 9,509, 51 Ol 619595 2 olesle 3 598 ) Slae; Lalyd YA
ol K23 5 b o3, i o5 1

518 St 62l g (6505 el D p08 v
Gyl Ol yii 0550 40 GIL.J)&‘)UA g olbls )l o codles  losle slacl o) Sen g Joles Yy
Sl STz Yy

Syt 5l 0,555k 5 25 w

i ol ats i sl sl (Sobed Yf

ale (55luasallys Yo

oVl glaolgs b yige lbls)| vs

e o ol e® e (loo ppl ) 905 Sal3le Lol vy

s 4y 3l @1 5 305 YA

e (gl 0550 drsgs v

e Sl b el lsE pgas Dt b cenliiie (5198 (a9 v
&) hlanio (yilsd (sl (55 el A

e S ppis 039> 50 oY bl i)l e wlbls | 5 i alST oo ., Y
bl glacas b sl Y

S dLaa..\.;_:—l)é 3590 50 (oSS Sloeis g &l v¥
oY ) Gan 5 Blanl i gl ale o, 4td Sy ol Yo

Sl 2b3)) 5 ot vy

S Capde gy Al 0 GHID drwgd wae o lee 5 Sl ol YA
S S oo g Al J> slocsloe dnusgs RESLEE ¥4
aass g g8 b e axwg ¥

Olales &l armgs Gsal kS st lousoley ‘°‘

90l by S5 £y

5, Slos (Gt 9 g e Sguge v
gl le o ek Slojls gy Cillanil il ¥

Sz 6,8 Glapss ol fo

Sl 5 698 LB darwgs \ts

Olygal ls (saiaisls, Olednd gaenls, il fv

Olelre gareisld, fA

onally sasenls, £




Sl S5 9 55$ dxwgi

s lasl ases CS L und aediS s sl Jals Lo Ll 5l ol el OLES ol s 5l e sete ST IS s
sl 5 2l 3 5 0l pde (glb > anw s ol (6 g2 e AL oo Jad Cussm e o 5l o ol 5 Blaal s (Oladi- (63
sl ;ﬂ-‘T 5 0bsle slasl ()l 5 Jolad Olslo 3 (658 (5 may Joli Gl Lol ol oss b cnlin Slesl Soa b
-@@T&Uu:ﬂ\).mpwg\ﬂ:ﬁme&\ﬁw%\:)ﬁbwdemrﬁ\)djxJ»Lijfd;'-\.u.mp&oljxﬁd\ﬂ
oS 5y a5 s by 5 SO 3 i Slaslee 5 I3 G| 5 il Sl el ol 2 Sy sl e S5 2

el Oy ezl il s Slole s d Gllamil il 55 sel

sl azay bl X
e T e T

* !

s P =
P —
-_,....a.»'u Dm.ht__].aur-

Ohajlm
45 l_;:l-ﬁjl-u JsaLa_l—
e
iyt oy
HENE Y f 5 e A g \ e adn® g sloeld
lea gl .
Pl S 2 ch W . ) =
= S 3 iy pald 1= Bl s’ -
o i il )i gl 218 5 Ol ahasl s oSl
- = Ly
P I = N
ris 3 g ptlne P
- e Kb aleel - i ad gl Bt s —
lianbla, a5 e S oy el et
e S 3 il byl -
- bl gl L
Oladgd 2% dgda glaclgs
oLl EY] — UU.I-J—
2 s Jlse

glms il e 0l

J__jl_,j CJ"JJJ—

S i by lite

Foodn 9 sl Sl 53 i S pde bl o R S



Personal Development and Organizational Transformation

S St 5 Lom

B 53 8 ol S 5 ey (Sl same Ol 35 5 isel el St 3 dd o e a5 sls 0L gy ol slaanly
2l ol ol o LB baaly 5 Lol Salstie Ll oo cglaes bl g e (Jo Ll ol ela Lol i 2
Sy G (a3 Job LB a8 pnesis i il o e 5 el 05 O 5 5 Olaasis (A Ol e b 4 bas ol
Ol el g ge Cans s Jos 5 ey gl 5 Gl ead OLB(65 e ses S5 Hlie il laediS foged sl dex Sl e Ll 2
Fise I0 (33 $ME G 5 b S 5lie i) slrl 05k S 3,1 AST o8 ol i3 o e Sl Sl b pees 6554
A4St woees (Lomba-Portela et al., 2022) 5, 0 baasl » iso il el 5 Slole Cuglin 1580 Cor go S0y 358 e
G Ot Sss o (Bigel S Gl tass 534S 313 alas ooy b pdiies BLS) (a5 onl slaasly s Olakid oSl
el oo Mol gl S 5 Sanlaal w0 i gl Il 31 bao s S ol Gl |5 eS| o ST Ol sal L2305 5 Ol pte Oledns
.(Weissberg et al., 2023)

S e ol O w8555 cl i b cnlite Slojls Sin 3 sl 5 ol 2| OUS IS 5 Ol e (5148 0 ames 5 Jal S (55 e 4 ke
DL 5 0l ke slacslgn 5 a2 S5 (s mns 655 03 ek O3 s 3 Soisel 55 ks 4S 313 OLES Laanil 558 o o guins oS
S 3 L et e B ) R (Jls Olpsa il genn ol 5 IS Gl lass il b Ll el (S 8
s S slin b B dy Ol oS s Jale Ol ke (gl > 5 (Kod b Sl 4 das oo OLES 503 8 ol 33581 OLS IS 5 Shas
3 Gees SSLEe Ol Gl axn g 8 lsdeian s $ s pasie 55 Mallow Slles s ((lka, 2022) col ok
Aas o 0L Jlo (a5 gal o)ls 355 2as 53 S5 (wmes (Howard et al., 2019) el s 7 s 3505 AST jes (S5
G4 = a5 Olis L5 ol o (Vettori, 2021) a8 (3lesb uns sliwl, 5o 1) Slosle Kb Llgn b o 310 (g, &S
Ll ol sy sl o S S )k Sy s

oo slaast b @Lﬁ e s gl s Slesle L;;LAT) Olosle slael (6 )Kan 5 ol (558 (5, Jold 50 slae Ll o
305 Slmen ol LS 5 Sle sl Olpde Ol (Sabes tils isel 3 uds (b, Llesls Ol oS OLKes 5 atds
Sl e S mpde b Sy b 4 &S O 5 aulptan Jiash b dsie opl ooes (Khalifeh et al., 2019)
s Sl cmlin (5148 (gla S35 L Ol ke 45 Wilesls OLES 5 a3 5 o S ke b ga o (Salen 5 ok (5 S e
sl i 555 8 oS ol AST S pl n s Sl olusl s (Yazdkhasti, 2016) conl peen cdias o Sl Olesla s 1
(Errida & Lotfi, 2021) Ll dal 4= PG Olosle (sl Ol SSaler 5 (558 (5, Dok

Sk b bz 053 3 5 ek (g combis glas il sl Jold Salstlie Ll s aS sls Ol Cpimman Eash slaasl
5ol S b e cpl ol el 5 S50 (sltle Coles M3l b 5sel Sl oS S e Aol sl ) ool
53l Pl dor AL (513 s g 5 (2ens VL sl ) (385 a5 0 e Csllae S5)3 iS Wlesls 0L o Ol

Loagxlse 53 585 gl 5 Sl glaspaly cueal a8 b T axdlas b ooen (Papi et al., 2022) Sl o ol



Sl Jg% 3 53p drugi

SAS| s Sles Ol ks (65l g5l Ok (i~ s (Aprianto et al., 2025) 5,15 Slses o)l AST Sl e ol s
Ly ol o shlas @Lﬁdu._gev\,i

Slaasl 51 OUS,HIS S5l 5 e lgn I 5 mabr ol 42 sll 350 DL 5 s AT wy ol 4l g aw oo sl i 3
S5l 5 2odlid i DL Gk Sl Ceslie o e S e 8 Osln s sl SR b mls cal s JRass S
S 5l Olis &S elyle S s b cpien (Davis & Brown, 2024) col 5550 Sls LS o ST o> Sl i 3 OLS,S
5 (Komariyah, 2024) ¢l sues ) suls L o lgs 5 Lsd Ll 5 QLSS oS ol e Sloj (o0ld 5 uid o ke
Slas ol b ga 53 (SIS Jalse 50T (sl slad > anmn 5 OISl (s 3lupal b 5 Oladas &jlge (2l 3l (ol b 55 5550l 055
258 o S oIl d s sl ilediall 5 05 5 ol (68 0bm ol Aol b ee | o ks

Olais (63 gas Loy Ll 3l 5 Sloslor (6 pucillanil (iulsl e 55 g0l kS 5 smpp bl (2 s cpl 3 ok S e ladaly «ulg o
e 25y 35 1 Olesle 3 Shas Wl o Glasla Jlle 5 oS Jolge g sas dad o OLE 6 o5 2ags b mls ol s
oo 5 Slasl mlie S e udS S ke Lns e OLE S OLKes 5 1plS Jias5 b ies (A'Rabi et al., 2010) 505
(Kossyva et al., 2024) ¢l junn L35 0 hanls; 53 Shas i)l Eol DL s 5 &S 5lie (55501 ol 3l L 2l
Olgmeils 55800 ral 31 5 55 g0l kS e 53 5 D8, Sk S Lt 5 e S5k (A oS 33053l St s b res Laasil
0315 OLES 55 (6 i o e 03 Ot 35 anlllas cliusl, peen 5 (Edwards & Attia, 2023) ol Kiales das s 0L
(MscHUKOBa et al., 2023) 555 o 2ve Olais 63 SMalad o 5i5 Sals sl 58l Shas 35 4 f}lj,p\ loile is oS ol
e 5 ke 51 sl S5l i slaanl LSS (tasn opl s el plalid gladaly oS das e OLS r3ost sl ol
sl YL Ll

5 il s s oh oS das e 0L 5 el L5 MalS ks Cu e s 5 Sler Slosl b rass slaasl (9SS s
GRS Gl 5 elenrl Sl il 5 aal i 3 g sl bl ol G e el (56 S & Olnl s
G RS (R 3 el 8 S IS e ppal 4 b ediSeans Jelse Sl el lasn nl ml @Bl asd e e SlesLe
ol Gromln s mlem ol QLSS (giladiedl 5 Olakigd Sl ¢ Glasle San 3 op B0 (6 om0l (5550
Gl ol plulid oid Cudbge gl sl s 5o Sl Slosl 5o & cul G Olen JoSo Jolss 51 oS 45 gas
oo G ol atdl 5 s S e IS alge plulis odle ol Jiass oS oS Olg s Sl ool 51 .(Waghid, 2023)
S sn s Fisel edul Gl a3 Kl e s edd b 0Ll ol 5 (Kad ten b clite oS das &1 e
S Ll b

A 555158 O lo 5 OIS Ol e 513 sdos a5 S L alas 3 b 51 LS Laesls 5 A bl &S Cosen Sash
s s ls Sl Ol 53 Sl (S OIS ES 5 5 (imad 3 apend Sl oS (sla a3 o5l =5 ol nl

CJJG.‘LAM}LAJ‘)J\;.«A‘ﬁﬁ%ﬁ#)}ﬁ}ﬂébd}ﬂfﬁc@))ﬁiru ‘-;JJI.WfJ.JJM nw‘j@)WMbeMLﬁjgﬂ

AR



Personal Development and Organizational Transformation

ol S (535 5 olanrl e S 5 g s pdeme ol Gley al 5 tagn a5 ol OF K3 Cyssdows AL ol
Aas )3 sbess el s | baasl =

o 53 e dd Ll (sla e Ol alarly 5 358 plnil szl punad diko i lte) Sl oS 5 b oS Slagiasl 3 0d o sl
Ll 5 o el 5 L bl oy 93 didle (a5 sal Cilisn ablie 5> iS Sy e o e 35S 13 Ogesl 3550 (6 Fe3 28
sl Sladllas ol o sMhe LS SaS a5 i b Ol pl e dslis 40 A1 55 o 50 Ko bpo (la i s sy S slawl (6 5 JalS S5
Sodis U S s (Bige] i Copde 53 eolattl sba |y on i Gla sl 5 opan i (Jliams dp I Wl e
258 b S S 5 SAde

Jd S 5Lt e 558 Ll Oladee 5 O pke (3ladiall 5 el (slasaly ol 03Y e 3 sl 03 S S e 3 s 8l
S @ Ll e Eie 5555k el sl 5 Sltal (g3lucilid ( Slesle DLl oy ool ($555 S Sl e aleS 3 Oladicsd
S 3l S e L3l el sl Kl S0yl 53 ol (gosld et lo 5 ax g5 S SS (5K SRl 5 o slis
eten ($S3k Oman Gl el s s sl Sleile Kb oS el a0 (ol s s IS bl
FYY 2l L Dl gl ey Bogd sl oS L S llan! (M

d?‘:).,\s‘g ’Smda’
Al Joe ar Sl 5 S5 Ls S alen 5l Jrassy cpl alnil s oS LS ales S
Ot 55 S jLe

S ) LSS i Ot 5 palas Wlis ol 5,150 s

é\.’..c oo\
2,00 5y bl slaS djf@.a ol axlllae el s
s a.li.)ﬁ C,.;L&) u:..h}")'..g f[}u‘j;&;b.ﬁﬁf ujj}‘ J_}w\ﬂ\} ur:«-“)}.’. L}>‘JA L;"L"j)’
Extended Abstract
Introduction
Educational systems worldwide are confronted with increasingly complex demands driven by rapid
technological advances, shifting societal expectations, and evolving policy landscapes. As learning
environments continue to transform, schools and educational organizations must adopt dynamic
forms of change management to remain effective and relevant in meeting the needs of diverse
learners. Contemporary studies consistently emphasize that meaningful reform in education requires
strategic planning, adaptive leadership, and systematic approaches toward organizational
transformation (Weissberg et al., 2023). These shifts highlight the necessity for an integrated,
evidence-based model of change management that can address structural, cultural, and pedagogical
challenges simultaneously.
The global literature on change management underscores that educational change is seldom linear

or technical; rather, it is deeply embedded in organizational culture, teacher identity, and stakeholder
engagement. For instance, Edwards and Attia argue that authentic learning environments and
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student engagement are closely tied to institutional capacity for change, suggesting that the learning
process itself becomes a catalyst for organizational transformation (Edwards & Attia, 2023). At the
same time, resistance to change—especially among teachers and mid-level administrators—
remains a core obstacle in educational reform. As demonstrated by Lomba-Portela and colleagues,
resistance is not merely opposition but often reflects gaps in communication, insufficient professional
development, or fear of losing pedagogical autonomy (Lomba-Portela et al., 2022). Understanding
such resistance is essential in designing an effective model of change tailored to educational
systems.

The Iranian education system, like many others in developing contexts, faces multifaceted structural
and cultural challenges, including centralization, limited stakeholder participation, outdated curricula,
and insufficient professional development opportunities. Previous research in Iran confirms these
systemic complexities. Kuhgivi’'s study demonstrates that management of organizational change
directly affects innovation within educational institutions and that the innovative behavior of teachers
mediates the relationship between leadership practices and institutional outcomes (Kuhgivi, 2022).
Likewise, llka’s findings highlight the significance of change-oriented management in enhancing
employee performance in educational organizations, underscoring the role of managerial behavior
and institutional support systems (Ilka, 2022). In parallel, studies of national policy documents reveal
that internal transformation is frequently emphasized at the strategic level but inadequately
supported at the operational level (Papi et al., 2022). This disconnect further justifies the need for a
model capable of integrating policy goals with practical, organization-level mechanisms of change.
Internationally, numerous models have been proposed to guide transformation in educational
systems. Kotter's model of change, for example, has been successfully applied in higher education
contexts, as shown by Dao Thi’s case study in Vietnam, which demonstrates that systematic and
sequential implementation of change steps fosters faculty engagement and institutional alignment
(Dao Thi & Trinh Thi Thu, 2022). Meanwhile, Vettori’s work in European universities emphasizes the
role of leadership and governance reforms as foundational elements in successful institutional
transformation (Vettori, 2021). Complementary insights from Errida and Lotfi further identify multiple
determinants of successful organizational change, including leadership style, communication
systems, and organizational readiness (Errida & Lotfi, 2021). Such findings reinforce the notion that
without coordinated attention to contextual, structural, and human factors, reform efforts are unlikely
to generate sustainable outcomes.

Furthermore, the growing influence of technology on educational processes has intensified the need
for change management frameworks suitable for digital and hybrid learning environments. Studies
such as those by Waghid underscore how crisis-driven shifts—like the widespread transition to
online learning—demand leadership models that are agile, collaborative, and empathetic to the
emotional and cognitive needs of educators and learners (Waghid, 2023). Research in organizational
development outside the educational sector also offers relevant insights. Komariyah’s research on
nonprofit organizations highlights the interconnected roles of digital transformation, employee
engagement, and change management in enhancing organizational performance (Komariyah, 2024).
Similarly, Kossyva and colleagues show that talent retention and knowledge management depend
heavily on effective change management practices, demonstrating applicability across knowledge-
intensive sectors (Kossyva et al., 2024).

In addition, new scholarship on public institutions provides examples of how change management
can strengthen overall organizational strategy. For example, Myasnikova’s study situates change
management as a tool for municipal development, further illustrating the versatility of change
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strategies beyond traditional corporate settings (Mscuukosa et al., 2023). At the global level, the
growing interdependence of economies and technological infrastructures has also reshaped the
nature of organizational change, as highlighted by Aprianto and colleagues who argue that adaptive
and resilience-based models are essential to navigating contemporary global dynamics (Aprianto et
al., 2025).

Taken together, the converging insights of national and international literature point to a clear need
for a localized, comprehensive model of change management tailored to the structural and cultural
realities of the Iranian education system. The present study responds to this need by identifying the
key components of change management within Iranian educational institutions using a grounded
theory methodology. The ultimate aim of the study is to develop a conceptual paradigm capable of
guiding policy-makers, administrators, and educators in navigating and sustaining meaningful
organizational change.

Methods and Materials

This research employed a qualitative grounded theory design to explore and conceptualize the
components of change management in the Iranian education system. Semi-structured interviews
were conducted with senior managers, educational specialists, and experts purposefully selected
based on their experience and knowledge of educational management. Sampling continued through
the snowball technique until theoretical saturation was reached. The collected interview data were
transcribed verbatim and analyzed through open, axial, and selective coding. This multistage coding
process enabled the identification of recurring patterns, emergent themes, and the construction of a
paradigmatic model that captured causal conditions, core processes, contextual and intervening
factors, strategies, and outcomes related to educational change.

Findings

Data analysis resulted in the extraction of 177 open codes, which were subsequently organized into
49 axial codes and further refined into 17 selective codes. These codes were grouped into Six
overarching categories reflecting major dimensions of change management.

Causal conditions included facilitating factors for change, stakeholder participation, goal setting, and
analysis of the current organizational state.

The core category consisted of professional development of managers and staff along with the
creation of an organizational culture aligned with change.

Contextual conditions encompassed strong leadership, organizational collaboration, and readiness
for change.

Intervening conditions included the formulation of appropriate change strategies and the
development of supportive policies and regulations.

Strategies involved awareness-building, effective communication mechanisms, developing a
comprehensive roadmap for organizational change, and enhancing staff knowledge and skills.
Finally, outcomes consisted of improvements in educational quality, increased organizational
flexibility, and higher stakeholder satisfaction.

The findings collectively resulted in a paradigmatic model illustrating the interplay among these six
components and how they contribute to effective change management within the education system.
Discussion and Conclusion

The results of this study demonstrate that effective change management in the Iranian education
system is dependent on the alignment of structural, cultural, and human factors. The identified
components show that sustainable organizational change requires attention not only to strategy and
policy but also to the professional development of educational leaders and staff. The findings
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emphasize that leadership capacity, organizational readiness, and a supportive culture are central
to facilitating change, while comprehensive communication strategies and structured planning
provide the necessary mechanisms for implementation. The study concludes that without an
integrated model addressing these multidimensional factors, efforts toward educational reform risk
fragmentation and reduced effectiveness. The proposed framework offers a holistic and contextually
relevant guide for administrators and policymakers seeking to implement and sustain meaningful
change within the Iranian educational system.
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