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Abstract

The main objective of this study is to design a behavioral equivalence model based on organizational
culture. This research is classified as an applied-developmental study in terms of its purpose, descriptive
in terms of data collection method, and mixed (quantitative and qualitative) in terms of data nature. The
study consists of two parts: qualitative and quantitative. The statistical population of the qualitative section
included 15 experts and specialists, while the quantitative section consisted of experts from the General
Directorate of Education in Kerman City. The quantitative sample (N = 317) was estimated using the simple
random sampling formula based on the Krejcie-Morgan table. The data collection tools included two
components: a review of the research literature, semi-structured interviews, and a researcher-made
questionnaire for the field study. Upon completion of the qualitative phase, the process of coding and
textual analysis of the interviews was carried out using the MAXQDA qualitative data analysis software.
The findings indicated that the behavioral equivalence model based on organizational culture, using the
grounded theory approach, comprises causal factors (organizational structure, internal communication,
training, and leadership), contextual factors (individual personality, experience, education and literacy, and
cultural intelligence), intervening conditions (motivation, organizational climate, and workplace
relationships), strategies (communication, trust, and social learning), and consequences (socialization,
promotion of participatory culture, and promotion of extra-role behavior culture). In the next phase, the
researcher-made questionnaire derived from the qualitative section was distributed among the quantitative
sample. After collecting the statistical data, the model fit was assessed using the Partial Least Squares

(PLS) method. The results revealed that the model had a desirable level of fit and strong adequacy.

Keywords: Behavioral equivalence, Organizational culture, Grounded theory approach, MAXQDA
software.
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Extended Abstract
Introduction
Organizational culture plays a pivotal role in shaping behavioral norms, guiding interpersonal
relationships, and establishing shared values within institutions. As Schein (2004) posits,
organizational culture constitutes the implicit, yet powerful framework through which members
interpret their roles and interactions within a collective entity (Schein & Mahjoob, 2004). In modern
organizational theory, culture is not only an asset but a dynamic element that impacts motivation,
cooperation, and strategic alignment. In this context, the concept of behavioral equivalence—defined
as the consistency of employees’ behaviors with the organization’s cultural norms and
expectations—has emerged as an essential indicator of internal integration and value congruence
(Lu et al., 2024). Behavioral equivalence supports institutional coherence and enhances the quality
of decisions, collaboration, and adaptability in dynamic settings (George & Sarah, 2019).
Within educational institutions, particularly large public systems such as provincial education
departments, establishing behavioral equivalence among employees is not only a matter of internal
functionality but a means to reinforce societal values and cultural transmission. As Bayayi et al.
(2022) argue, organizational culture within governance structures determines the extent to which
formal and informal rules harmonize to produce socially desirable behaviors (Bayayi et al., 2022).
Meanwhile, Rahimi et al. (2024) emphasize that synergetic organizational culture enables the
institutionalization of shared norms, increasing cohesion and commitment among organizational
members (Rahimi et al., 2024). Given the complexity of the educational system and its role in
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cultivating future citizens, the necessity of aligning employees’ behaviors with institutional culture
becomes more pronounced.

Despite the centrality of these constructs, a gap persists in the development of context-specific
models that operationalize behavioral equivalence in relation to organizational culture within Iranian
public organizations. While numerous studies have explored the influence of organizational culture
on performance and cohesion (Asadi et al., 2023; Estedadi et al., 2023), few have integrated grounded
theory methodology to construct a native model that accounts for cultural, structural, motivational,
and environmental variables simultaneously. The present study addresses this gap by employing a
grounded theory approach to design a behavioral equivalence model based on organizational culture
in the General Directorate of Education of Kerman Province. By identifying causal, contextual, and
mediating factors, along with strategic mechanisms and practical outcomes, this study provides a
comprehensive framework tailored to the Iranian educational governance system.

Methods and Materials

This research employed a mixed-methods design comprising qualitative and quantitative phases. In
the qualitative phase, data were collected through semi-structured interviews with 15 domain
experts, including senior educational administrators and organizational behavior scholars.
Participants were selected through purposive theoretical sampling until theoretical saturation was
reached. The data were analyzed using MAXQDA software through open, axial, and selective coding
based on Corbin and Strauss’s (2014) grounded theory methodology.

The findings from the qualitative phase were then used to develop a researcher-made questionnaire
for the quantitative phase. This questionnaire was distributed among 317 personnel from the General
Directorate of Education in Kerman, selected through simple random sampling based on the Krejcie-
Morgan table. Structural Equation Modeling using Partial Least Squares (PLS) was applied to assess
the model’s fit, predictive power, and reliability. Key metrics such as t-values, R?, Q?, and GOF
(Goodness-of-Fit) were used to evaluate the model's adequacy and explanatory capability.
Findings

The qualitative analysis revealed that behavioral equivalence based on organizational culture is
influenced by five principal dimensions. Causal conditions included internal communication,
organizational structure, training processes, and leadership. Participants emphasized that informal
interactions, clarity in regulations, targeted capacity-building, and participative leadership contribute
to harmonized behaviors aligned with institutional values.

Contextual factors identified in the model were personality traits, individual experience, educational
background, and cultural intelligence. Respondents noted that behavioral alignment is facilitated
when employees possess emotional stability, professional maturity, high educational attainment, and
the ability to navigate cultural diversity.

Intervening variables such as motivation, organizational climate, and workplace relationships were
highlighted as conditions that modulate the strength of behavioral alignment. High job motivation,
regulatory compliance, and reciprocal trust among colleagues were noted as amplifiers of cultural
conformity.

Three core strategic responses were delineated: multi-level communication (vertical, horizontal,
diagonal), trust-building through consistent managerial behavior and effective delegation, and social
learning via mentoring and communities of practice. These strategies were seen as tools to bridge
gaps between individual dispositions and organizational expectations.

Finally, the consequences of achieving behavioral equivalence were classified into three categories:
organizational socialization (faster assimilation and reduced cultural conflict), promotion of
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participatory culture (enhanced team-based innovation and engagement), and reinforcement of
extra-role behaviors (citizenship behaviors and self-directed initiatives).

In the quantitative phase, the model demonstrated strong fit and predictive validity. The R2 values
for the endogenous variables—strategies, outcomes, and behavioral equivalence—were 0.825,
0.804, and 0.715, respectively, indicating robust explanatory power. Q? values averaged 0.331,
suggesting strong predictive relevance. The overall GOF was 0.50, which reflects a high level of
model fitness. All path coefficients exceeded the minimum threshold (0.4), and t-values were greater
than 1.96 at the 95% confidence level, validating the statistical significance of the relationships.
Discussion and Conclusion

The findings of this study substantiate the theoretical linkage between organizational culture and
behavioral equivalence, offering empirical support for earlier works while expanding upon them
through the integration of grounded theory. The causal conditions identified are in line with the
literature that views leadership and communication as critical enablers of normative alignment
(Michael et al., 2016; Rahimi et al., 2024). Furthermore, the emphasis on training aligns with the
propositions of Estedadi et al. (2023), who identified organizational learning as a precursor to
cohesion (Estedadi et al., 2023).

The model’s contextual variables echo the findings of Lu et al. (2024), who highlighted the differential
effects of value-based and perception-based cultural congruence (Lu et al., 2024). Cultural
intelligence, as an enabling trait for effective interaction in diverse environments, also corresponds
with insights from Geanina and luliana (2013), who documented the link between cultural sensitivity
and motivational alignment (Geanina & Iuliana, 2013).

Moreover, the intervening conditions such as motivation and organizational climate reinforce
Davoodi's (2021) conclusion that environmental support systems influence the manifestation of
citizenship behaviors (Davoodi, 2021). Strategic mechanisms identified in this research, especially
social learning, resonate with the work of George and Sarah (2019), who emphasized the role of
real-world mentorship in behavior modification (George & Sarah, 2019).

The model’s outcomes—including socialization, participatory culture, and extra-role behaviors—
underline the operational advantages of behavioral equivalence. These findings reinforce those of
Rezazadeh et al. (2021), who found that alignment between personal and organizational values
leads to higher commitment and discretionary effort (Rezazadeh et al., 2021). The cascading effect
from cultural alignment to strategic participation and proactive behaviors supports the notion of a
dynamic organizational system wherein values shape and are shaped by actions.

This study contributes a theoretically grounded and empirically validated model that can be applied
in Iranian educational institutions and potentially adapted for other public sector contexts. The
integration of qualitative insight and quantitative rigor allows for a nuanced understanding of
behavioral equivalence that transcends simplistic normative compliance and embraces cultural
congruence as a dynamic, context-bound phenomenon.

In conclusion, the institutionalization of behavioral equivalence based on organizational culture
necessitates a multifaceted strategy that includes leadership commitment, structural adaptability,
cultural sensitivity, and systems for learning and trust-building. The model presented in this study
provides both diagnostic clarity and practical pathways for aligning individual behaviors with
collective cultural aspirations, thereby enhancing both organizational cohesion and functional
efficiency.
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