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the proportional stratified random sampling and based on Cochran's formula. To collect data
from the organizational learning, three questionnaires of Garcia Morales and colleagues
(2006), Nova's (2008) professional development, and Dunham et al.'s (1989) willingness to
change were used. The reliability and validity of the questionnaires were checked with
Cronbach's alpha techniques and confirmatory factor analysis. To analyze the data, structural
equation modeling was used by Lisrel software. The results showed that teachers'
organizational learning and their professional development have a direct positive effect on
their willingness to change at the 0.05 level. Moreover, findings revealed that teachers'
organizational learning through their professional development has a positive indirect effect
on their willingness to change at the 0.05 level. Results also demonstrated that teachers'
organizational learning and their professional development can explain 0.23 of the variance of
teachers' tendency to change. Based on the findings of this study, it can be concluded that
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Extended abstract

1. Introduction

Competitive pressures, globalization, changing
attitudes, people's needs, changes in human
relations, and changes in all aspects of life are
only a few of the pressures that force the
organization and its members to engage in change
(Stouten et al.,2018) and the acceptance of this
change is decisive for any organization (Tayal et
al., 2018). Nevertheless, it is observed that
employees do not accompany organizational
changes in a significant way, which itself can be
caused by many structural and organizational
factors or derived from individual factors
(Youssef, 2017). It is necessary for organizations
to align and quickly respond to these
environmental changes, to prepare their human
resources, which are considered the most
important resources of the organization, and to
face these changes. The most important factor
needed for preparing human resources is to use
education (Namada, 2018). Organizational
training and learning provide the ability to adapt
to the changing world, the prerequisites for the
organization's continuous progress, reducing
resistance to change, and preparing for change
(Olamilkan and Salam, 2022). To respond to the
changing demands of their jobs, high-quality
employees must have the ability and desire to
continuously learn and relearn their profession
(Admiral et al., 2021). Organizations have found
their way of improvement in the development of
human capital, which is realized through
continuous learning. Professional development of
employees is a program for developing
knowledge, insight, and specialized skills in
human resources (Ahmad et al., 2022).
According to Desimon (2009), effective
professional development can lead to employees’
learning, change in attitudes and beliefs, and
subsequently change their practices.

2. Research Methods

This research is a quantitative study and follows
a correlational and covariance-oriented structural
equation modeling approach. The participants of
the study (N = 364) were identified from the
community of all elementary school teachers in
Kurdistan province in 1400-1401 (N = 7998),
using Cochran's formula (alpha, error value, and

Journal of Sustainable Human Resource Management

the ratio of P and O equal to 0.05, 0.5, and 0.05,
respectively. According to the classes of the
research population, such as the type of region
(privileged, semi-privileged, and deprived),
city/province (sixteen cases), and gender (male
and female), proportional stratified random
sampling was used. To collect research data,
three questionnaires were used: 1- Garcia
Morales et al.’s (2006) organizational learning of
teachers questionnaire, with four items and based
on a five-point Likert scale. 2- Nova professional
development questionnaire (2008) in the form of
Six dimensions (training, teamwork,
organizational skills, development of career path,
development of interpersonal relationships, and
communication), including 30 items based on a
five-point Likert scale. 3- The willingness to
change questionnaire of Dunham et al. (1989) in
the form of 18 items and three components:
cognitive, emotional and behavioral in the form
of a five-point Likert scale. To determine their
reliability, Cronbach's alpha method was used.
For analyzing the data in the SPSS.25 and
LISREL10.30 software, statistical techniques of
frequency distribution, mean, standard deviation,
skewness, kurtosis, Pearson's correlation matrix,
and structural equation modeling were utilized.

3. Results

The results of the analysis of structural equations
revealed that teachers' organizational learning has
a positive direct effect (0.22), a positive indirect
effect (0.1856), and a significant positive total
effect (0.4056) on their willingness to change in
the level is 0.05. Findings also showed that
teachers' professional development has a positive
and significant direct effect (0.32) on their
willingness to change at the 0.05 level.
Additionally, the variables of teachers'
organizational learning and their professional
development can explain 23% of the variance of
teachers' willingness to change. The explained
variance of teachers' willingness to change is
significant according to its t value (8.72) at the
0.05 level. Structural model fit indices are chi-
square value (115.32), degree of freedom (62),
ratio of chi-square to the degree of freedom
(1.86), RMSEA (0.048), CFI (0.98), GFI (0.93),
and AGFI ( 0.91). According to the results of the
fit indices in the confirmatory path analysis
model of the research, it can be concluded that the
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chi-square ratio on the degree of freedom
indicates the appropriate fit of the conceptual
model with the experimental model. The value of
the RMSEA index is within the range of the
acceptable criterion. The values of CFIl, GFI, and
AGFI indices also indicate the appropriate fit of
the structural model; therefore, it can be said that
the structural model of the research has a suitable
and acceptable fit.

4. Conclusion

The research aimed to investigate the role of
teachers' organizational learning in their
willingness to change by mediating their
professional development. The results showed
that teachers' organizational learning affects their
willingness to change. This results is due to the
fact that organizational learning is a reflection of
beliefs, attitudes, values, organizational structure,
individual and organizational behaviors, a better
understanding of organizational environments,
and improvement of the decision-making
process, it causes employees to question their old
beliefs and ways of doing things, and also
increases their willingness to change. The
findings of the research also revealed that
teachers' organizational learning affects their
professional development. Preparing = future
teachers to work in complex environments
requires providing opportunities for professional
development. Teachers must be able to
continuously learn and relearn the necessary
skills for their profession in order to respond to
the changing demands of their profession.
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Moreover, according to the results of this study,
the professional development of teachers affects
their willingness to change. In fact, it can be said
that professional development is a response to the
transformation; it is a complex educational
strategy to change the beliefs, attitudes, values,
and structure of organizations so that they can
accept new challenges (Akbar pour et al., 1400).
The findings also demonstrated that teachers'
organizational learning through their professional
development has an effect on their willingness to
change. Organizational learning of teachers
creates a suitable environment for their
willingness to change and provides an
environment for accepting new thinking and
using new ways, leading the professional growth
of teachers, which causes them to always have a
desire for continuous positive and constructive
change in doing things.
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