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Abstract. This study aimed to validate the instrument of change
readiness to improve teacher competencies. The tool was divided into
four main dimensions, namely, change self-efficacy, discrepancy,
personal valence, and organizational valence using verification factor
analysis (CFA). The study utilized a cross-sectional design involving 383
primary and secondary school teachers selected through stratified
random sampling from eastern coastal states in Malaysia. The
instrument for this study used a seven-point Likert scale. The hypothesis
was tested with a measurement model using IBM SPSS SEM-AMOS
version 25.0. Four items identified as having low factor loadings were
dropped. This finding indicates that the final measurement model is
compatible with the data obtained. This model meets the requirements
of reliability and constructs validity, convergent validity, and
discriminant validity. In conclusion, this measurement model could
measure the degree of change readiness among school teachers to
become a competent teacher. Change is a crucial element in the teaching
profession as the education world had to face ongoing changes rapidly.
The findings of this study have implications for the importance of
teacher readiness to change to become a competent teacher who plays a
crucial role in student achievement indirectly.
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Introduction

Transformations in technology, mainly in Industrial Revolution 4.0 (IR 4.0),
created intense competition, especially in the education system (Schwab &
Davis, 2018). Besides, the sophistication of technologies such as Artificial
Intelligence and the Internet of Things requires a teaching approach that meets
the needs of current trends (Darling Hammond, 2017; Hinton, 2018).
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The Gap of the Study

Teachers play a crucial role in educating, training, and providing individuals
with knowledge that enhance students outcome (Darling-Hammond, 2017;
Schunk & DiBenedetto, 2016). As such, teachers need to adapt to new
developments and face the challenges of implementing change. But how? Here
change management strategies could help. Initially, the concept of evolution is
widely used in the management field. Contemporary research uses the changing
concept in order to know change readiness among organization members to
adapt to the new changes. Since the change management strategy model could
apply to other fields, therefore we sought further to understand individual
change readiness through the eyes of education. Using a change readiness tool
will help bridge the gap between change management and education. The
integration of knowledge from management to education will provide new
knowledge in everyday life. Besides that, unfortunately, existing studies
generally respond to staff readiness in the private sector (Armenakis, Harris, &
Mossholder, 1993; Holt, Armenakis, & Harris, 2007) whereas the public sector
gets less attention (Sawitri & Wahyuni, 2018) especially in the education field.
The lack of empirical studies on the readiness of teacher change to became
competent teachers has never been investigated in previous studies. Therefore
this research will be a foundation for the responsible authorities to design more
targeted change programs to enhance teacher change readiness.

Change Readiness

The readiness of change creates the positive energy that a teacher needs and is
an early step in the process of transforming the educational system (Armenakis
et al., 1993; Vakola, 2014). In this regard, to support the success of educational
change initiatives by Ministry of Education Malaysia (MOE) in Malaysia
Education Blueprint 2013-2025 as stated in eleven shift (i.e., giving evenhanded
access to universal quality training, to guarantee that each understudy is capable
in both Bahasa Malaysia and English, to deliver Malaysians who acknowledge
esteem, showing change as a calling of decision, guarantee elite pioneers are set
in each school, to empower the state, district education offices and also schools
to give explicit arrangements dependent on their needs, using ict to improve the
nature of learning in Malaysia, change of instruction conveyance capacities and
abilities, work together with guardians, networks and the private division
generally, boost understudy accomplishment for each dollar.

Increment straightforwardness in open responsibility to transform the system
focus needs to be placed on in-service teachers' change readiness. According to
the Educational Planning and Research Division (MOE, 2018) the total
enrollment of in-service teachers is 240,101 at primary and 183,465 at secondary
school. Its shows almost half a million teachers act as a mediator to embrace &
uphold the milestones to achieve the goal. Nevertheless, change alone will take
time. Therefore, the readiness of change will ensure to determine how ready the
teachers before changes in the education field implemented (Holt et al., 2007).

The founder of change readiness theory (Armenakis et al., 1993) readiness is a
precursor to resistance or acceptance behavior. Measuring the level of readiness
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to accept significant changes needs to be done so that school administrators and
the education ministry can identify the gaps that exist between their
expectations of change initiatives. This measurement helps to identify if there
are significant gaps in teachers and could help to take appropriate action so that
teachers are prepared and accepting changes. The readiness of change is widely
used in management and health areas (Berger & Hudmon, 1997; Haffar, Al-
Karaghouli, & Ghoneim, 2013; Neves, 2009). However, in the field of education,
especially to know the level of readiness of teacher change in education, the
transformation has not been made. Therefore, the validation factor analysis
(CFA) should be performed to ensure that this measurement model matches the
available data. Besides, this analysis will help to gauge the level of readiness of
teachers to become competent in the process of elevating Malaysian educational
outcomes to international standards.

Purpose of the Study
This study aims to determine the validity and reliability of the proposed level of
change readiness model to enhance teacher competence. The change readiness
model comprises four subconstructs, namely, change self-efficacy, discrepancy,
personal valence, and organizational valence as the underlying primary
dimension of change readiness construct. To address the research objective, the
study used a four-factor model of change readiness synthesized from (Holt,
Armenakis, Feild, & Harris, 2007). Based on the above objective, the research
question is as follows:

RQ1. Is the measurement model for the change readiness level of
Malaysian school teachers valid and reliable?

Thus, based on the conceptual framework (Figurel), research objective and
research question the following hypotheses were formulated:

H1. All the four models for the level of change readiness model of
Malaysian school teachers are valid and reliable.

organizationa
valence
Discrepancy Chapge personal
Readiness valence
change self-
efficacy

Figure 1: Model of Individual Change Readiness (Holt,
Armenakis, Feild & Harris, (2007)
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Measurement Model

The hypothesized measurement model contains change readiness (KP) as a
second-level construct, which measured by four first-level constructs, namely,
change self-efficacy, discrepancy, personal valence, and organizational valence,
as shown in Figure 2.0. These four factors are defined in Holt et al., (2007)
change model and each construct are measured with specific items as suggested
by him.
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Figure 2: Preparedness measurement model for Level of Change
Readiness Among Malaysian School Teachers.

Methodology

The design used in the study is a cross-sectional survey method to gather
information from the teachers. The cross-sectional method is the best way for
this study because it helps to gather responses from a broad educational field.
The instruments were able to distribute widely in a short period (Holt et al.,
2007). Teachers from primary and secondary schools, particularly national
schools from eastern coastal states involved in this study. National primary
schools and national secondary schools are grouped by city and rural category
by state. A total of 383 respondents were selected through a random sampling
technique based on the states of Kelantan, Terengganu, and Pahang. According
to (Creswell, 2013; Hair, Black, Babin, & Anderson, 2014), this sampling
technique is an appropriate technique to enhance the representativeness of the
sample in the study population. Since the study carried out among national
government schools, a permission letter was sought from the Ministry of
Education and State level Education Departments. The survey questionnaire was
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distributed according to the chosen school by systematic random sampling. The
researcher personally visited the respondents during working hours with
permission and was asked to complete the questionnaire. The questionnaire was
translated in the Malay language as Bahasa Malaysia is the standard national
language which is used by all the teachers in government. The respondents were
informed about the confidentiality and purpose of the study. A period of two
weeks of the time was given for the respondents to complete the questionnaires.
The researcher personally dispersed a total of 583 questionnaires, but only 522 of
a questionnaire that was returned and 383 are usable questionnaires.

This study used seven Likert scale instruments adapted from (Holt et al., 2007).
The questionnaire has initially been published in English, but the back-
translation method was developed, as suggested by (Brislin, 1973). At least two
independent translators did the first translation from the original language to
the Malay language. And then, the primary translation independently back-
translated from the Malay language to English to check the accuracy of the
translation. It is because the researcher using a questionnaire which was
developed and tested across different language and culture so this will help to
make sure that the questionnaires in different languages are assessing the
equivalent construct with an equivalent metric. It is the best method to ensure
that a translated measure is equivalent to the original questionnaire (Beaton,
Bombardier, Guillemin & Ferraz, 2000) Furthermore, a total of five experts from
the field use to validate the questionnaire. It is to ensure the translated
questionnaire is measured whether the items are adequately measuring the
construct intended to assess and also whether the items are sufficient to measure
the domain of interest. Responses were measured on a seven-point scale with 1 =
strongly disagree, 2 = disagree, 3 = somewhat disagree, 4 = neutral, 5 =
somewhat agree, 6 = agree, 7 = strongly agree. The questionnaire used consisted
of two sections. Part A collects demographic data, and Part B gathers
information on the level of individual change readiness. Table 1 shows more
information in detail about dimensions that used to measure the level of change
readiness among school teachers which is separated according to four main
constructs namely Change self-efficacy (6) items, Discrepancy (3) items, Personal
valence (6) items, and Organizational valence (10) items.

Table 1: Dimensions, numbers of questions and numbers of the items of
Individual Change Readiness

Dimensions Numbers of Questions Numbers of Items
Change self-efficacy 1-6 6
Discrepancy 7-9 3
Personal valence (6) 10-15 6
Organizational valence 16 - 25 10

The question of willingness to change was based on Kurt Lewin's theory of
change (1951) and the model of readiness to Change (Armenakis et al. 1993). The
questionnaire was selected based on its ability to met the criteria for measuring
individual readiness, had positive and negative dimension questions to reduce
bias, was easy to understand, concise, and had good validity and reliability.
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Moreover, the widespread use of this questionnaire (Andersen Lisbeth, 2008;
Duxbury & Higgins, 2009; Ilyas, 2018) further enhances the validity and
reliability of this instrument.

Before the real study, the pilot test was carried out among selected primary and
secondary schools at Kota Baharu District. A total of 120 teachers represent the
test. The results of the pilot test revealed that the value of Cronbach Alpha
which is referred to as a measure of “internal consistency” reliability (Bonett &
Wright, 2015) shows overall alpha value is more than 0.7 which is good
considering that 0.70 is the cut-off value for being acceptable (Nunnaly, 1978).
Table 2 shows in detail the results of the pilot test according to the construct.

Table 2: Dimensions, numbers of questions and numbers of the items of
Individual Change Readiness

Dimensions Numbers of Items Cronbach Alpha
Change self-efficacy 6 0.766
Discrepancy 3 0.714
Personal valence (6) 6 0.724
Organizational valence 10 0.785
IndividualChange Readiness 25 0.913

Data analysis

The study used SPSS version 25 for data analysis and AMOS 25.0 for the
advanced analysis involving (SEM). Since the multivariate technique is the
power to analyze the measurement model thus confirmatory factor analysis
(CFA) was used to validate the model in terms of convergent validity and
construct reliability (Hair et al.,, 2014). There were three types of measures
involved in confirmatory factor analysis, i.e., Test for Model Fit, Convergent
validity, Construct reliability (Bentler & Bonett, 1980; Byrne, 2013; Hair et al.,
2014).

Relative Chi-square <.05

Fit Indices : At least 3 Fit

Indices RMSEA < .08
Model Fit \ GFLNFI,CFI, TLI>.90
Std factor
CFA % Loadings >.50
Convergen
— validity AVE>.50
Construct
“Nreliability J | CR>.70

Figure: 3: An overview of Confirmatory Factor Analysis (CFA) for this study

©2020 The authors and I[LTER.ORG. All rights reserved.




85

Results
Table 3 shows the demographic information of the respondents obtained from
descriptive analysis using IBM SPSS version 25.0 (N=383)

Demographic n %
Types of School
Primary 199 52.0
Secondary 184 48.0
Area
Urban 166 433
Rural 217 56.7
State
Kelantan 130 33.9
Terengganu 126 32.8
Pahang 127 33.1
Gender
Male 187 48.8
Female 196 51.2
Qualification
Certificate 14 3.7
Diploma in education 32 8.4
Degree 306 79.9
Masters 31 8.1
Years of Service
1-10 years 61 15.9
11-20 years 140 36.6
21-30 years 171 44.6
>30 years 11 29

Table 3 shows the distribution of demographic characteristics of the respondents
in this study. The result shows that 199 (52.0%) respondents represented the
national primary school, while 184 (48.0%) respondents represented the national
secondary school. Response distribution based on school location indicates that
rural schools dominate the school location category. A total of 217 (56.7%)
respondents were employed in rural schools, while 166 (43.3%). On the other
hand, the number of respondents based on the three states did not differ
significantly from each other. Instead, it is within the range of 30 to 35%.
Respondents from Kelantan were 131 (34.2%), Terengganu was 135 (35.2%),
while Pahang was 117 (30.5%). Besides, the distribution in terms of gender, it
was found that the number of female respondents exceeded the number of male
respondents. The total number of male respondents was 187 (48.8%) compared
to the number of female respondents, which was 196 (51.2%).

Besides, the findings from Table 3 also indicate that 158 (41.3%) of respondents
from the age group of 41-50 years dominated the study. 23 (6.0%) were between
the ages of 21-30, 99 (25.8%) were between the ages of 31 and 40, while 50 and
above were 103 (26.9%). Meanwhile, the proportion of respondents according to
academic qualification found that the number of respondents with a bachelor's
degree qualified to dominate the overall demographic factors of the academic
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qualification of the respondents. A total of 31 (8.1%) had at least a bachelor's
degree, 306 (79.9%); 32 people (8.4%) had pre-university qualifications while
fourteen (14) (3.7%) had at least a college certificate. The distribution of
respondents in terms of teaching experience revealed that 61 respondents
(15.9%) had work experience as teachers for less than ten years. While the
number of experienced respondents taught more than ten years, each 140
(36.6%) experienced between 11 to 20 years, 171 (44.6%) between 21-30 years,
and 11 (2.9%) experienced more than 30 years. Overall, teachers with 21 to 30
years of work experience were significantly higher in terms of several
respondents compared to other teacher service periods.

Table 4: Descriptive Statistics Of Change Readiness Among
Malaysian School Teachers

Construct No of items Mean De\SI;[:t'ion Level
Change self-efficacy 6 5.5226 .65716 (3) High
Discrepancy 3 5.5135 .83987 (4) High
Personal Valence 6 5.7032 .68684 (1) High
Organizational Valence 10 5.5394 .60403 (2) High

Notes: Level=Low (1-2.33);Medium (2.34-4.67); High (4.68-7.00)

Based on the findings of the descriptive statistics of the study as in table 4,
generally, Malaysian school teachers had demonstrated a high level of change
readiness. The highest score of individual change readiness was personal
valence (M = 5.7032, SD = 0.68684), while the lowest was discrepancy (M =
5.5226, SD 0.65716). However, organizational valence and change self-efficacy
were considered in a high category that falls within the range of (M = 5.5226 to
5.5394).

Findings and Discussions

Confirmatory factor analysis was used to determine the compatibility of the
measurement model to measure the relationship between constructs. IBM SEM
Amos Version 25.0 was used to analyze the data obtained. Figure 4 shows the
CFA output of the original measurement model hypothesized. Several
compatibility indices are generated to determine the measurement model. The
fit of the measurement model is essential and needs to be determined in
advance, and if the measurement does not match the data, then the built-in
structural equation (SEM) model is invalid (Byrne, 2013).
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Figure 4: Original Second-order measurement model for Level of Change Readiness

According to Hair et al. (2014) measurement models need to reach one of the
model's compatibility categories, Absolute Fit (see (Browne & Cudeck, 1992)
Incremental Fit (see Bentler, (1980) and Parsimonious Fit) (see Marsh & Hocevar
(1985) ). The measurement model does not achieve good Goodness of fit Indices
value. Besides, there are also items with low factor loading, which is less than
0.50, as suggested by (Hair et al., 2014). Items, i.e., KPID 23, KPID 24, KPIC10,
KPIC 15, were identified with low factor loading. The diagram below shows the
Goodness of fit Indices values after delete items with a low factor loading.
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Figure 5: Final measurement model for Level of Change Readiness Among Malaysian
School Teacher
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All four values of Goodness- of -fit Indices (CFI) (0.926), RMSEA (.074), TLI
(.0916), ChiSq / df (3.076). All revised index fit values are CFI, TLI, ChiSq/df has
increased after the elimination of the problematic item. The table shows the
results of the internal reliability and convergent validity of the constructs and
sub-constructs in the model. Convergence validity is assessed based on factor
loadings, average extracted variance (AVE variance extracted), and composite
reliability (composite reliability-CR) (Awang, Hui, 2018; Byrne, 2013; Hair et al.,
2014). The measurement model of all four change readiness construct was
assessed in order to ascertain the reliability and validity before the evaluation for
the structured model. Table 5 provides the result of construct reliability.

Thus, based on the above measurement model results, the reliability of the four
change readiness constructs was determined by using composite reliability
assessment. As recommended by Hair et al., (2014) the construct reliability
attains when the value of internal consistency reliability is above 0.70. In this
regard, the results of composite reliability in Table 5 suggested that the four
change readiness constructs had a reliability value higher than the minimum
required threshold of 0.70. The values are ranged from 0.87 to 0.91.

Table 5: Results of Measurement Model

Construct Item Factor Loading AVE CR
Change self-efficacy KPIA1 0.81 0.63 091
KPIA2 0.85
KPIA3 0.85
KPIA4 0.75
KPIA5 0.76
KPIA6 0.74
Discrepancy KPIB7 0.77 0.69 0.87
KPIBS 0.89
KPIB9 0.84
Personal valence KPIC10 Item deleted 0.65 0.88

KPIC11 0.64
KPIC12 0.80
KPIC13 0.91
KPIC14 0.86
KPIC15 Item deleted
Organizational valence KPID16 0.70 0.56 091
KPID17 0.67
KPID18 0.68
KPID19 0.80
KPID20 0.82
KPID21 0.84
KPID22 0.77
KPID23 Item deleted
KPID24 Item deleted
KPID25 0.66

Note: AVE= Average Variance Extracted, CR=Composite Reliability

In ascertaining convergent validity, average variance extracted (AVE) value was
used. As recommended by Bagozzi and Yi (1988), Hair et al. (2014) that the
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minimum acceptable AVE value must be 0.50 and above, the AVE results in
Table 5 revealed that all the four change readiness constructs had attained the
minimum verge. Furthermore, Fornell and Larcker (1981) criterion were
employed in determining that discriminant validity. The Fornell and Larcker
(1981) criterion proposed that discriminant validity is attained when the AVE of
study constructs is statistically significant and also recorded a value higher than
its squared correlation with other latent variables. This study accepted the
Fornell and Larcker (1981) criterion in ascertaining the discriminant validity of
the model.

Table 6: Discriminant Validity

Change Discrepancy | Personal Organizational
self- valence valence
efficacy

Change self-efficacy 0.79

Discrepancy 0.28 0.83

Personal valence 0.18 0.25 0.80

Organizational 0.31 0.18 0.34 0.75

valence

The above results in Table 6 suggested that the squared root values of four
change readiness constructs (bolded) are higher than the correlation among the
variables, thus indicating discriminant validity is attained. As a result of the
CFA, the sub-construct of change readiness, namely change self-efficacy,
discrepancy, personal valence, and organizational valence, mutually fit without
any multicollinearity problem. Therefore, it can be concluded that the validity of
the four constructs has been achieved. After modifications to the model were
done by eliminate items with low factor loading and meet the desired validity
and reliability of the model, it can be determined that there is a consistent model
of change readiness among school teachers with the available survey data. Thus,
hypotheses H1 were supported. Twenty-one items were retained in the model
and were able to measure the level of readiness of individual teacher change in
the educational context. As this study is the first study conducted on school
teachers to determine the change readiness to become a competent teacher,
researchers have trouble finding relevant literature that can directly support the
findings of this study. However, most of the research which was done in the
field of management is backed up by this study.

The findings of this study were in congruence with Adil (2016), Anjani and
Dhanapal (2012), Mua’azam Mohamad (2016), Vakola (2014), all of whom had
discovered there is high level of change readiness among individuals in a
organization to support the new change initiatives. Fullan (2007), Karp and
Helgo (2008) found that the willingness to change is always ineffective without
the support of leaders in the organization. The findings of this study support
this statement where administrative support is significant in the readiness of
individual change

This study is important because change is taking place in the education system
globally. Teachers are a vital element in developing a balanced human model
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through the national education system. The main aim of the Malaysian
Education Development Plan (PPPM) (2013-2025) is to make Malaysia
outstanding among other developed countries, and that will only be achieved by
competent educators (MOE, 2013). Competent teachers in terms of knowledge,
skills, and attitudes can produce a balance of physical, Emotional, Spiritual, and
Intellectual Capital (National Philosophy of Education, FPK). Readiness to
accept changes in education helps a teacher apply 21st-century learning.

Implications and Contributions

Theoretically, this study enables to successfully produce a four-factor model of
change readiness among Malaysian school teachers. Thus, to confirm the four-
factor model for this study, qualitative evaluation of the model should be carried
out, and it will be the next phase of exploration in this area of study. The
findings of this study might help the Ministry of education, district offices, and
schools to know about the importance of change readiness among school
teachers. According to MacCallum, Wegener, Uchino and Fabriga (1993) there
may be other alternative models that use different sub-constructs with
similarities to the same data. Thus, future studies are encouraged to test the
existence of other alternative models and to compare them with the original
model to help make improvements to the original model.

Conclusion

This study’s findings disclose the ongoing opportunity for change researchers to
investigate the issue of change readiness among school teachers, which remains
an inevitable issue that should take into consideration. The results show an
essential element in change management strategy, whereas change readiness
plays a vital role in whether teachers ready for change and extend theory and
research on the importance of change readiness among teachers in educational
settings. Also, there were several works of literature reported that there is high
level of relationship between change readiness, i.e.,, change self-efficacy
(Cunningham et al.,, 2002; Kwahk & Lee, 2008; Rafferty & Simons, 2006)
organizational commitment (Kwahk & Kim, 2008; Kwahk & Lee, 2008; Madsen,
Miller, & John, 2005) perceived personal competence (Kwahk & Kim, 2008).
Hence, based on the data and contemporary studies, change readiness had a
significant impact on change implementation, and it is critical for educational
transformation change’s success. As has been noted, the individual change
readiness in an educational setting, especially to develop competence among
school teachers, was found one of the most exceptional contributions to the
existing theory.

Changes in education will be more successful if the concern of change recipients
(teachers) is considered. Educational transformation cannot be successful unless
teachers ready to change. Teacher's readiness to accept the changes that
happened in education is a big challenge for the Ministry of education, but this
issue frequently neglected in planning and implementing new issues (Backer,
David, & Soucy, 1995). By identifying specific change, readiness features can
help the Ministry of education to direct and implement more new ideas to
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empower the Malaysian education system. Hence, the concept of individual
change readiness for educational change should pay attention.

Limitations and Further Research

Future research may test the hypothesis that other-focused teachers change
readiness and the relationship between school climate and students'
achievements. We also admit the limits of our study design. Forthcoming studies
may use longitudinal, diary studies rather than cross-sectional to prevent the
existence of common method variance.
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