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Abstract

The objective of this study is to examine strategies for increasing job satisfaction
through personal development and career path optimization among employees in
various organizations in Tehran. This study employed a qualitative research design
with a phenomenological approach. Data were collected through semi-structured
interviews with 25 employees and managers from various organizations in Tehran. A
purposive sampling method was used, and the sample size was determined based
on theoretical saturation. Thematic analysis was conducted using NVivo software.
The findings revealed that personal development, career path optimization, and
organizational support are three key factors in enhancing job satisfaction. Personal
development improves through skill acquisition, increased self-awareness, and
professional networking. Career path optimization includes strategic planning,
internal promotion opportunities, and career shifts, all of which contribute to increased
motivation and job security. Additionally, organizational support, job autonomy, and
reward systems play a crucial role in fostering employee commitment and motivation.
The results of this study indicate that personal development and a well-planned
career path, combined with organizational support, significantly impact job
satisfaction. These findings can help organizations and HR managers implement
more effective strategies to enhance workplace conditions and employee motivation.
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support, continuous learning, job autonomy

Submit Date: 4 August 2023
Revise Date: 30 September 2023
Accept Date: 10 October 2023
Publish Date: 17 October 2023

© 2023 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

Personal Development and Organizational Transformation

Extended Abstract
Introduction

Job satisfaction is one of the most critical factors influencing employee performance, organizational
commitment, and overall work-life quality. Many studies have demonstrated that job satisfaction not
only affects productivity but also has a direct correlation with motivation, organizational loyalty, and
lower turnover rates (Babu et al., 2022; Parsakia et al., 2022). In today's competitive environment,
organizations are increasingly focusing on personal development and career path optimization to
retain talented employees and enhance their job satisfaction. Personal development encompasses
skill acquisition, increased self-awareness, and the expansion of professional networks, all of which
contribute to higher job satisfaction (Chen et al., 2023). On the other hand, career path optimization,
achieved through strategic planning and professional transitions, fosters motivation and
organizational commitment (Djaganata & Pusparini, 2024).

Several factors influence job satisfaction, including job-person fit, organizational support, and
personality traits. Research has shown that job fit is a crucial determinant of employee satisfaction,
with employees in roles aligned with their skills, interests, and values demonstrating higher
organizational attachment and superior performance (Fauzan, 2023). Furthermore, intrinsic
motivations such as professional achievement and growth significantly enhance job satisfaction
(Fernando et al., 2023). Studies indicate that continuous learning and career advancement
opportunities contribute to higher employee motivation and productivity (Li, 2023).

Organizational support plays a crucial role in job satisfaction. Employees who perceive strong
support from their organizations experience higher job security and exhibit greater commitment to
organizational goals. Research has also highlighted the significance of financial and non-financial
compensation in boosting employee satisfaction (Huang et al., 2023). In organizations where
employee contributions go unrecognized, turnover rates tend to be higher (Choi et al., 2022; Khan et
al.,, 2019). Hence, fostering a supportive work environment and providing career development
opportunities are key strategies for increasing job satisfaction.

Beyond organizational factors, personality traits significantly impact job satisfaction. Studies indicate
that conscientiousness, extraversion, and emotional stability positively correlate with higher job
satisfaction. Employees with high conscientiousness tend to perform their duties with dedication and
precision, resulting in a greater sense of fulfillment (Minh & Le, 2023). Leadership also plays a crucial
role, with transformational leaders enhancing job satisfaction by fostering motivation and
organizational belonging (Ok et al., 2023; Ordofiez et al., 2023; Paramita & Harini, 2023).

Career path optimization is another key factor in job satisfaction. Employees with clear career plans
and defined professional development paths tend to experience greater motivation and lower
burnout. Research shows that employees with career advancement opportunities are more likely to
remain with their organizations and report higher satisfaction levels (Choi et al., 2022). Conversely,
unclear career trajectories and limited growth prospects can reduce motivation and increase
workplace stress (Paramita & Harini, 2023). Thus, organizations should focus on structured career
development programs to enhance employee satisfaction.

Additionally, work-life balance is a critical determinant of job satisfaction. Employees who can
effectively balance professional and personal responsibilities tend to report higher job satisfaction
and lower stress levels (Ok et al., 2023). Studies indicate that organizations offering flexible work
arrangements experience increased productivity and lower burnout rates among employees
(Ordotiez et al., 2023). Remote work and reduced commuting times have also been linked to higher
job satisfaction (Zhang et al., 2023).
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Workplace culture and professional interactions further contribute to job satisfaction. Research
highlights that positive workplace environments with strong interpersonal relationships foster job
security and professional well-being. Supportive organizational cultures and collaborative work
environments significantly enhance employee engagement and satisfaction (Prawati & Anisa, 2023).
Employees in supportive work environments report lower stress levels and higher productivity (Yao,
2021; Yuan et al., 2022; Zhang et al., 2023).

Given the significance of these factors, this study explores strategies for increasing job satisfaction
through personal development and career path optimization.

Methods and Materials

This study employed a qualitative research design with a phenomenological approach. The objective
was to identify strategies for enhancing job satisfaction through personal development and career
path optimization. The participants included 25 employees and managers from various organizations
in Tehran, selected through purposive sampling based on specific inclusion criteria. These criteria
included a minimum of five years of work experience, experience with career development
challenges, and willingness to share insights on personal development and job satisfaction. The
sample size was determined by theoretical saturation, ensuring no new data emerged during
additional interviews.

Data collection was conducted through semi-structured interviews. A structured interview guide was
developed, focusing on key aspects of job satisfaction, personal development, and career path
optimization. The interviews explored topics such as workplace experiences, career development
challenges, personal growth strategies, and their impact on job satisfaction. With participants’
informed consent, interviews were recorded and transcribed verbatim.

Thematic analysis was conducted using NVivo software. The analysis involved initial coding,
categorization, identification of key themes, and exploration of interrelationships among themes. To
ensure data validity, multiple verification techniques were employed, including researcher
triangulation and participant confirmation of findings. The study's findings were structured to provide
a comprehensive framework for enhancing job satisfaction through personal development and
career path optimization.

Findings

Analysis of demographic characteristics revealed that among the 25 participants, 14 (56%) were
male, and 11 (44%) were female. The participants’ mean age was 37.2 years, ranging from 28 to 55
years. In terms of education, 7 (28%) held a bachelor's degree, 13 (52%) had a master's degree,
and 5 (20%) possessed a doctoral degree. Work experience ranged from 5 to 27 years, with 9
participants (36%) having 5-10 years of experience, 10 (40%) having 11-20 years, and 6 (24%)
having over 20 years. Regarding employment type, 16 participants (64%) worked in the private
sector, while 9 (36%) were employed in the public sector.

The qualitative data analysis identified three main themes: personal development and continuous
learning, career path optimization, and factors influencing job satisfaction. Personal development
was further divided into skill enhancement, self-awareness, and professional networking.
Participants emphasized that acquiring new skills improved job security and motivation. Self-
awareness and self-management were highlighted as crucial for career success. Additionally,
professional networking played a key role in career advancement.

Career path optimization included strategic career planning, internal promotions, and career shifts.
Participants who engaged in proactive career planning reported higher job satisfaction. Internal
promotions and recognition of professional capabilities significantly influenced employees' sense of
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career fulfillment. Some participants noted that career transitions contributed to renewed motivation
and reduced job-related stress.

Organizational factors influencing job satisfaction included organizational support, autonomy,
compensation, workplace culture, and job equity. Employees who perceived organizational support,
including positive feedback and career development opportunities, reported higher motivation.
Autonomy in decision-making and job responsibilities was also linked to increased job satisfaction.
Compensation, including salaries and performance-based incentives, played a crucial role in
employee motivation. Lastly, workplace culture and fair promotion policies contributed to higher job
satisfaction levels.

Discussion and Conclusion

The findings indicate that personal development, career path optimization, and organizational
support are key drivers of job satisfaction. Skill acquisition, self-awareness, and professional
networking were identified as essential components of personal development. Employees who
engaged in continuous learning and self-improvement reported increased job satisfaction and
motivation.

Career path optimization emerged as a crucial factor in enhancing job satisfaction. Employees with
structured career plans, access to internal promotions, and opportunities for career transitions
exhibited greater professional engagement and lower burnout rates. Organizations that foster career
development pathways and provide advancement opportunities contribute significantly to employee
satisfaction and retention.

Organizational support, job autonomy, equitable compensation, and positive workplace culture were
also critical factors in job satisfaction. Employees who perceived strong organizational support,
autonomy in decision-making, and fair reward systems expressed higher levels of motivation and
job fulfillment.

This study underscores the importance of integrating personal development and career path
optimization strategies into human resource management practices. Organizations can enhance job
satisfaction by investing in employee skill development, fostering a supportive work environment,
and creating clear career advancement opportunities. These strategies not only improve employee
well-being but also contribute to organizational success by increasing productivity and reducing
turnover.



Sl Jg75 3 53p drugi

PR PP

Sl okt 35550 Cgmme S5 S5 kS 5 Sl dgad OUSLE 5 Shas SIS S0 Lelse pees S S s culs
5ol (63l 0SSl b anits Lo aSh o)1y 50 OUSLIS (om0 Ol Leas Jid Cols, S Wilesls OLis La_ia g
S L= gl bl Gyl 26, cls s (Babu et al., 2022; Parsakia et al., 2022) s s cuax S5 ]
Gk Jald (35 amn b Ljls Gl ax s Jad s iloig 5 (923 axw s 4 OB ol maw 15l LS Sl
Chenetal, ) s;s Jad colo, Sl ome Blg o &8 Col (glad > glaaSs o 5 a8t 2l i gl lgs
505300 Ll e 03 Gl s 53 SOl mal Dl s Ledds Sl b 3l Jad e (ileag Sos e (2023
.(Djaganata & Pusparini, 2024) &5 o5& |y Slejle s ulus]

o Lil tad gla S5 5 Slole Colex 3 5 Jid ool w0 015 o Lol alex 3168 26,108 50 as culss,  gaiaze ol e
S 3 8 g8 sl b Ol S s e sbay &S ol el e dlam 5l JAS s S Wlesls 0L Dlids s S
3 e 3 Shes w3 5 bl el Slosle 4 (g mde e ele] (S o e 3 s gla i3l 5 ke s Ul b iz
(Gl Ay 5 b ge ele] dile S5 las s STl &S Wiles S aST Sldlae & rmen (Fauzan, 2023) das e oL 34
w5 S 515 a0l 5,4 il gla tags s g4 ool (Fernando et al.,, 2023) k1> s cols, (Rl 5 er 5 L6 NG
(L, 2023) 355 OLS S (550 0 5 0550 il 33l g Ll55 oo jatns (6,850 5 b iy wles| dias e OLES &S

S o Cola 0T 5l Olesle S o pwler| & SUS S ol SIS LG 8 Jiad ol sl 5o Slojle olam (28 K05 (g
S el O 51 S by e ias e 0L Slasle Sl & cond 5L dgs 5 Al ke Sl Sl
ol s (Huang et al., 2023) 1,15 0lS,8 cols, il s sl e ﬁ.’b St 5 Jbgla gl 5 Sleas Ol o L;LﬁaUé.]
Choi et al., 2022; ) Wl Oljle S5 4 g mie Jled b o a8 odisl Olis Shas S uluxl & SLSHS daolesle
SB35 e SlayKaly e Sl gl sy slacs b 035l wald 5 ales Lase SCoslml 2l 2l (Khan et al., 2019
Byh g ad oL,

S Wlosls L | Sldlas ool SIS 50 ol it cols, Olpe 55 LS, Lteased gla S5 Slosle Llse 05Dl
S G e gl dls Jad cals,  ade U Sbea oIl 5 ) S0s o mlidaid s wle olt asd gla S
ol Rl ol s 4 Wls dgas 5 3 Lagr by el w gt RS Wila) s bidaily 5 VL mla
oo lil Jas colo, (il s oy (b 4 Sldlas 5 waes (Minh & Le, 2023) 355 0 e Olidas 5l Lol ol
L il 0SS Aad ol Slesla Gl e a5 0501 sl b Al o 1 310 g5 Oy oS Wilesls 0L 5 les S

(Ok et al., 2023; Ordoiiez et al., 2023; Paramita & Harini, 2023)

ok s Ledds el (g5 ael p g d e e OLS 8 Cols, 58 ﬁr-@-‘du“—f«?.' 3l ﬁ:éﬁg&“wé)u%

dl.\.\.e le.b .LS d;}'l;- L;L.&A;I L;J}""Jﬁ )jj" )‘j Aas gf:".’.\J'e‘ b QLSJ[S °J3<"‘ JJ‘)J‘_;& ‘LS“UJ} C’Jf;":‘.'.’. LS‘_)" ij) 6‘4..:,.5.’

AR



Personal Development and Organizational Transformation

Choi),u)boujusjs44.6,:‘,5&}0:,Ju')b)y'ﬂ&;ﬂ{gﬁu)cbﬂjl‘,u)\>w;u:)\}u)w;as_;ts)tsas,uw;
558 O e smal il 5 oSl alS sl LIS e iy slaias b ssd 5 ad e 53 Coblid pde ¢ blis ) (et al., 2022
35 e el LS e (63, amw s aiis b &l 5 s glad = b s ~1 b ol by (Paramita & Harini, 2023)
S el s cols ) s

4 Lleals QLS Lty 35 o smime Jid oo GRIB13 ee Jelse S (S8 5 (S5 5 U8 el (Jad e esdle
ol 3 s s a5l g e Sl el i 5 s (S5 5 s albs Ole ol sl 4 2B S LS
WS e el 5352 QLSO (gl 1y Ay llans) SIS OG!S o lalle sl Sliis & 5 «iS 4 (Oketal., 2023) &, T S5S
Obey ialS (pl 5 esdle (Ordonez et al., 2023) tzes 355 OUS,S Ol s Jad Sopw b JalS 5 (o0, Sl Jals
Zhang et) il ansls Jud colo; mhw r olies 50 a8l 0 oS anen e 51 55 6,553 Ol 5L e 4 Al s,
(al., 2023

L S sladama 45 Wlosls 0Lz lalllan 355 43S 0l WS 55 OLSLE Sl Slasle Kb 5 (68 L 30 cule 5o
Cute bl roman Lpd e (OIS CudS 3 5 ad ol eles | 1w a5 e oIl glad o SNl 5 e S b
a5 (Prawati & Anisa, 2023) 555 el Cols, 505Kl il il Com e Ll5 e (glad o anw 5 31 Colem 5 OLS LS Ol
OLES 355 31 (6 ey (Sus0 3 15 (65208 o il peba S oo Clad il (S (sladame )3 oS SLSLIS & ol OF 51 S
.(Yao, 2021; Yuan et al., 2022; Zhang et al., 2023) a5 .

R s Sildigr 5 62,8 axn s Bk Sl Jrs colo s L1 Gl el s a ol s Jelss ol Caenl a5 L
2312500

LR XS

S s by Gl slasKal, alabd aallas ) 5 G ol el plmil ity 3,555 b s S s & Sash
53 cilies glolesle Ol e 5 QLS 51 8 Yo Jols iass ool GBS S jlie .ol Jid s olodug 5 (939 anw s o b
(SIS il Jlo iy Blas Jals 5555 slaslas s Sl andlls 45 3955 Glasbae alal 2 5 didda &y poty o Liten Ol g8
e el 03 RS oLl 5 (638 aae s e 03 3 Sl (ISST R 4 flad 5 Jad e b kS e sl il w2
S sl (6 eas s L )5 48T gl glaesls i slaaslas fb.;}l S S el s (A s (g kS CL..:! oolal 5 dsal
LS edalin

OBAS S lie ol 5 elSis o SGmes gl sl slien (23 8 O s al bt luaes glaalan G b 5l baesls (55505 8
Jlo amlas CVw Al b e e 5 (638 ann s (Jad Culo) b ke S i bl alae gleal, S
sy dadcols, gl Lol J’:"L’ 5 83,0 anw g las aly ( Jad s gla A C}\).a (S8 slaa 25 wile gla e

L (giluosls adSwadlS Sy pots e 5 0l Jans QS ES 5 ST Culs ) b baasLas

Y



Sl Jg75 3 53p drugi

Glodiws M.;.‘_}\ d)‘ng\s L}.‘»L:: J?l;u" J..«er A fbu‘ 3 pon J.:Jou" Ji’ﬁ) J»L.»\ ) NVivo )‘J'e\ff )\ oslaul l; laosls L}A}J_}Qﬂ

Lff.)b 4.L¢.>- )\ 6.).4\3.7& dudzj) )‘ ua.ﬁ\) )LJ.G\ &.bﬁl LS(J" bj_v udI w; L;H.J)\ Lgu}iﬂ C‘ﬁl}w\ 9 JL\é‘ wﬂLAA L;!‘L«.»:LVJ: LLGBJ.S

(.;‘j’ d}}:}l}:év\.}“ 4:‘)‘ (_;‘4.1;4.1 LAwLi gC,\.iL@_.")J A a)u.l.ﬂ‘ QKV\.SQ,SJ.;J f}" .}a.\ﬂ}: GLL Jﬁtjd‘j-{-\:«“‘}ﬁ h.«l}: }J\}uﬂ

sl pal b it s (S3latingr 5 (535 s Grib ) i Culs) s g

sl

AR 55,0 (O-\Z>jb\i ‘U:"Ajﬁ U‘f.‘)" n.,\.NSgLSJJJmYO CMJ\ASJ‘: olis QKVLSC,SJLLA LS':;-L“;W LSLALS}’”JJ‘:'L}‘;

VD Ol i 5 cedls 13 Jle 00 B YA (slatals 3 oS 55 Il YV 0SS ) lie oo 5 80ka s 03 (887) i

il (e L3 (S5 Sode sols (Yo£) Li5 0 5 el i lS S e glyls (0Y4) i VY« w8 Syue glls (YAZ) i3

AN sl Y BN e (60 ) 8 Dl Ve B0 e (ML) L8 6 (osbas g eite Sl YV B 0 oy 0SS 5 (oS

L dsiie Jas i 3 (ML) L84 5 ogast i o3 (UA) 6\ Jad g5 5 amils (618 able Jlu Y 5 ohe (Y27

F55 Llg e &8 Llodd bzl Jad 5 Joand w Cilime laoy $ 51 OBASES jlie oS das o OLE 5 cpl g LIS

S s Jrd e Sileaig 5 63,8 axw s b Sl drs culs il sla Sl b bL 1 s 1y Sl a5 eelS s

b baS g ebias ) (ool eliae N Jgde

Gl as) pealas

(Orolan yy5) Wacgocns s

(ol maliae) Laais

G50l sl (slad > nils ralodSs g, op 5 sla,lae (g0l (8 slacslpe )l
sl
GO Ly, 58 (K 5t 51 (65 0 e (gaass sloog,S jo S Live o) Sen b bLs )l sl

4 drg ekt 5 b, Blanl e Jola slrl (o)l asy 5o (g ppiy cillanil (o tl g ppiko
Sloy ceadles
o & sbezel (Rl (Jitne (6 S el (Ul cilly plomil )5 (5 5055 Edgiae (Bpdy
8 e o
b Dl (gl (Solol ey (5l o S (gld o (Slay gl e (i Al (905
a) slaces B ol (69,8 lacellB ols L (lpae b S5 Jolsd (o o oo oo S

Slojlwsg;
SO e 5, 50L QIS SI5L S8 e GBSl jo 5 pdyBllasil ol wasas slaces 3wy
slas )y

SISl 5 b ay (gos yiesd LSS rats el IS Lo sbml e (slos o35k a1,
Sl o LS (6 ysle g CodME 4 G198 it gtas Ll (ol 2] slatgdsaze Lrals
S plsl slabg,

ot 5 o ooyl slomsl SIS o Shas 51 1,08 o L ol )| el dylse 5 s il
Slosles e e Cusi wBlis Slbls | IS Lass 5 giiads),] Goba! o sogd Sinsod

G L sboul o, Slas ai¥ole bl elas )l glocus 3 4y plp oo yiws ((Jad sl o a3,
slaaio

Jad glaslpe o5

S pdesgs g 2ETog

sl >

SN 9,8 Jols

s JEER) s
S e

dedas il (55546l 5

Sleslupgy £l

Slojle colem>
Jee 0l3T g Il

Wle 5 oloss ol
e Slojle Sea 3
L;La:&..o)é 9 ;Lv...a 5 oedlae
2y

Sl 5 608 drwg

.

SR e (S jlwaig

Jad cols) p Fse Jalse

Yy



Personal Development and Organizational Transformation

L el e Golotinge 5 628 ann i G b Sl i ol ol Gl Sl oS sl Ll s cpl (AS laesls Julow sa 25
2 S et Jad Colss p J5e Jelse s (ad e iluting et (55550 5 (628 s Jald ol O penze a3 Ol s
lodds | sl baalas 5150 IS ulul oS Cosl dogazme 5 iy Jald palis ol 51 S s

Spetr o8 Lndls AST OELSES Lt 1330 o mime i Culs GBI 53 SIS Jelse 51 (S et 6,550 5 (528 a5
el o3 ek gdalas a3l 51 SO syl on S Jaall s e Gl bl s ege LA o5l S50 @b sl Jed el
Rl e e slazel 5 ool S e 3 (6 i (et elel S o ob g Sl oS Oley " il ekl dlal,
Condl p LSS 136 (555ba b antlid b b g 5 ulod el G Olsear g pdes 5 AT izman Ll e
5 el nd bl e pdregd 35" 135 0Ly O8N pdamlan 5l S il aST Jad Glaal s 5 555 a5 0 Bl S
Sl e 208l G Ol (sl Bl 5 (§3LaaSd (s (s 31 A Smdly b pl it e (oS B b | Ll 4 S
sl acsls Q)L@A).,\b;g;.m;v.@,e" s S Olo e e ool 3 1y 555 a2 OB siaslas ) u;-fj.i,ﬁcj.\mgwgﬁﬂ
5503 Lol aasaes 5 SO Sy 5 58 doles opl poesdle Mis g el S 8 (L L 3 casle DbLS 1 05
il et 56 (68 anl 55 (g pluilanil rls 5 e il Sy e 45 L3S 6 LEl QBASES L5 Sl gl &S (g sba
S o235k ‘(,;Sda O3 dels el uf,\;)' 308 e d:;j" OE W phalas = S 4 ol azdls ol s ools,
O 4 OBAS S e o 35 Jolye S5 51 (6,8 el 5 hid Il (algs 3 Mapd e it ol i Sl el 5 gl
Sl 039580 glad > glaclas (< ol 0 5500 4 QS Lo o opasslazel il 5 ol rb,,;t o3 bl dls 1y iy S e LA
S S dedda ad gm0 a5 same ) ae Jald oS 55 Laeols Sl el sl Lol uelian Koo 5l Jad e (s3lutig
Cld 5 Gk B s Ceal  LOT .0 S 0L O 355 Jlid s 350 51 DS ASES )Lk 8 350 Lo 31l 0 o
B L;fjj) Ju.afﬂcdlw e.,\;iikglﬁubhiﬂuljﬁ&yb Ok :Qlf&ﬁw@j\é«;&fq.&.ﬁl: J.SU b g S e
Gusba p OB L shalas Ole 15 ), Sle s se 31 SO Slesledsn il aopl posdle "l Lols &b b 5 AS o 4 2
SIS AL wls (gl Sty 0 ege SR IS e Olpde b ke JalS 5 nde el S Ls s it LaOT &S
s Ll eld p eniiee S0 (83,5 GlaclllB Osls OLES 5 (S daes S s S5 iciils el anag cpl s OB S ES 2
L3S o el S 33 Gl o gt A ke Jid ols) (I Gl B S Ol (Ja e oS 0l (20 02
Ll 5 " 38 Cio 55 o | 355 4 o OB S ES lie 51 SCajll Slsseen Oliala U1y 5 30 b laol e Jid e
”'(‘)L’ S s c,..{u)\fb-jvzl: iy s pl gl ol Gl (23l bpl sl s S el et o EURTIILY

Olpea Slojle ol 3 g Cilos day i Jald 5 dd plald gl cnl S laesls Go b Sl 5 o cols) 2 J5e Julse
GOl 5 5 Ol pte 51t (glan sy 5L il s oS s S o )Lal QIS Sl 5 dd ke Jid ol Gl s S ad e S
oo 3 e (5" 3 S Oy wied cpl s OB phalas 51 S el 4zl Lol 055l (il 53l 53 ol 55 le laos S
Jolse 3l s K Jes o3l 5 Ioizad Kos g Sl Ml a3 oS 4 WS o olel 3l slazel e 4 5 AS o ole

a1y it Sl el zils s sy Sl 5 (S peedl 5> (it 3T & SUSS & (sosba o 138 5L

¥



Sl Jg75 3 53p drugi

il 4l gl s 3l G 4 sgme 5 oS LRI e (S ) Wlpn B 0B es 8 5l (a4 s S
O8N pdalias 555 Jad ol wlaxl 3 g sl pine 51 (SO Lo 5 Sl Ol ‘W".p\;rl.&.::)'\ S i Caly
35 Ulye OB S S jLie 5l S 0K b ol 05K 3 g 5 Ll o OLSLIS 5 Shae 51 JSls,08 5 Baim il 3l &8 inils aST
Son b el rosdle "AS LIS (i (6551 L3 s sk el 5 AS sl (6345 0301 Ll pr ke (S Sl esle B p5 S S
L (o Stomad 3525 45 L3S o Lal ol il AST O, oBuses lin o 55 Jolse 51 s S oo Slejla
S ol glacs by e e walg s il IS S i culs, (il L Kls e Sl Gl e cuui 5 cOlid
plnil ¥sle & ot 3 ,Shas iyl (B 08w phalas 51 (S aiS s S o, Lal O 4 OEUSES 15 oS 3y el ye de
OLES 5O (gl (6, 0500 5 jls 55t ol 4 Cnd (52 eobo] OLS S sl anils 355 4w sl W) slacus b 5 550

n

..,\;AJL;G

S ot Loy

ol e dw Jad Colo) g belgs s (RS s (Sletig el (55500 5 (635 dnn s &S 0l 0L sy opl
S8 it Saslen (S5l Jald (63,5 a5 45 315 0L sl (slaalias Lo s QLS Jad ol 108 56
Gl 3 5 Mk s S3ling 313 DU Sl el Gl 53l U (gl laeSs 228 5 (AT
Lol Slosle dgns (il 5l 5 OUS LS o580l 5 5 cmgo (i s oS o b5 o Slaslad s ) Ol ctiadis i (55540
IS 36 Sl Jalse o e Ol ey clads Ol slapllai 5 IS ISl ¢ i e Slosle ulom el s osdle 355 s
Las gLl Jas culs)

LS aie mads a4 adles ol gbaanl s oS oy Jad cols) JRlBl S Lelse 5l S etes (6,500 5 924 axns
iy Sl b ol ol dzils aST s e slaaes 3 Sk s didr lassls S sl Canl OB SIS L
SUSLI 5305 Jad oloy Gl s et (R (633w s 5 Srsal 4 Wlesls LI ol e o sl S e el Ll 0
Sl s opl pesdle (Babuetal,, 2022) 1S . w2 S8 Lases 53 (gm0l 5 sl oleml Ll (6,850 s b oS
S5 e ik Sl il (RS 5 Jad s 38 IS SR & WIS e 635 e 5 BT 68 Wlesls 0L K
L ag cind bli 5 S e iy blas 5 gl lgs » 0SS B (ol 5 (Chen et al., 2023; Chen & Huang, 2022)
ot ula 5 oSOl Rl el sl a5 Sty dal g IS Lase 3 (6t DS ule | (lisu s 3 5 03 S plulis
.(Fernando et al., 2023) 5,5 .

il QLSS it alos a0 s ol 55 6 s else aler Sl 55 iE s letig (835 g esdle
S IS aly st gl e U sl o 3B 1 OLSHIS ( Jad slag sl tal cpads 5 ddda (65546l oS sly 0L CL:.:
33 Al G b oS SLS,IS oS Wlesls oLz (Y2 YE) Djaganata & Pusparini 5 (Y+YY) .Choi et al il jldlas .S ey e
o2 s (Choi et al., 2022) k15 sl 53 Bkl & g 2 bled 5 Wy o Mo Sssup jlrs maS il 355 ()8 b

Glaanl b ame ol s S Olse i Suli, Jilsil sl San Sl o Olyeas |y Jid e ods 08 AS S, Li 5l s s ke

Yo



Personal Development and Organizational Transformation

S 5 oSl il el Wi ejem G s s kS ed olse e s sl OLES S sl Jlssen (Y4YY) Fauzan
(Fauzan, 2023) >33 . Jad sla ool

o Sl Gl Colem o8 s OLS il s el Zolss  Slsle Jelse b (s ol S glaasl 1 s S
el b adl ol S e Wil OLS IS ol Ll 5o e 18 mle 4 et 5 o mlem (OB L sl iite glas 0L,
Slacas 3 sbul 5o Jo b sl ik (i il 53l a8 ol o3ls 0L (Yo YY) Huang et al s s ol bl jon iy Sladlas
Selse 51 s S e Slae s g5 51 (Huang et al., 2023) w05 0L, culis, 505500 5 pesitos 50 SKen ol
Azils AT ol 5 oBauses lis o 50

A bt s Solss e e S Ol aallas al s S sy e 1 s (S s e 3051 5 S Dl
Lol caddls 5 0301 il bl Sl IS plowil la sy sl s 3T 5 e (658 raad OISl 45 L3 S 05l D AS S Le
OB LSS s 31 (ol vl Jid Calsy il 3l 3 (sdS ele S5 5,18 Ol sl S ls LS Jhass ool pmomed 353
5 it (S5 0ka sl I3l 5 el G2l 4 Ll e (6518 Slelu (a5 Ol 5 L1 Jamn 3 (5 pdydlan] 4 W5 S 6Ll
S SUS, Wals Ol oS s 4ls Jlgen (Y0YY) Ordofiez et al 5 (Y+Y¥) Ok et al slaasl L ams pl 558 e lad >~
Oketal.,) L, o Jad Ssped jlrs a8 5 Las e 0L S asee 53 (6 mi oo, Lol 1y S5 5, Ole dsles OISl
(2023; Ordonez et al., 2023

xS 5 A pll S gy 4 anllas cpl s g S b s B e 5> Ll &S Sl 5 ol gdon s ol
2 e 3 sTmer Slaesls oramen das I3 3 o 1) S (5 et ool S & 35 5 YO a3 pus DS S ES L
o ke b axils 3y placsls Slojle lacKin 3 L sbls ple s ol San 555 O ed 03 LS el 5 ol
53 LK b as el il e oS Slesle OIS glacnbn 5 IS L Sl ks (gslasl oyl i aSle 6 ,Ks Jolse copl
AL oy i sba GR35

o r 2 Sadipmens Olis B35 plnil e slallojle 5 mlo 53 cplie Slalllas oS 350 o0 sty o] Slidos (s
2 e ik ol il Jelse b 51 (S S5 Gime S50 Wl e (GAS 5 08 oS 5 St S eslinal cpizman 352
D pl dn s 4 Bl 5 Mk Suls) 53 5usld B s s K (Glesle K il s e iz 6 e
a8 S

s rolsal s OLS IS culs) o):.(,l ot (§ 850 lacis B &Ll 5 (65 3 anw g slaasl s L Ll 5 e aglele
Syh e 658 bl d s s a4 Ll e Slosle Cllie 4 oam 5 g il las, L Gl (Gasiie Jad gl s sl (omes
4 Kl e OUSLS Sl 5 IDitul e Cosi s ikt lacassdone [2alS I e 3 g duoilanl Ll copl e gdle
Dy e Sl S5 E 5 B 5 G050 e Rl

g‘:)ﬁjﬁ

Al Joe ar Sl 5 S5 s S alen 5l Jragsy cplelnil s oS LS ales S

\rd



Sl Jg75 3 53p drugi

Ot 55 S )L

3,5 il LSy 2 Oy bt il 0SS s
él.:.a oo

ol 2y aile ol &S Sl dallles ol o
SHE 5l

el oy S aley rasgy bl 5 225 L et e WS S sl jol e Jole ale

References

Babu, P. S., Gemeda, T. M., & Nefa, A. G. (2022). Job Satisfaction as a Function of Self-Efficacy and Personal
Strain Among High School Teachers in Chittoor District of Andhra Pradesh State of India. International Journal
of Educational Research Review, 7(4), 268-279. https://doi.org/10.24331/ijere.1151874

Chen, C., Zhang, K.-S., Chen, C.-M., & Pao, L.-S. (2023). The Impact Between Motivational Potential
Characteristics of Job and Job Satisfaction. International Journal of Asian Business and Information
Management, 14(1), 1-19. https://doi.org/10.4018/ijabim.325650

Chen, G., & Huang, C. (2022). The Influence of Spiritual Leadership on Job Satisfaction: The Mediating Effect of
Employee’'s Optimism and the Moderating Effect of Machiavellian Personality. 634-647.
https://doi.org/10.2991/978-2-494069-45-9_77

Choi, J., Oh, J., & Kim, J. (2022). Relationship Between Active Seniors’ Job Change and Life Satisfaction: Serial
Multiple Mediation Effects of Person—job Fit and Job Satisfaction. The Career Development Quarterly, 70(4),
327-341. https://doi.org/10.1002/cdq.12310

Djaganata, A. D., & Pusparini, E. S. (2024). Factors Influencing Job Change Desire: An Empirical Study on
Employees in Startup Environments. Jurnal Manajemen Teori Dan Terapan | Journal of Theory and Applied
Management, 17(2), 251-268. https://doi.org/10.20473/jmtt.v17i2.53104

Fauzan, R. (2023). The Influence of Person-Job Fit Toward Job Satisfaction, Organizational Commitment, and
Organizational Citizenship Behavior. Riwayat Educational Journal of History and Humanities, 6(1), 181-195.
https://doi.org/10.24815/jr.v6i1.29553

Fernando, M. M. T., Dharmadasa, M. M., & Pramudika, H. (2023). Impact of Personality Traits on Employees’ Job
Satisfaction: A Study Conducted Within the Telecommunication Sector in Sri Lanka. International Journal of
Science and Technology Research Archive, 5(1), 072-085. https://doi.org/10.53771l/ijstra.2023.5.1.0075

Huang, H., Deng, Y., & Qin, C. (2023). The Effect of Total Rewards on Job Satisfaction. Academic Journal of
Humanities & Social Sciences, 6(25). https://doi.org/10.25236/ajhss.2023.062502

Khan, I. A., Khan, M., & Din, M. N. u. (2019). Impact of Teachers Personal Characteristics on Their Job Satisfaction
in  Khyber Pakhtunkhwa, Pakistan. Global Social Sciences Review, IV(IV), 224-231.
https://doi.org/10.31703/gssr.2019(iv-iv).29

Li, L. (2023). The Impact of Teacher Personality Traits, Perceived Organizational Support, and Self-Efficacy on Job
Satisfaction: From the Perspective of Private Universities in Yunnan Province, China. African Educational
Research Journal, 11(3), 338-346. https://doi.org/10.30918/aerj.113.23.049

Minh, N. T. H., & Le, P. (2023). The Impact of Personality Traits on the Ethical Leadership, Job Performance and
Job Satisfaction of Public Servants — A Case Study of the Northern Public Sector of Vietham. CTU J. Of Inn. &
Sus. Dev., 15(2), 103-115. https://doi.org/10.22144/ctu.jen.2023.025

Ok, C., Cho, E., & Park, J. (2023). The Impact of Workaholism on Job Satisfaction Depending on Personality:
Focusing on the Moderating Role of Conscientiousness. The Institute of Management and Economy Research,
14(4), 217-231. https://doi.org/10.32599/apjb.14.4.202312.217

Ordofiez, J. G., S, S. O,, & A, S. A. Z. (2023). Job Satisfaction and Its Relationship With Customer Satisfaction:
State of the Art. Sciéndo, 26(2), 215-220. https://doi.org/10.17268/sciendo.2023.031

Paramita, P. D., & Harini, C. (2023). The INFLUENCE OF PERSON ORGANIZATION FIT, QUALITY OF WORK
LIFE AND CAREER DEVELOPMENT ON AFFECTIVE COMMITMEN MODERATED JOB SATISFACTION
(Case Study on Production Departement Employees of PT. Real Glass Semarang). Jurnal limiah Fokus
Ekonomi Manajemen Bisnis & Akuntansi (Emba), 1(3), 274-287. https://doi.org/10.34152/emba.v1i3.629

Parsakia, K., Namjoo, K., Arjmand, M., Sabzvand, A., Rahyan, H., Fazli, A., & Jamshidi, M. (2022). The mediating
role of work engagement in the relationship between psychological climate and productivity and job satisfaction

Yv


https://doi.org/10.24331/ijere.1151874
https://doi.org/10.4018/ijabim.325650
https://doi.org/10.2991/978-2-494069-45-9_77
https://doi.org/10.1002/cdq.12310
https://doi.org/10.20473/jmtt.v17i2.53104
https://doi.org/10.24815/jr.v6i1.29553
https://doi.org/10.53771/ijstra.2023.5.1.0075
https://doi.org/10.25236/ajhss.2023.062502
https://doi.org/10.31703/gssr.2019(iv-iv).29
https://doi.org/10.30918/aerj.113.23.049
https://doi.org/10.22144/ctu.jen.2023.025
https://doi.org/10.32599/apjb.14.4.202312.217
https://doi.org/10.17268/sciendo.2023.031
https://doi.org/10.34152/emba.v1i3.629

Personal Development and Organizational Transformation

in teachers. International Journal of Innovation Management and Organizational Behavior (IJIMOB), 2(2), 8-23.
https://doi.org/10.61838/kman.ijimob.2.2.2

Prawati, L. I., & Anisa, N. A. (2023). Pengaruh Hubungan Personal Terhadap Kepuasan Kerja CV Permata Karya
Jaya Surabaya. Jurnal Ekonomi Bisnis Dan Manajemen, 2(4), 28-39.
https://doi.org/10.58192/ebismen.v2i4.1356

Yao, J. (2021). Study on the Influence of Non-Cognitive Competence on Job Satisfaction of Post-90s Employees
in  China. International Journal of Economic Behavior and Organization, 9(1), 1.
https://doi.org/10.11648/.ijeb0.20210901.11

Yuan, D., Gazi, M. A. I, & Rahman, M. A. (2022). Assessment of Both Personal and Professional Aspects to
Measure Job Satisfaction Levels Among Garment Workers: Empirical Evidence From a Developing Country.
International  journal of environmental research and public health, 19(24), 16868.
https://doi.org/10.3390/ijerph192416868

Zhang, X., Qiang, L., & Wang, Y. (2023). Impact of Commuting Time on Employees’ Job Satisfaction—An Empirical
Study Based on China’s Family Panel Studies (CFPS). Sustainability, 15(19), 14102.
https://doi.org/10.3390/su151914102

YA


https://doi.org/10.61838/kman.ijimob.2.2.2
https://doi.org/10.58192/ebismen.v2i4.1356
https://doi.org/10.11648/j.ijebo.20210901.11
https://doi.org/10.3390/ijerph192416868
https://doi.org/10.3390/su151914102

