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Abstract

This study aimed to identify the factors influencing personal development in flexible
work environments. This qualitative study was conducted using an interpretative
phenomenological approach. Data were collected through semi-structured interviews
with 22 employees working in flexible work environments in Tehran. Participants were
selected using purposive sampling, and data analysis was conducted using thematic
analysis with NVivo software. The results indicated that personal development in
flexible work environments is influenced by three main factors: organizational factors,
individual factors, and characteristics of flexible work environments. Organizational
factors included managerial support, organizational learning opportunities, and a
development-oriented culture. On an individual level, self-efficacy, time management,
emotional intelligence, and creativity were identified as key factors facilitating
personal development. Furthermore, workplace characteristics such as autonomy in
career planning, supportive networks, and digital learning tools contributed to
personal growth. However, reduced direct interactions and the necessity for high self-
motivation emerged as challenges within these environments. Flexible work
environments can provide opportunities for personal development, but their
effectiveness depends on organizational support, a learning-oriented culture, access
to educational resources, and employees' self-management skills. The findings of this
study can assist organizations in designing policies that enhance personal
development in flexible work settings.
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Extended Abstract
Introduction

The rapid advancements in technology and shifts in lifestyle have led to the emergence of flexible
work environments as a modern organizational approach. Flexible work settings not only enable
organizations to enhance employee productivity and performance but also create opportunities for
personal development. Personal development in these environments refers to the continuous
process through which employees improve their skills, knowledge, and abilities to adapt to changing
conditions and professional demands (Jarrahi et al., 2021). However, this process is influenced by
multiple factors, which can be categorized into three main dimensions: organizational factors,
individual factors, and characteristics of flexible work environments.

One of the most significant organizational factors affecting personal development in flexible work
settings is managerial support and incentive policies. Studies have shown that managerial support
for employee learning and professional growth plays a crucial role in increasing motivation for
development (Kim et al., 2016). Organizational support mechanisms, such as constructive feedback,
access to training programs, and experiential learning opportunities, are fundamental in shaping
personal development (Abdoolla & Govender, 2016). Moreover, incentive structures, such as rewards
for learning and skill-based promotions, further enhance employees' willingness to develop their
competencies (Mele, 2019).

Additionally, a development-oriented organizational culture significantly impacts employees'
professional growth. Organizations that value learning and personal development foster an
environment where knowledge sharing and collaboration are encouraged, thereby enhancing
employees' opportunities for skill acquisition (Samani et al., 2015). Access to learning resources, such
as digital libraries, online courses, and educational programs, further facilitates continuous
development (Putri & Sugiarti, 2020).

Individual factors, including self-efficacy, time management, and emotional intelligence, also play a
crucial role in personal development. Employees with high self-efficacy tend to have greater
confidence in their learning abilities, which enables them to maximize opportunities for personal
growth (Yang et al., 2023). Additionally, time management skills and work-life balance have been
identified as key elements that contribute to employees’ success in personal development
(Cabaraban & Borbon, 2021). Research indicates that employees who effectively plan and prioritize
their tasks are better able to allocate time for learning and skill enhancement (Piszczek et al., 2021).

Moreover, emotional intelligence and resilience are essential for navigating the challenges of flexible
work environments. The ability to regulate emotions, manage stress, and receive constructive
feedback enables employees to adapt to workplace demands and foster continuous growth (Mele,
2019). Creativity and innovation further contribute to personal development by allowing employees
to explore diverse learning strategies and adapt to new challenges (Voronin et al., 2022).

Flexible work environments provide employees with greater autonomy in career development. The
opportunity to manage one’s career path, coupled with access to various digital learning tools,
facilitates independent skill acquisition (Jarrahi et al., 2021). However, challenges such as reduced
direct interactions and the necessity for high self-motivation can hinder employees’ development
(Ran, 2016). Establishing supportive networks and leveraging digital learning tools are among the
strategies that can help mitigate these challenges (Weale et al., 2017).

Given the increasing prevalence of flexible work models and the vital role of personal development
in employee success, it is essential to explore the factors influencing this process. Previous studies
have primarily focused on the impact of flexible work environments on organizational productivity,
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while limited research has examined the organizational and individual factors that facilitate personal
development in such settings (Baihushev & Holovkova, 2020). Therefore, this study aims to identify
the factors that contribute to personal development in flexible work environments.

Methods and Materials

This study employed a qualitative research approach using interpretative phenomenological analysis
to examine the factors influencing personal development in flexible work environments. The research
population comprised employees with experience in flexible work settings in Tehran. Participants
were selected using purposive sampling, and 22 individuals who met the inclusion criteria took part
in the study. Theoretical saturation was used to determine the sample size, meaning data collection
was halted once no new information emerged.

Data were collected through semi-structured interviews that explored participants' experiences,
perceptions, and views regarding personal development in flexible work settings. Each interview
lasted between 45 and 60 minutes and was conducted either in person or online, depending on
participants' availability and preferences. To ensure data accuracy, all interviews were recorded with
participants’ consent and transcribed verbatim.

Data analysis was conducted using NVivo software and thematic analysis. Initially, raw data were
coded, followed by the identification of key themes and subthemes related to personal development
in flexible work environments. The analysis process included multiple stages, such as repeated
readings of transcripts, identification of initial codes, classification of codes into conceptual
categories, and the development of a conceptual framework for final analysis. To enhance research
credibility and reliability, strategies such as participant validation, peer review, and thorough
documentation of analysis procedures were employed.

Findings

The study participants consisted of 22 employees working in flexible work environments in Tehran,
selected based on purposive sampling. Among them, 12 (54.5%) were women, and 10 (45.5%) were
men. Their age ranged from 25 to 50 years, with 6 participants (27.3%) in the 25-30 age group, 8
(36.4%) in the 31-40 age group, and 8 (36.4%) in the 41-50 age group. Regarding educational
background, 5 participants (22.7%) held a bachelor’s degree, 12 (54.5%) had a master’s degree,
and 5 (22.7%) had a doctoral degree. Additionally, 7 participants (31.8%) had less than five years of
work experience, 9 (40.9%) had 5-10 years of experience, and 6 (27.3%) had over 10 years of
experience. In terms of work modality, 14 participants (63.6%) worked remotely, 5 (22.7%) followed
a hybrid model, and 3 (13.6%) worked entirely on-site.

The thematic analysis identified three main factors influencing personal development in flexible work
environments: organizational factors, individual factors, and work environment characteristics.
Organizational factors included managerial support, organizational learning opportunities, and a
development-oriented culture. Individual factors comprised self-efficacy, time management,
emotional intelligence, and creativity. Characteristics of flexible work environments, such as career
autonomy, supportive networks, and digital learning tools, also played a role in fostering personal
growth. However, challenges such as reduced direct interactions and the necessity for self-
motivation were also noted.

Discussion and Conclusion

The study findings indicate that personal development in flexible work environments is influenced by
three key dimensions: organizational factors, individual factors, and environmental characteristics.
Managerial support, a development-oriented culture, and access to learning resources were
identified as crucial organizational factors contributing to employees’ personal growth. Furthermore,
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individual characteristics such as self-efficacy, motivation, time management, emotional intelligence,
and creativity were found to facilitate the personal development process. Additionally, flexible work
settings offer opportunities for career autonomy and independent learning, yet they also present
challenges such as reduced social interactions and the need for high self-motivation.

One of the study’s key findings is the significant role of managerial support and organizational culture
in fostering personal development within flexible work settings. The results align with prior research,
highlighting that continuous feedback, access to learning opportunities, and incentive structures
enhance employees’ motivation for personal growth. Furthermore, self-efficacy and intrinsic
motivation were identified as major factors influencing personal development. Employees with high
self-efficacy demonstrated greater confidence in managing their learning and development
independently.

Another notable finding is the impact of flexible work environments on personal development. These
settings provide employees with greater autonomy in career planning, enabling them to take control
of their learning and skill development. However, challenges such as limited direct interactions and
difficulties in receiving immediate feedback were identified as barriers. Establishing professional
networks and leveraging digital learning tools were suggested as potential solutions to mitigate these
challenges.
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