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Abstract:

This research paper investigates the impact of employment conditions on professional
development and career advancement for women educators. With a focus on assessing how
professional development programs, career advancement opportunities, and family support
systems affect employment outcomes, this study utilizes data collected from 715 women
educators through a snowball sampling technique. Data analysis is conducted using Smart PLS
4, where bootstrapping techniques test the hypotheses and confirm the validity and reliability
of the constructs. The findings highlight the significant role of supportive employment
conditions and family dynamics in fostering career growth, offering insights for policies aimed
at enhancing professional development for women in education. This study provides valuable
implications for policymakers and educational institutions on how to better support women
educators in their professional journeys.

1. Introduction

The professional development and career advancement of women educators are essential not
only for enhancing educational quality but also for empowering female professionals and
promoting gender equity in the workplace. However, women in education frequently face
unique challenges related to employment conditions that hinder their growth and satisfaction.
For instance, women in academia often experience salary disparities compared to their male
counterparts, which can lead to decreased job satisfaction, motivation, and a sense of inequity
in the workplace (Reid, 2021). In addition, many women endure precarious employment
situations, particularly in adjunct or part-time roles, which undermines their career stability and
limits long-term professional opportunities (Mbukanmaé& Strydom, 2022).

Female educators are also disproportionately burdened with administrative and caregiving
responsibilities, which often leads to burnout and dissatisfaction ("Confrontations Faced by
Women in Higher Education Institutions and Strategies to Overcome the Anomalies in the
Mid-Career,” 2022). These added responsibilities, compounded by high expectations to fulfil
"invisible labor" roles—such as providing mentorship and emotional support—can complicate
their paths to recognition and advancement within academic institutions (Reid, 2021).
Furthermore, women educators frequently encounter barriers to accessing mentorship and
professional development programs, which are critical for career progression and skill
enhancement (Mbukanma& Strydom, 2022; "Confrontations Faced by Women in Higher
Education Institutions and Strategies to Overcome the Anomalies in the Mid-Career," 2022).
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Despite the recognized importance of supporting women educators, gaps remain in
understanding how these employment conditions impact career advancement and professional
development. This study seeks to address these gaps by examining how factors such as access
to professional development programs, career advancement opportunities, family support
systems, and equitable workplace policies influence employee satisfaction and professional
development outcomes for women educators. By providing insights into these dynamics, this
research aims to inform policies and practices that foster a more supportive and equitable work
environment for women in education. This understanding can contribute to shaping more
inclusive workplaces where female educators are empowered to thrive professionally and
personally.

2. Literature Review:

Research indicates that teachers' working conditions significantly impact their employment,
development, and performance outcomes. Factors such as class sizes, workdays, job security,
and benefits play a critical role in educational success (Nelson, 1994). A supportive
employment context fosters professional growth, as teachers in stable, secure positions
demonstrate growth across various domains of knowledge, while those in unstable roles may
experience setbacks (Pietsch, 2011). Working conditions, including recruitment systems, pay
structures, and working hours, affect teachers' motivation and quality of life, which, in turn,
influence their dedication to their schools (Castillo, 2013). Additionally, school-level factors,
such as collaboration among teachers and leadership focused on instruction, are associated with
higher levels of participation in effective professional development, ultimately enhancing
instructional quality (Opfer, 2016). These findings highlight the importance of favorable
working conditions in promoting teacher development and improving the quality of education.

Literature on professional development programs underscores their essential role in
enhancing teaching effectiveness. Successful programs are often guided by specific factors
directly tied to their efficacy (Guskey, 1991). Such programs play a vital role in school
improvement and can significantly impact teacher learning (Borko, 2004). Studies have shown
that well-implemented professional development initiatives lead to substantial improvements in
teachers' competencies, expanding pedagogical knowledge and enhancing teaching skills
(Nurjanah et al., 2023). In primary education, these programs are particularly valuable for
addressing teachers' challenges and improving their competencies (Osiesi, 2020). However, the
effectiveness of these programs depends on consistent implementation and consideration of
relevant factors. Continuous, effective professional development is crucial for educators,
especially at the primary level, to sustain improvements in teaching quality and student
outcomes (Osiesi, 2020; Guskey, 1991). Research shows that satisfaction with professional
development correlates with motivation for career growth (Ismet Potera & Fatmir Mehmeti,
2019). Despite gender-specific challenges, women academics, such as those in Pakistan, view
career development as a source of pride (Shah et al., 2020). The literature highlights the
significance of well-designed professional development programs in supporting educators'
career advancement and job satisfaction, while also emphasizing the need to address gender-
specific barriers.
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Mentorship and professional development opportunities positively influence career
advancement and job performance among women educators. Mentorship is particularly
beneficial for women in educational administration, providing guidance and support from
experienced professionals (Ehrich, 1995). Such relationships are vital for career success but are
often less accessible to women (Ehrich, 1994). Developmental relationships, like mentoring,
are valued by managerial women and are linked to improved work and career outcomes (Burke
& McKeen, 1994). In academia, mentoring enhances career aspirations and drives institutional
change (Ntshongwana, 2024). Professional development initiatives for women educators
address gender imbalances, particularly in senior academic positions, through management
development courses, research development programs, and other career-focused interventions
(Brown, 2000; Devos, 2003). While these programs generally yield positive individual
outcomes, they are less effective at catalyzing institutional change. Systematic evaluation,
integration of existing knowledge into practice, and efforts to foster institutional transformation
are needed to maximize the potential of these initiatives.

Research on women in educational careers reveals substantial barriers to advancement,
including gender discrimination, stereotypes, and institutional structures that hinder progress.
Institutional factors, such as male-dominated environments, entrenched practices, and limited
networking opportunities, pose significant challenges (Storey et al., 2017; Majid Khan et al.,
2024). Family responsibilities, perceptions of women leaders, and work-life imbalances further
complicate career trajectories (Maheshwari & Nayak, 2020). However, factors like family and
mentor support, evolving employer mindsets, and recognition of women's leadership
capabilities can facilitate career growth. Research underscores the need for targeted policies
and strategies to promote gender inclusivity and equal opportunities in academic leadership,
especially in rapidly developing economies (Maheshwari & Nayak, 2020; Khan et al., 2024).

Family support systems play an integral role in women educators' professional development
and job satisfaction. Studies show that family support significantly impacts job satisfaction for
female teachers (Sutardi et al., 2020) and is a crucial support mechanism for women in
educational leadership roles (Higginbottom, 2019). Corporations have responded to the
increasing presence of women in the workforce by implementing innovative family-supportive
policies, such as flexible benefits and corporate daycare (Sullivan, 1981). Family dynamics,
including responsibilities and partnership status, influence career decisions and opportunities
for women in academia, particularly as they navigate the demands of family and career
(O’Brien, 2010). Recognizing the importance of family support, institutions are encouraged to
adopt comprehensive approaches that accommodate the unique challenges faced by women
educators.

Employee satisfaction and development conditions significantly impact career outcomes for
women educators. Research shows that women often face higher teaching, service, and
mentoring workloads, particularly women of color (Misra et al., 2021). Although full
professors tend to have greater influence and advancement opportunities, women continue to
face underrepresentation in senior roles, particularly when intersected with race and culture
(Allen et al., n.d.). Unfavorable employment conditions, such as temporary contracts and lack
of transparency in workload distribution, exacerbate these challenges. Favorable conditions,
including supportive work environments, clear assignment processes, and departmental
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rewards, are linked to increased job satisfaction and retention (Mansell et al., 2006; Al Sabei et
al., 2019). Systemic changes, such as equitable policies, mentorship, and increased female
representation in leadership roles, are essential for fostering women’s career advancement and
mitigating disparities (Allen et al., n.d.; Pyke, 2013).

Overall, professional development and career advancement for women educators are
pivotal for enhancing skills and empowerment. Studies highlight the value of continuous career
development in strengthening teaching abilities and digital competencies, particularly for
marginalized groups like refugee women educators (Bradley et al., 2020). In STEM and
academia, professional development and inclusion significantly influence career advancement,
though women often face challenges related to leadership access and pay equity (Ekakoro,
2023; Vanderslice & Litsch, 1998). These findings emphasize the importance of development
programs, inclusion, and mentorship while also acknowledging the persistent barriers to gender
parity in education and STEM fields.

3. Research Objectives:

1. To analyze the influence of Career Advancement Opportunities (CAO) on Employment
Development Conditions (EDC) and Employment Satisfaction & Development
Outcomes (ESDO).

2. To examine the relationship between Employment Development Conditions (EDC) and
Employment Satisfaction & Development Outcomes (ESDO).

3. To assess the impact of Family Support Systems (FSS) on Employment Satisfaction &
Development Outcomes (ESDO).

4. To investigate the role of Professional Development Programs (PDP) in influencing
both Employment Development Conditions (EDC) and Employment Satisfaction &
Development Outcomes (ESDO).

5. To evaluate the effect of Work Conditions (WC) on Employment Development
Conditions (EDC) and Employment Satisfaction & Development Outcomes (ESDO).

After formulating the objectives of the study based on the research gaps, following hypotheses
have been proposed by the researchers:

Hypotheses:

1. H1: Career Advancement Opportunities (CAO) have a positive and significant impact
on Employment Development Conditions (EDC).

2. H2: Career Advancement Opportunities (CAO) have a negative and significant impact
on Employment Satisfaction & Development Outcomes (ESDO).

3. H3: Employment Development Conditions (EDC) have a positive and significant
impact on Employment Satisfaction & Development Outcomes (ESDO).

4. HA4: Family Support Systems (FSS) positively and significantly affect Employment
Satisfaction & Development Outcomes (ESDO).

5. H5: Professional Development Programs (PDP) have a positive and significant effect
on Employment Development Conditions (EDC).
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H6: Professional Development Programs (PDP) have no significant effect on
Employment Satisfaction & Development Outcomes (ESDO).

H7: Work Conditions (WC) positively and significantly influence Employment
Development Conditions (EDC).

H8: Work Conditions (WC) have no significant impact on Employment Satisfaction &
Development Outcomes (ESDO).
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1. Figure: 1 Research Model

Research Methodology

This study is based on 717 responses. A total of 723 responses are received including six male
respondent which research excluded from analysis due to gender limitation of research.
convenience sampling is employed to collect data from Government and private school female
teachers. The questionnaire uses for data collection is consist of two parts first part is focused
on collection demographic information of teachers and second part includes various scales to
measure latent variable under research. These scales are adopted and modified for this research
from various researches like work conditions (WC) scale Llinares-Insa et al. (2018) and Moos
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& Insel (1974), the career advancement opportunities (CAO) scale from Li, K. (2014), the
professional development programs (PDP) scale from Mourdo, L., et al. (2022), the
employment and development conditions (EDC) scale from Caliskan, A., & Koéroglu, E. O.
(2024), the family support system (FSS) scale from Chen, Y., et al. (2013), and the employee
satisfaction and development output (ESDO) scale from Myskova, R. (2011). The
questionnaire is developed with google form and a short link were generated and share on
social media, like WhatsApp groups, Facebook groups and e-mail of school teachers and
related groups. After data collection data were cleaned and coded for analysis. Partial Least
Squares Structural Equation Modeling (PLS-SEM) has become a popular tool for analyzing
relationships between latent variables in marketing research (Sarstedt & Cheah, 2019). While
primarily used in information technology and marketing, Smart PLS is expanding into other
fields, such as human resources (Sander & Teh, 2014). As PLS-SEM continues to evolve,
Smart PLS remains a prominent choice for researchers seeking to analyze complex
relationships between variables (Sarstedt & Cheah, 2019). In this study smart PLS 4.0 software
is used in order to analyze the researcher’s hypothetical model. In order to run the structural
equation modeling (SEM), the two step approach in structural equation modeling (SEM) is
widely recommended for theory testing and development. Anderson & Gerbing (1988). In this
study, the outer measurement model is composed of six latent variables. Partial Least Squares
(PLS) path modeling has gained popularity in business and social sciences research,
particularly for analyzing causal path models with multiple indicators (Goodhue, 2017;
Henseler et al., 2016).

Results & discussion

Two stages data analysis is followed. Firstly, the EFA was used to analysis the data. First, the
EFA was used to construct the study factors: work conditions, career advancement
opportunities, professional development programs, family support system, employment and
development conditions, and employee satisfaction & development. Secondly, the SEM was
applied to know the strength and direction between proposed variables and employee
satisfaction and development outcomes.

The results in this section progress from an analysis of the measurement model to the structural
model, followed by mediation analysis, and conclude with the presentation of the bootstrapped
model for hypothesis testing.

Table-1
Outer Loadings of the Six Reflective Constructs

Outer Employment and | Outer
Career Advancement Opportunities | loadings Development Conditions | loadings
CAO1 0.920 EDC1 0.786
CAO2 0.944 EDC2 0.789
CAO3 0.947 EDC3 0.814
CAO4 0.899 EDC4 0.875
Work Conditions Outer Family Support System Outer
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loadings loadings
WC1 0.788 FSS1 0.870
WC2 0.877 FSS2 0.880
WC3 0.886 FSS3 0.870
WC4 0.785 FSS4 0.890
Employee Satisfaction and | Outer Professional Outer
Development outcomes loadings Development Programs loadings
ESDO1 0.799 PDP1 0.826
ESDO2 0.768 PDP2 0.827
ESDO3 0.777 PDP3 0.835
ESDO4 0.709 PDP4 0.856
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Figure-2 SEM- Model

To begin, the outer measurement model was assessed to examine the convergent validity of
all instruments. This assessment was based on three key parameters: Factor Loadings,

PAGE NO: 899




Journal of Engineering and Technology Management 74 (2024)

Composite Reliability (CR), and Average Variance Extracted (AVE). First, factor loadings
for each reflective construct were analyzed as an initial step in validating the measurement
model. In the preliminary analysis, some items exhibited low factor loadings; these were
removed to refine the outer model, in line with the reflective nature of the constructs, which
allows for item removal to enhance model fit (Guvendir, M. A., & Ozkan, Y. O. 2022).
Reflective scales permit item removal because each item in these constructs measures a single
concept through various similar statements. After removing items with low loadings, the
structural equation model was re-evaluated. Subsequently, all factor loadings met or exceeded
the recommended threshold of 0.7, indicating a robust outer measurement model (Bollen,
2019). Tables 1.1 to 1.6 below display the adapted items from the original instruments and
their respective outer loadings as estimated in the outer measurement model using PLS-SEM:

Table 1.1

Items Adapted from Career Advancement Opportunities Scale

Career Advancement Opportunities Outer loadings
CAOL: There are adequate opportunities for me to get promoted in my

current school. 0.920

CAO2: The promaotion criteria at my school are clear and transparent. 0.944

CAO3: My efforts are acknowledged and rewarded through promotions. 0.947

CAO4: The evaluation process for promotions is gender-neutral. 0.899

All the items (CAO1, CAO2, CAO3, and CAO4) exhibit very high outer loadings, ranging
from 0.899 to 0.947. This suggests that each item contributes significantly to the construct,
indicating strong internal consistency and reliability for measuring perceptions of career
advancement.

Table 1.2
Items Adapted from Work Conditions Scale

Outer
Work Conditions loadings
WC1: | am satisfied with the salary | receive. 0.789
WC2: My school provides sufficient job stability and security. 0.880
WC3: | feel that the work assigned to me is reasonable for my position. 0.887
WC4: | feel valued and respected by my colleagues and management. 0.781
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The outer loadings for this scale range from 0.785 to 0.885, indicating that each item
meaningfully contributes to the construct of work conditions. Although WC4 (0.785) has a
slightly lower loading, it still meets the threshold, demonstrating sufficient indicator reliability
and contributing to an overall reliable measurement of work conditions.

Table 1.3

Items Adapted from Employment and Development Conditions Scale

Employment and Development Conditions Outer Loadings
EDC1: My workload is manageable and allows for work-life balance. 0.786
EDC2: | am treated fairly at my workplace compared to my male

counterparts. 0.789
EDC3: | have access to resources and materials necessary for effective

teaching. 0.814
EDC4: My job expectations are clearly communicated and achievable. 0.875

Outer loadings for this construct fall between 0.786 and 0.875. These values confirm that the
items consistently measure the intended construct, reflecting employees' perceptions of fair
treatment, resources, and work-life balance.

Table 1.4

Items Adapted from Employee Satisfaction and Development Output Scale

Employee Satisfaction and Development Output Outer Loadings
EDOL1: The workload | manage allows me to feel satisfied in my role. 0.799
EDO?2: | have developed professionally since joining my current school. 0.768
EDO3: There are sufficient career advancement opportunities in my

school. 0.777
EDOA4: The support systems in place help me manage my work and

personal life effectively. 0.709

Employee Satisfaction and Development Output Scale (Table 1.4): All items show acceptable
loadings (0.709-0.799), EDO4 has a relatively lower loading of 0.709, which is just on the
threshold. This item still contributes to the construct but less robustly than others. Overall, the
scale shows sufficient reliability in measuring perceptions of professional satisfaction and
career advancement output.

Table 1.5
Items Adapted from Family Support System scale

Family Support System Outer Loadings

FSS1: I receive help from family members with household

responsibilities. 0.870
FSS2: | feel encouraged by my family to pursue professional

development. 0.880
FSS3: My family provides emotional support when | face challenges at

work. 0.870
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FSS4: My family understands the demands of my job and is supportive
during busy periods. 0.890

All items (FSS1-FSS4) have very high loadings (0.870 to 0.890), indicating a strong
relationship with the family support construct. These loadings reflect excellent reliability,
suggesting that each item captures a significant aspect of family support as perceived by
respondents.

Table 1.6

Items Adapted from Professional Development Programs scale

Professional Development Programs Outer Loadings
PDP.1: There is ample training programs aimed at enhancing teaching

skills. 0.826
PDP2: | receive adequate mentoring support from senior staff or

administrators. 0.827
PDP3: My school provides financial or logistical support to attend

workshops and seminars. 0.835
PDP4: There are clear career-enhancing programs that prepare me for

leadership roles. 0.856

The loadings for this scale range from 0.826 to 0.856, which exceeds the recommended
threshold, confirming reliable measurement of professional development. These results suggest
that items consistently reflect participants' views on access to training, mentoring, and career-
enhancing opportunities.

The outer loadings for each construct demonstrate strong indicator reliability, as most items
have factor loadings close to or above the acceptable threshold of 0.7, which is generally
considered indicative of adequate indicator reliability (Hair et al., 2013).

Outer loadings for all the constructs under study are evaluated, Now the next step isto
assess the CR and convergent validity through AVE. The CR assesses how well observed
variables represent underlying constructs, assuming a reflective measurement model where the
latent construct causes the item scores (Gruijters et al., 2021). All constructs have CR values
above 0.8, demonstrating that each construct is reliably measured. The Career Advancement
Opportunities construct has the highest CR (0.961), suggesting that it is very well represented
by its items. Composite rreliability is often measured using internal consistency estimates like
Cronbach's alpha, which should ideally fall between 0.7 and 0.9 (Tavakol & Dennick, 2011).
All constructs have CR values above 0.8, demonstrating that each construct is reliably
measured. The Career Advancement Opportunities construct has the highest CR (0.961),
suggesting that it is very well represented by its items. The Average Variance Extracted (AVE)
is a crucial measure in construct validation, indicating the amount of variance captured by a
construct relative to measurement error (Mendes dos Santos & Cirillo, 2021). An AVE above
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0.5 is generally considered acceptable, suggesting that more than half of the variance is
attributed to the construct rather than error (Machleit, 2019). All constructs show AVE values
above 0.5, supporting adequate convergent validity. Career Advancement Opportunities has the
highest AVE (0.861), indicating that its items collectively capture the construct well, while
Employee Satisfaction and Development Outcomes has the lowest AVE (0.583) but remains

above the threshold.

Table 2. Construct reliability, validity, and AVE

Cronbach's Composite

Average variance extracted

alpha reliability  (AVE)
Career Advancement
Opportunities 0.946 0.961 0.861
Work Conditions 0.855 0.902 0.698
Employment and Development
Conditions 0.833 0.889 0.667
Employee satisfaction and
Development outcomes 0.761 0.848 0.583
Family Support System 0.901 0.931 0.770
Professional Development
Programs 0.857 0.903 0.700

Discriminant validity is critical in assessing construct validity and preventing multicollinearity
in research involving latent variables. Traditional methods like Fornell and Larcker criterion
have been widely used (Ab Hamid et al., 2017), but newer approaches such as the heterotrait-
monotrait (HTMT) ratio of correlations are emerging as more stringent alternatives (Yusoff et
al., 2020; Ab Hamid et al., 2017). HTMT value below 0.85 is considered acceptable.

Table 3 Discriminant Validity for constructs (HTMT)

1 2 3 4 5

1: Career Advancement Opportunities
2: Work Conditions 0.435
3: Employment and Development Conditions 0.058 0.581
4: Employment Satisfaction and Development outcomes 0.295 0.533 0.401
5: Family Support System 0.298 0.605 0.356 0.470
6: Professional Development Programs 0.367 0.515 0.251 0.359 0.501
Table -4
Estimates of Structural Equation Modeling (Hypothesis testing).

B F2 t value P values Results
H1: CAO->EDC 0.219 0.066 6.190 0.000 Accepted
H2: CAO -> ESDO -0.202 0.045 5.275 0.000 Accepted
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H3: EDC -> ESDO 0.441 0.157 8.945 0.000 Accepted
H4: FSS ->ESDO  0.162 0.026 4.309 0.000 Accepted
H5: PDP -> EDC 0.369 0.171 10.348 0.000 Accepted
H6 PDP -> ESDO  0.051 0.002 0.958 0.338 Rejected
H7: WC -> EDC 0.206 0.051 4.955 0.000 Accepted
H8: WC ->ESDO  0.004 0.000 0.085 0.933 Rejected

The hypothesis testing results in Table 4 reveal significant insights into the relationships
between various factors, such as Career Advancement Opportunities (CAO), Employment
DevelopmentConditions (EDC), Employment Satisfaction & Development Outcomes (ESDO),
Family Support Systems (FSS), Professional Development Programs (PDP), and Work
Conditions (WC). The path from CAO to EDC shows a positive and significant relationship,
with a path coefficient (B\betaB) of 0.219, F2F*2F2 of 0.066, and a t-value of 6.190 (p =
0.000), indicating that CAO significantly influences EDC. Similarly, CAO has a significant
negative impact on ESDO, as demonstrated by a path coefficient of -0.202, F2F"2F2 of 0.045,
and a t-value of 5.275 (p = 0.000). Additionally, EDC has a strong positive effect on ESDO,
with a path coefficient of 0.441, F2F"2F2 of 0.157, and a t-value of 8.945 (p = 0.000).

Family Support Systems (FSS) also show a significant positive influence on ESDO, with a path
coefficient of 0.162, F2F"2F2 of 0.026, and a t-value of 4.309 (p = 0.000). Professional
Development Programs (PDP) positively impact EDC, as indicated by a high path coefficient
of 0.369, F2F"2F2 of 0.171, and a t-value of 10.348 (p = 0.000). However, PDP does not have
a significant effect on ESDO, with a path coefficient of 0.051, F2F"2F2 of 0.002, and a t-value
of 0.958 (p = 0.338). Work Conditions (WC) positively influence EDC, with a path coefficient
of 0.206, F2F"2F2 of 0.051, and a t-value of 4.955 (p = 0.000), but show no significant effect
on ESDO, indicated by a path coefficient of 0.004, F2F*2F2 of 0.000, and a t-value of 0.085 (p
= 0.933). Overall, the results support most hypotheses, indicating that CAO, EDC, and FSS
play important roles in influencing employment satisfaction and development outcomes. In
contrast, the relationships between PDP -> ESDO and WC -> ESDO were not significant,
highlighting areas where these factors may have limited impact.

Conclusion

This study employed a two-stage data analysis approach to investigate the factors influencing
employee satisfaction and development outcomes. The Exploratory Factor Analysis (EFA)
identified six key constructs: Career Advancement Opportunities (CAO), Work Conditions
(WC), Professional Development Programs (PDP), Family Support System (FSS),
Employment and Development Conditions (EDC), and Employee Satisfaction and
Development Outcomes (ESDO). Structural Equation Modeling (SEM) was subsequently used
to assess the relationships between these variables and test the proposed hypotheses.
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The findings reveal significant relationships between the constructs. CAO positively influences
EDC, with a path coefficient of 0.219, a t-value of 6.190, and a p-value of 0.000, demonstrating
that transparent and fair career progression opportunities improve employment development
conditions. However, CAO negatively impacts ESDO, with a path coefficient of -0.202, a t-
value of 5.275, and a p-value of 0.000, suggesting that certain career advancement criteria
might conflict with overall satisfaction.

EDC emerged as a critical driver of ESDO, showing a strong positive relationship with a path
coefficient of 0.441, a t-value of 8.945, and a p-value of 0.000. FSS also significantly
influences ESDO, with a path coefficient of 0.162, a t-value of 4.309, and a p-value of 0.000,
highlighting the essential role of familial support in fostering employee satisfaction and
development.

PDP positively impacts EDC (path coefficient = 0.369, t-value = 10.348, p-value = 0.000) but
does not directly affect ESDO (path coefficient = 0.051, t-value = 0.958, p-value = 0.338). This
indicates that professional development programs primarily enhance developmental conditions
rather than directly influencing satisfaction. Similarly, WC positively impacts EDC (path
coefficient = 0.206, t-value = 4.955, p-value = 0.000) but lacks a direct significant effect on
ESDO (path coefficient = 0.004, t-value = 0.085, p-value = 0.933), underscoring the
importance of foundational working conditions in enabling development without directly
affecting satisfaction.

Overall, the study underscores the importance of EDC as a central mediator in the relationship
between organizational factors and employee outcomes. While CAO, FSS, and EDC
significantly impact ESDO, PDP and WC demonstrate indirect effects, indicating areas where
these factors may require additional support or integration to enhance employee satisfaction.
These findings provide actionable insights for organizations aiming to improve employee
satisfaction and development through targeted policies and interventions. Future research could
explore additional mediators and moderators to further clarify the observed relationships.
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