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Abstract

This study aimed to design and structurally model the factors affecting organizational citizenship behavior
(OCB) in the Tehran Tax Administration. This developmental-applied study employed an exploratory
sequential mixed-methods design. In the qualitative phase, thematic analysis was conducted based on
Braun and Clarke’s six-stage framework. Experts, university faculty members, senior managers, and
experienced taxation professionals were purposively recruited, with 15 participants interviewed in the first
stage and 18 additional participants in the validation stage. In the quantitative phase, 130 managers and
employees of the Tehran Tax Administration were selected through simple random sampling, while 20
managers and experts participated in Interpretive Structural Modeling (ISM). Data were collected using
semi-structured interviews, a researcher-developed 96-item questionnaire, and an ISM questionnaire.
Content validity was evaluated using the Content Validity Index, and reliability was assessed using
Cronbach’s alpha. Quantitative data were analyzed through confirmatory factor analysis (CFA), structural
equation modeling, and ISM using SPSS and LISREL. CFA showed that personality traits, demographic
characteristics, work environment, adaptability, leadership style, and job characteristics had t-values
greater than 1.96, confirming their significant effects on OCB. In contrast, performance, leader—
subordinate relationships, ideology, training, and reward and punishment systems had t-values below 1.96
and were consequently excluded from the final model. The NNFI, GFI, AGFI, RMSEA, and IFI indices
indicated an acceptable model fit. ISM further demonstrated reciprocal relationships among job
characteristics, adaptability, and work environment, as well as between these factors and leadership style.
Personality traits occupied the second hierarchical level, were influenced by demographic characteristics,
and exerted effects on the first-level variables. OCB in the Tehran Tax Administration emerges from a
systematic interaction among individual, occupational, environmental, and leadership-related
determinants. Accordingly, simultaneous attention to employee personality traits, job design, adaptability,
the work environment, and leadership practices may provide an effective framework for strengthening
citizenship behaviors and improving organizational functioning.
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Environment; Leadership Style; Interpretive Structural Modeling.

Personality Traits; Work

Submit Date: 18 April 2026
Revise Date: 18 August 2026
Accept Date: 25 August 2026
Initial Publish: 30 August 2026
Final Publish: 21 April 2027

© 2027 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

Sl Jg% 3 53p drugi

VRV

leabade S8 5 Jad 2 ol oy by Sl Gk 31 B il s Shee 4 bt olae Sl slakaoma 3
oy Sl 151 515 5 b gls O oty OLSIS 45 ol s _slasly 4 Oloslon oo 3151 age iy S o p OIS
g o at b pleslr (i s LB Olge o Jlosla Jld, 5 g pde Olasl js oS L 1S 5lanas cul s e (ﬁt?g.:‘ S A
Glaslgin Ll Glosle laben cule Glpds ol s L Olojle sl 3 0dijle &S Lie OSan 4 6libsls SaS Juls
pefis o130 05 oS 3 ls el g OF 51 sl (s g LUy s (635 Soasl S milie 1 mer wilie e 5 5 0 diadd g
S Dl das W1 Olejle obIS 5 65 wlozel o Saalan Wil 5 oo sl ol iy a8 (313l oy i s Log 3l aST 050
OB ad ey sl LS 5o 5tz aOlejle (glae 5 Sas age jolie 51 G et el oS das e 0L o5
oz 5l 3 513 slasliy o) omamen (Podsakoff et al., 2018) 1S o W) rex 3 ,Sas kS 55 (GloliS s
6 S dm3 o OLES £ g e 53,8 o U3 258 Tl 5 638 Gla Shs b o wllbsls oSl 5 510 sla sl
.(Podsakoff et al., 2015) el (63 3 5 Shas o3l LU0 5l 515 A w3l sk, -l

e 03 S e Culled J e d:{léj codzmy sl 3 Laplele &S Sph S v_}uj u.ib:)'L.q Gl e LB, Coanl
OLS,I Gllbsls slacd b 4 ST Olesles 5 IS o i 1 (O slacamdpo olad W15 ool oy slaslitles 5 0ilsh (il 2
osls UL Slosle (Ss ad 5, 1 e Jolge g p ool (Sto e Oltal 3l Culam 5 (5 p i Olanil (6, Kan cais > 51 5
3 e e o ol B, 1) OF Ol as 5 30 o 30 Slasle 5 a5 S g3 olse 31 ldir (glas somme 31 5, pl 45 o
Ol |5 ¢S S Olesle 5o olazzl wlo (6,8 IS0 a0 Ll 5 o Slojle sy g Sk, s 55 31 (Putra, 2019) cols
s o Gl Olsle mer b b nl Sl g e S CusE 1) e slajles 5 cules Jol ¢ line slazel bl
5 Flerl Gl sl s gl &KL DS 55l el gl s Ll ol andlas s 55 (Nowak & Esztozk, 2018)
ol oaal Gleslu s Shas 5y J5e bl

3OS, 5 Shae L il oo (g5 43 laslsy a5 Wlesls OLAS s i gy . disls aaewy wals 50 Slosle (gl g 518, sladsly
LS S8 QLS 5 Shos 5 Sladt CoiS Loy (Gleds 5 apes sbaolle 53 s il a3l Bl Glole as i sl
L3l 5 e 4S Lilodd azsls sl ge 31 (gis e L, 5 LS, dgns ool 5 osel sladass 3 ies (Rizaie et al., 2023)
G S G Sl b w5 e | .(Kanojia & Malhotra, 2026) 15 S&S bl Jl S 55 ,Ss 5,0 «
S 5lis (5 ,S5b gl pacis b5 S SaS OUT (glanw 5355 Al b a0 Ll e 4L i OLSLIS e la 2 S5 51 gl s
51 OLSHIS STyal 5 (sis e Ly bLil & by dalsd conl 05530 (MUStOpa, 2026) s5le sl s 653 sbacokl sl
5 Sdes s 4 Sl ('jt"‘ o e Conle lacaabs LS 55wl o aldbgls (sla )b, 5 das o 0L SLL Gl;,a slad o,y
Sl L, llas daly Gpp Ol o | Slesle s s e b, (el ol (Recla & Gutierrez, 2025) 15 2 OLSLIS

s Ol s 3 la ) (gl gladanl s SIS 55l S -2



Personal Development and Organizational Transformation

G Slas ol OF laduliy o3 2.8 £33 Sl s s sy Sl 55 bl Blee 51 SG o pehe al Comal 355 L
G 5 nls 3 k5 e (Glesle (638 Jalse 3l glhssemme S Cou Slosle (s ed Lk, 45 Aias e OLE L
S el oals QL2 OLSHS b da e llllae dtapllss p e il Ssline lasle 3L L cnlie Sl Sae balge ol (135,50
S8 sl 3 5 (95 80m SbLEl (S5 5 L8 Jale QLSS Sl (g (Slesle g (ad culs ale ole e
oS ol o3ls OLES 5 Cdhes 05 9= Slaim g3 5,0 (JuniasTi et al., 2026) daes L5 e Sy s 53 LSS, Julge e
ol Slole g 5 Kb sy Aole Glasla Jolse SUS 5 n b 5 Slmes S (Jid ulo (2501 G 605 Jul s
5 65,4 Jalss s ez (Maulana et al., 2025) k51> coanl ks, ol 6,8 1SS 55 (558 Sl kS 5 sliST ol
3 okezel (g iy S (2SSl S Thal b sla Sis Ola Joles Lol (sis el 5ld, a5 das o OLES OLS S S, 50 S5e o
(Gibran, 2026) .l 255 b oL

OLKea b folss & Olojlor 51 3 Sysl o g Ll 5 0 Cowased L5l (glatus o JESVEL Lgu;jw (85,4 Julse Ol o
by Slatassy sspm das 13 G50 o 1y 8 1 515 slasl elwil sl (Sabel 5 5Lid s (65180 o6 iy shs Oljn
Olas ol 5 aldbsls slajli; 55 lp g mde Jlarl b teased sla Shy (50 45 Sl oals OLES (G5 0l 5 Coasied 4
35 G Ly b i 5l S Olgea |y Cuasid 55 Sd glaasl (Majeed et al., 2018) dies of an LIS Jaes o
5 e Ll 2 51 s 0153 s it 3 o ol b (RAJPUL, 2026) Les S e St 5 5105 sla i, 0S8
S b s ogd s gl s slasls, o Sule> e 53 OLSHE asd lacd bl (S | p5 005 n& o e
Ols 48" sl 0313 QLS 55 o sae (Ao 53 eddplnil g iSO My ) seb Ol Cnlial L oliSs gome Jaes 55 lacsid b Oles
Jolse 5l s il e o Jailsy ol Sl s el D Slediamy ailsy (S5 ,65 51, 5 5 et) Sow it sl S
(Alviani et al., 2023) & .S | 3 coir dibe o liC e

ol 5 st Al (ODand (S (a dnd o JSCES ) (g LB, (635 ae) Sl i 58 e e S
SR s, @ gy bl Ol s ad sl Olosle w33 3550 55 b it b b dits & oty ol S oL
AST 5550 s s Ll Cusd s tlicamesr bolye 5 Jlosle dgn (28 (Il Sla g DU anlllas L3 il dad o 25
Sl S5 S S5 5 ases Cwdst wﬁi:l (poes okl s s g ) (Sarwar et al., 2025) .. S 3
S Lz e Ol basl ol (Moon & Lim, 2019) kS Liss |y sy b ks a0 (63,5 o pl ol 60 Al 55 0 Ol
LS 3 s 2 2 s0 Olele Jamms (gl (gla S5 SUS 53 OLSLIS sla S5 ol 3N (s 6 515 335 e 612

S G Lgd o guime s ed L, age syl Sl Olesle 55 OLSHIS 4 28 CukS 5 )8 Lame (63,8 Jalse ol
oy Sl 515 el a5l (g rie dleasl S o STyl slazel LB 5 oS i Soles wliaie ) 355 (6,08 Lo
Sk, Son a g 0,8 Cus® | OLSHI Glad 5 gl bl Wl o0 0d3STHsl Glosla Cules dias OLS 35 51 Jad
wen) Lilg e aS Lz ol S 55l 5l Slosle cllde 5 I > eaens (Novita & Hidayah, 2021) 555 s iy ¢

LS il G 5 aYale | Oljle slapanal 5 Jalsy OUSHS o Gl shisn oS wal | aillbls glasls; (5,8 IS



Sl Jg% 3 53p drugi

S s s, b Jlsle 6,850 el aav s b 5l Llg e 50 8 e 3 (osls (Saadattalab & Shirali, 2022)
o3l slasliy a4 Wiy o 4l (o ot l30ls, daly SO By IS Lams 31 OUS,IS Cute 4 o oS Aas OLES 5 &S Ty LS|
(Goel & Singh, 2023) 5,2 Jas bl

sl Doyl (ol « icd slasLis S 3 pdoms |y (ss b Lyl 55 b b ol oSas (5,18 ogllasl Ll b ¢ e o
Sisa 5 it il U ey das a1 5 sl el sl OUSLS a0l 655 a8l e e e OIS
sl.(Leeetal., 2020) ks Ll s s 5, L Ol b S b 5 S HLs by e Jale 45 sl onls OLE s
e 5 el bl i aS J s bl wdls 8 Sl 51 sl s Sl sl (6 S sl OLS LIS 1 Al g el Waolesle s o
st 5 SN DB 035 Sk p g lllen 55 eddplanil Slalllas EL el al b bl cpl S IS sl p5Y
33 Codls 035> OLS S anlas ¢ pimees (Kataria & Adhikari, 2022) wles S aST 07 s 3 Sl 5 Slosle lal 3 w0 a5
3 AL ohen Slosle 5 633 Jalse 51 (glas pamms b Wl o (g5 e 55 VU o oS il 3l DL ol (Sha b aie S
5 sl lelul S Cadl o3 Sllas 4l (Afriantd et al., 2024) sls copenl bk, ) ks 53 55 Koa b e
Lo pa daes St glaolebe 53 mlem 5 gl slaaias IS Coeal sduasOl lesy S e 2ilig sl sl
(Wardiyah et al., 2022) Ll 5 o 5 1y Slojlo s e s, laiiese

(S s el g I Ol e e lly Conle s (535 b W, (5,8 S s e jolie K05 Sl 55 e sle S
OLES ases Lism 53 e dalyd s 3 3l coa 1 OUSLIS S, 5 5,50 dSlg e oS lie cas b 5 (g nduilanil 5550
B Ll nl 53 Kl e 58 Sles g pduilanil 5 asls B OLS,IS 5 Shas 5 (s g8 S, b Jid gla Sy oS ol ol
il bl oo p (e J RS S SUSI 15 kS o are 1) Jad b el wsl ool (Ferrarini, 2026) Asb ails
CS e 8l 6t 05 S0l Cnl (S S o Ly Clie 355550 5 LS e o 395 S s (6 i (golsbas g5 Al
sl s dxd gla paze S Lles S J:SU o SN s oL, glanolin 4 by e gla tags il aea s Sl axils Sl ls
(Arifin et al., 2022) L5 | T o Sypots bl 655 gl Sy s 3 K LS 5

Slodiyl 33 ool (Ll Ladiul 3 bl s Lajbitle ois (sl SN o b 6 (630,00 slaobeslu L3 50 OLSIS (s bl
i Ol oS JUS,IS 4 Line ol s tlas i 1y (s e LU, L Olaslur 55 3 ol Olis alasly Ll 55 o 3Lkail 3 Shes ol il
LS fdd gl el sbsldy 4 e oo Gl 5 o gbad bocid (Ses Ll L Ll L85l ¢l
I b el gladle (b oS SUL el Olesle Sl glallesle 55 o354 5050 0ol (Gorostiaga & Balluerka, 2022)
Coatl (Llodds axlpe SVl cbaalols 4 Saaoly Sl 5 0bsge L LU gladnl i cbods 0 S S (Jliws
Il b S (555l (,S5k L3 olKen 5l 62,80 555 4 e s S8 W15 oo G560 S5 Jamms i 3 3l Ol s
s J s 51 80 O o 53 Sl 5 eis dul b s 0L 3 gl (il

lazel sbmgl QLS L Bl o g b 51 0L, ol (55,85 S5 b ke Slosle Jalgs o dage 51,500 (K 6 pt) S



Personal Development and Organizational Transformation

DL QLSS ot S 5 dead s 5 (s b, L (et (sacm oS Wlesls 0L Sldlae . dias 2als L il 55l 1y s e
5 o s sl 35y Go b 51 e s maps o (e oS Lilesls OLES 35 S slatas .(Masood et al., 2020) . ,Is
Jims slad s opl » osdle (Teklehaimanot et al., 2026) kS wal 5 1) (a5 62 58, 552 4l QLS by )33l
23 SR A4S s OLE 5 asd Jad e (s s glasl, 5l OLSLIS il b S e 5 g, Ol 5 oledsl sl
ol s G 51 i b 1 e nl b (Tunca et al., 2026) el w5 L6 55 oy (bl slalas 5 <dlls
55 e Olajlu sltla 5 QLSS Lul i 5l ol Son w5 3,08 o 31 o b 5 IS Lame y a4 s

031> OLES Sloslu pleal 51 iy a3 5, s i Jolse andlle ls Coanl Oln ol 3 5 ke slapllss 5 sl (S 3
Hasan ) il awsls (28 s 68 Sl Sbacslis mud 5 55 Aol 5 oo il ana b 5 dgn ( Slosl S aile ol e oS ool
Gl ol 518 ks e OLSS 5 Shes 5 gy e kb, b Slole e 5l glassamms 50 KL 25w 55 (et al., 2024
Al o 65 250 5 (e o slazel ¢ Gle sl Agas & Wilesls LS Sladllas > ez (Budianto & Kurniawati, 2024)
Lol 5 3 Sl Kan Kb L e Lile Kos gla e an 1S Jb= oo sl andls gl 60 Sk, ke
5ol Ll s L, sladulin Ole Jauly, o5 uS e AST Laasl, 5 ,Saal s (Suryadi et al., 2023) wsls lsbas
S anllae ol Slosle gla iy s by Cons o

Baas aale ss,e5 B, ol 035 ol 3 e Blos 1 33 OLSUIS Sass la 35800 5 Olisle oy slapllsl Ols Lalas
oSl Jolas o5Ly3 i s o sl (bl lad 28 U ey sla 515U L B a8 itls Sanl 015 ol ey ol 3l 8,05 Sl gl
S 5 il Sl slalS sile 5 Lo s Sl aled Jole K155 oo (g5 g 585 45 ol el OLES  Stled slagllss 5 L3Ol
Glatsbw 5 S bl (B ol oS das o OLES Glate roes (Wilhelm et al,, 2024) ais ois s bole | g w0 st ole
Sl Sialen iad il 5 Sl olozel (Ghai 51 0L, Sl b o5 S o 1 s e 5l a5 Sl Ll sl
g O Syl 5 Sl pl e slad 58 a3 55 b il 55 S Uy CusE s bolesle g3 ,mly AT Ks 5
.(Kang & Hwang, 2023) 5 .S

B 5 ol (50 Glasltlo b nsas 38 S s 51 S Olsle s iy Coeal SULe el 0Ll 3 65550 ol
sl el 5 Ol e 4 o sSonly CokS UL s (o ses slazel b Lot 0T 5 Slos S 05 g 5 5 ool 1S5
Dl i patms Sl ks Vb S35 Sy 0 (ol B (St (6O S L and go 5l (ol L3 Dbl (pl QLS )l LLSSI o gas
S5 Sl bl il (655 00 ooy il 380 el (alad o 5 dlaxrlse elal Gladoales 5 Ol 00 b ites Jalas
OV o B codamy Slaedis b oagarlse 5o O I Cules ¢ Jils JUsl OSSOl () (s S O gllae 5 Shas
B s 5 e oS s Lol ) pladiped San Sl slaa s s 53 SSLEe 5 Obage plp o3 4 st S8, il 53
L s sl s lis e LU,

x5 o)l s slardllas Wlesls DL |y Lol ol ol sla S5 a0 ax s Cuanl 55 011 SUL cUé_S e 3 oJuitL?L}\ S e

2 Sl s a5l (Sa b lases 4 ax 5 S0 p5siS SUL el Olesle OUSLIS Ole b3 oDl Glosle sy ,48 b,



Sl Jg% 3 53p drugi

WL el Olosle 53 DS e o (gla sy andllas ¢ piman (Mihandoust et al., 2023) el o3 S aST ki, ool 5,8 |2
3,5 eon SWb Oleslu o Sl 5 Loyl 3 b bLasl s b 1 sl cpl 55 QLSS glajlsy ok 45 das oo OLES O 50 Oliu
O3t (S5t DLy pagas sadde 3l it eslizul & ol 0T S sy ) (Babaeinejad & Shamsaldini, 2025)
et 5 oS b 1 Ol ol OLSIS Sl Sy U155 ol (Ken (UL el Dol it 5 (Sas b sl il a5
Ay

S5 oy e Jalse 36 g 5 Olgm sl s glox! 55m 45 das o OLES 55 g Slaatl i (K05 (55m
Slosbe slapla 58 Ll s n Kos (F s GaSSl 5 el (P eSts P etead G Slallle (s
5 Lle3 S sy 3 sdos sadde LB 3 b 8Bl oy 1 alse ol Ol alsy b ia 5 51 (sl ol esdle Liles S aST
OUS IS by 15 t,0s ol 03 slaolesle 55 o3 5w St ol lastls y Lalse Olo Blize Jailsy 5 o5 el Jlitla 4 S
srres DDl 5 s Ll (g S 03 Gl S G50 DL SIS 5 skt Julad g aObsle cpl o
RFia ol rjyj Gy P (S5, S, 5l malr S5 a4y ol (Gl s Jolse 5l e b O o sl s > ol
sl 55 LT Ol Bl 5 oiiee b coniione Jalss 5 iy 30 iy Julpe oS cdils Ol b by GEB Jol s oS 55
Al

Sl sl Olaslo Jltle ot b S5 condy o ins sy slaanly 5 sSeal (Glosle (s g 5l 035 Gdmdir © a5 L
OB ;o s oy 311, S3e Jolse il a8 (65 S5, Sl eslinal (2 pde 5 Jaoes ( Jad (g5 3 Jalye QLU'(..A CHld S,
Sass S oiplil 5 e (63,00 5 e e aneg 4 Ll e LS 5 1 T Obe dalss St 5 el e 5 oLl
s 0Le e SW el Olesle 53 Slesle s e, 5 e balse obtle iladis 5 b Lol

b )

Ao o 53 A3l g Jlste LS| 505l 5wl (o 3 S5, oll 2 oS Sl (63,508 (Sl an s e g kil sl sy
Shele o oS 2y ) a sy e sehe by Al 5 5 Osa3T (6l 5 Opeae Jhos (AS s 3 Belse alelid (sl )
SIS 5 Ol b o il 6)<” SV am b Osene J,:lx? oo O eSS a5 A eslind ISM L=l Jels 5 gl
Wl Ol pelias (5,8 IS8 (F (o2 55 (SladS (6 s s (F sl oS 5l (Y daesls L bt (0 2ol e ol (Yo )
(AR ALl Ot Jols al e opl (bl anelar .l eslital o ggie gl sl (8 5 815 uslias ML 5 s O
A pLl @ Oy U S plsil o 53 53 5 iadile hss 0 (S 4 se 2 Sl el e 2 ablal DLWl S 5 ad )l Ol ke
eSS glaalias (i YT ¢ gazme 53) 505 L VA L sz al o 53 (s (shumer 51 g 5 L alias L& 10 (ol > s
(o gblis 53 ol il rils Jols SIS ES 3 Ol slasbas (35 Ss adsl laadl o 5 b e
amlas G b Sl besls 65515,8 aT b s SWb el Olsle 53 pde et siee 51 ol3, 55 5 b Lo e ciassy Sl
S S dy S B TOBYO o Sley Sl b s asle 530,500 S b a5 05 S bl (g i Doppe s 4Bl bt leass

S SllaSe caley b s Jloyl QB ES 3 (gl and 51 i S SV 5 Olal Lol alas slaial,y riy SU



Personal Development and Organizational Transformation

Sl gl s S el Allas sty Sl gols peilanly CIB s Sledbl el pialas 5ol S Ly (Sl e Lai> alax
Sl sl s ) e E Lol o A eslizal (VYY) OL,en 5 I i e (3l st B, Sl e Ba0 5 AS 2la)
s b g Jde 5 LIS ) ) 0K s5 i 5 (aliae LIB s abiad slaosls ol sl oo, Sl (ade O
el s 3 AS lsesls oLl e e mamen 5 (D (3l ol S a0 O Lo 5l Ve s Ll sl
o313 Lo 5 4 A 350 5 o ys /AP (IISUS e e 53 53 OF bbb 45 W3 S eslinal (Yoo Y) Gy s slgnin b ollas
oo (Y008) O3l 5 SIS G (2l ol e Ogenie Jalows iy 5leslizad b 2058 5 (65smee b 10808 alal o L
Oy

50 pde Jols e ol (g bl mel s eslizal (gl lo Jalsy ko 5 5S Ose31 (gl oS la s, 5l iRy ERIEIE
Sy L;fKSelfJ%;qsh:wll{ngJ\ﬁ‘U Sele s s QFWMJ};W@}:@.% O o SUL el Ol OLS S
Shas ¢ sdsn (slaaalidion py Gl 3l g «algd 53 A3 S 355 8 VY0 BY e 5L 3550 g0l o Ry Jolo V) oLl
(USM) (g s ol (iladie dul 3 LSS g (i 5B o s Ol ool skl Ss, 40 ole €500 Ol s 4 8 Y
5 e OMam lajlae ulul o dxdl S L3 AS Al e 3 4S Co e ate bl 5 Olejle Ll Ol e 31 L Yo sl
Lo, YOUO jam oS (VF0)) 06 5 o Ol laaes 55 as a5 L osldad ol eids Ol esle dolal (a4 Jad a2
witLs i (glaaliin el o ol 53 Waosls (65515 5 1l S o CuliS (ool le Lo (gl dSls o 35 ISM (glaesls oS ol
Sl sy b B s 48 48 ol ol asliin s s S 5 AS Al e Sl ediz| sl S il OF (slawy S oS 5
b Jolecpw Jaulss cpmns 5 ol malides Jlow g ISM oslians] woliin 51 gl (gladie al o (510 Cimman 1350 & S
L 58 4% sl 8 W8 Ole 50T bl 2 a8 3,8 oalinad (CVI) plgime 2l o ls 5l bsol g A o3lin
Al CIB s ey, wld ISM oy 3 a8 Ll 5l as Gl omDlo a3B 5,150 5 5 S 15 b 5550 0V (VL Ll oS
a0l OF ol o s e 35,5 W g 5l eslial b 5ol bl 33,8 oo 2 s an B TIS 0T sl (i o g
5ol S w555 eged ASM waliin UL 51 liebl sl rizman 55 A5 laad e sl /ADY B oV sllas il
Ol il 5 pSle) o 55 Sl 5l eslizal b baesls kol 5 4520 ol 55 288 )13 s 5550 O 5 DB ksl s S
Slr 3 43 ol LISREL 5 SPSS slajl5sle 5 law 5 (bl SVsles (s3ladie 5 ol ale o) Blazal SUl 5 Gleons
A as S o e ISM ST 51 ol pmaldis Lol s 5 e olg 3510 a0 olawes

Ll

osel Ol s glosle (gl eyl o ozl 5 Jelse GLAST 5 258 4 by e ol lge Gl (A4S 5 Cuss 5w 53
Sl S48 5l s Jse el Ol 4 et la ) elid aen 05 05l 5 SIS G Al e e 0168 el SUL
L)Lsia?wol:mﬁj,ﬁa)L{l”ggﬁu&‘#uwdudﬁw‘dzbg)wgau Joli a8 s Ol O, s Sl
ol o e ls Aol gim p8 Je ol 3 s (S5 5 25sel (it S st S (83500 6y Gl



Sl Jg% 3 53p drugi

A e ISM iy el a5 bl ol slinad al&ls aSLul 5 Ol pie 5 08 o o8 s 31 Lol slaslas Ol Js53
555 Sl Ol 4y (6 iy Bl b 50l Oliaasis ST 0l 55 i S LSS OB, 51,8 Ve w5 ISM waliis y ccd 08
Jelse o Jobee 5 e ddaly o (s Sl s 5le) ool e Sle 51 1 ol se Ole (S 3 s 5 ) Sl I L el s
E bl 3 S 5 Lo g0 hss oS s aalsl 3 s e iled | L ke (OIS 315 5 Bl e 5 e e OLES
edle Bl o Aoy YA SO0 Uslee (o3 5 4 oS il esls LS5 01l [y L OF 5 QLBT 1) 0 gad o 51,8 VY el s &
Sode Syl doys VoA 5 iyl b )8 Syde do s YAD (wlid )8 Lad Syde slyls OLS,IS Lo )3 00 A Ol ool 31 ol
i 1 LBl e e Cns (51315 Ao 33 YYD 5 sy o G (515 oy T (b )8 a1l Lo 3 YAD 5 il o | S5

.J@eblﬂ}.w(@d%u&.&l&&;ﬁj‘c‘)hJJ..AW)W\)}EAQ.J)(J&;ldﬁhwpots‘)lsgwa‘

563 Shakhsi N

4,66 Jameiat

£.75+ Mohit

7.3¢% Enghagh s 3_.:-('/”

766w Saghl

Chi-Square=11.25, df=9, P-value=0.25890, BMSEA=(.044

d;‘&ﬁb‘}?\:’u"c#@f—\ﬁ



Personal Development and Organizational Transformation

Chi-Square=42.66, df=44, P-value=0.52903, RMSER=0.000

p23 hole Jolond g 45 oY Y85

Sy Bl QS lames (2l Comer Gla (S (Coaid Sy sle iie adS 350 0 sdalin =) IS 55 oS hailes
ol 555 e bl Jsd BB Jie 53 e OF (108 1 5 i 10 a3l 0 VA% S 850t oslel i glls Jad S5 o)
o VAP St sl s 3l s 4 ol (il (83PNl Okas 5 e Jalss o Shes gl e &S ol b o
U QI Jams (2 ld Comer glo Sy Camaid Sy sls ite =Y K3 Ll izmen L5 S 2o Jo a2 5l el
é)‘g‘)ﬁjuQO‘)SL;GJJ‘J{@‘)Q{)jﬁjiﬁhuﬁ‘\{‘\z}:l{joéﬁ\.q;‘j\}f)){ta)LAT)\JJ.Aé\)‘JMékﬁcdﬂ)&ncdﬁ%
NNFI. GFIAGFI RMSEA § seen Je (i3l 5 sla el alS sl LS 50 Sl sl el @L:} gl slezel s ate
Cficu.buﬁ:’a»é)\ﬁjj\q};\&lﬁwomicﬂ;@yb)l{ﬁguaqwjl{jwblwﬂ.x)b)ljéwbckﬁ);|F|}

ol Sl ) Jsder

odal S 4 Jolo (slasb el 2 o piie (65105 31 pelaw gy 45, ) g

Jrd (S Sy Sew Grdy @kl S L Coard (S S Corex sl (S pre
YA Y..7 YYv. f.vy OA ¥y LsJ““L‘" )L )L.x.'é.a
el s ool Py 9o Js! 4,

C,M‘AM@}\)QLJHﬁ)Q)_}JM&%U&L@JA}J@&JJ\ w;fw.ﬁj}id.’wq,il.@;))



Sl Jg% 3 53p drugi

b

#.‘?.al"l..':__vs_:.l_; i L;L'I"-T
B l ™
TA £
b dis g Lty S e
[
V.7 TAY
ot 3 .L, e L _:-I ¥

Gl ale Ldow s 514 8 5 sy due ¥ ISS

C,.lLé.:)J}uﬂj‘&ﬁb@l#&xjj@LA}L.&JJ};@.&:)L@)J.:;_}A&‘ﬁwt&dh}ﬁ\u@ﬁ: @'C,:lﬂ.)jﬁ;.am.ub\);

w“@j):‘ow'r.?&op);uuwﬂlmﬂmw,\{.uuwHSM S Jolo 31 s ol (651 5 dde 4 O

A Sllas o5 ol b OF sla (oLt ol s 4 Sl o Sl ol Jols S5n Jalse £ 125 5 n OF eSS o g s 25

Wl ek hosde wan Al s sV O~ L i bt sles
NGICIURUES S B N VAT @;auﬁ,,u;.u@Aqefpij«;um
.@L_M\:&QQT@}QB):)&BQT): X G > Lij gl sl

5l ek i sde w0 Ol 4 B a3 5 &l 0T 550 G m L] als sl

AR N NN

00 ol )5 Ol &0 a5 L s e SIS b ile Vo polad (G5 i sltel O o s @,T@z;u,“m\ﬁ

JAJ}J_‘)J“&M\}' J‘Mlu&ﬁbm:‘@gﬁ‘c(r Jﬁb)bﬁj%ﬁ@jﬁd})‘é(.&p):q‘ J‘M)J

P el B8 el S50 05Y 258 Gl i sde VY SIS sl e VY o3l ) i sl Jali ) (gla S g peme

Bl Y sue
ol S 55 0SS s gy per-Y Jpur
oMaQLo)'L» LSLQQW. ] J.el.c
s S S bl B e Gla (S5 SR
S0 Snd S Comaseds i Jole
i \ Ve Y. v \ i S Cloges

AR



Personal Development and Organizational Transformation

Wy Ve V& \ \ q S L
Ve Ve \ Vo ¥ 1} Gy bk
V) \ a VY A 14 Gy S
\ VA a W W q Jas Shs

Slil Ll 51,5 s Jalse adol ((BL,2) gliws o Sl¥ Jsur

o lojle slaygeie J Jele
o S S Glkil ke sl (S ST

Sr) S Corex Copateds il
‘ ‘ ‘ ‘ ' ‘ Coatd Shy gy
! ! ! ! ) : G e sl Sy R0k

\ \ \ \ . . 5 Lo

) ) | ) : : S pdy Gk

! ’ ) ’ ) Sy S

\ \ . . . . Jois u’j), P

o ple o Bl I 3 5 Sl S &S 4 56 Ll Sl eslanal b 6,850 ol s S 5L 1 adsl olaws e 5l L al> e ol s
)L:M;\‘\sz Cj..oj.ﬁ U'l‘ Jw)ff‘ u{‘ u«:\.w‘ Ju\ AJ‘J QLJ;J (Hﬁ) C«AW LLGAJ}.LW u:’.‘\c JJ.X#).) .Ln}&dn chJ'_"?‘ 4:.5_5‘ ch.‘;.u)

ds\ v{‘)ﬂpJﬂu‘ﬁuh@bCL%LﬂA)WGKQTcMLM‘D@bCJL:*ALJ:)BJL:*A}MLM‘JAEJ‘)B)L:&ALA

s
Sl Ly 55 5 S Jolse odd S8l plaws g 5L-F g
oxaslojle slapygeie j Jele
Srs S bl b gla (Shy S

a5, Sgii L jad ) Srdy By Corex  Cgpamd i Jale
Jsl o ) ) ) ) . ) Copatid iy ogede
Js! o \ \ \ \ \ . S Conexr sla (S sla
pys ¥ \ \ ) ) N bme ol
P A ) ) ) ) . . Srdy Gkl o

Jsl 0 Ve \ Ve \ . \ Sty Soms

P ¥ \ \ Ve Ve . . Jas S
s 5 5 5 \ Y (Sl
Js! Js! Js! Js! Py £ D)

(o «$30s ey Jetie ot Ll o Slsle L el n Fe lasite slal g msla el e 5 e R«

(0 J}A}))Jﬁw}xuw&jdww-}w

Y



Sl J5 9 55$ dxwgs

dol o 53 Sljle Lg 4o 2 Jon Sl (5l pie slasl 5 7 shas (i =0 Jgbr

gl S yoie degazns T3 degee ©99,9 48300 slal
poo B Bs) £ 05 5¥'s) Copaind S
" Y Y PR A N REC IR TR NI ST
Js! £ F o £505F o¥'5Y 5) £ F o 5 LaaY
Js! £ F 5" £505F o¥'5¥ 5) £ F 5 Gy Gkl ¥
Js! £ 505 5¥'5) PR R AR £ 05 5¥'s) Gy S
Js! £ 0 oF 5t TR R AR £ 0 oF 5t Jis Sief

Lf jﬂu\.:lc)l;-aJJJ})‘J}‘C&.A)J&K)‘}L‘Jjja)fksﬁlﬂ;ﬁjjdu\ Ja.nm éuw‘dj\ch.ﬂéuﬁ;aqlﬁﬁ)\
ls dalpr LS5 1y Jsdor < # 50 5F Folael n gl S 2 4o saze Gl

09 W o 53 Glsle Ly pd 5 foe S gl gla pite sl 5 s (el —F g

v S s degoxe TSR YO (599,9 A€ gasno Sl
Jsl \ \ \ Gy S

l_}?mL;\«::..a):chhdjtﬂnw)%b\yqdﬁ)&?ﬂ;ﬂjp\{\UMWL@QJJCEJJ\;}JJ«;MLLAS))EM
&L@w J;J&Q—VJ}J}Q‘}*PLV}W}CA}JCE.«JJJ}Ua.LZC)Bf‘ d)b)‘ﬁaﬁ&i&w(ub\)bﬁb&dfﬁm‘&g
Mb&kji}uw;ﬁ;_}CMt;}lj6&ny}€jbcjhwdws‘x‘.lﬁswuu

Sl Ky 2 Fae paw g p93 plaw lasiie sl 5 7 shw oess -V Jgur

ghw S oo 48 gono (T degene $39,3 Acgae Sl
o5 \ \ ) it s

LSLAWMLJUM dJ“g_}'.’.‘)“‘s)}k"wJ)JM‘)?VJK‘ZCJ&MQ’:A}}I&.L@LS}Q‘)JJ"“°MJ"’L?@&J"L"|JP’
bl:éﬁa)&rﬂﬁ,&:,al.gquyj:@\)wuofjlc‘q—jo:ﬁ&L&:.agyﬁda.gb;ﬁiéb\:)S@uJé@\‘&‘i;jw
lecb.ﬂj:iu)'l;\;a&wb)\}wvfjuﬂﬁaJ.,\.apzcla.d)s..)ij_s)l}d.)wald)\CJa.NJJLAJ:;;,aO,{\.,Lil.gda

.L..Jl..da)l.\fﬂjkj&chﬂébﬂmj&]af:?jnf&u%w;ﬁ)ﬁ

Y



Personal Development and Organizational Transformation

WS 330 0 sl
3
2 b st | TR LR T | e
Iy Y Fy &~
Gt o5 349 =
rF
Tl
i o g
. . e ¥
WSk 3l 1y g2l

Sk sl dae - S

S 5 S

5 ) 0L, et S el Olasler s Slosle (s s,ed L, 2 e Jolse ol ladde 5 b Saa b ol ey,
Baee Olis 5 5 ony Sl o0 ,Shes (i lianar sl Sis (33 5 4 ol Jold Julo V) oS sls DL S Al e slaasil
S5 O, e 0 sl el g Ol s arasnd sla S 5 hisel (i Sla Sy s s S (S5 850 s p Bl S
(e sl S st e S el (53 L5 o ol 0L sl Ll s s Ul b it oLl Sl
(Jelie 53 s agb s 53 T sl 5035 V.88 51 385 T oll hils i Gl Ss 5 et S o8 Slll LS Las
SIS ole Joe 31188 51 xS to bl 51 gls s 5 Js s 2b 5 4 plss 5 S35 sl (3l Ol 3 5 eas Ll o Shee
ale ksl o sl 0L IFT, RMSEA AGFI GFI INNFI dax 51551 ols atls 05 5 onlis ¢ piomas b 402108
530l ST Slosla saisses S, Jleledar caale s amgt cpl il Jlsy s s BB 550 Sl el Shele o 1 Jols
S Jeol= 5, Ay 0l s 5y Al G a0l el 1 0L wllbsls slajlsy (6,8 ISKa oS das e 0L
Sladlig s 5 ast 5 Slole iy ,es s, el ol LS Gt ol (e 5 e (i (925 Gla S
.(Juniasri et al., 2026; Podsakoff et al., 2018; Putra, 2019) 5,5 Jlsen Jljle 5 555

et S S5 ale Je bl s Slosle S8 5 e 53 asnd Gla S B Al Ra s e Bl s
B Gosmme AL 55 5 Jie (Sl el Sl 534S iy Slosle (s e D, b Jas o Jlaline Jalse 51 (S 555 L

2Ol e 1 4Bl opl s SIS J (g s S 5 ol sla S35 6 Bl QS Jams oz 1 VL o (gla pine o 5 i S

VY



Sl Jg% 3 53p drugi

G st Sloes S (g p 355 omlidai s Al pla S5l 8 SUSIS 08 s (gl e Sl bl gls coale bl
530Sl 5 il 55l 1 S e 3 DK 4SS 8l st (3l Vgmmn il 0 4 (S3528 5
Majeed et al., ) Ll S ST i ,45 Sk, 5 masied sla Ss Obs B 35 2508 Slidlls ol L1 e slac b
Sleds sla i 55 OLS ) (s el 5l oS i i Ll 5 o teased sla S5 s a5 sl 0L RAJPUL Lia 55, ¢ ioman (2018
5ty S mased S S5 Ole blite Laly, 5525 51 50 0LKes 5 Alviani slaast (Rajput, 2026) il s 5 5
b b iy G Ol ey Cased S 0155 e conl by (Alviani et al,, 2023) &S o Colam o ges L5 53 G e L,
S aldbgls glajld ;) el sl s S3bl Olse 5 OLn 5 Ol ta bl Jalas o g cdamme 515 3 STyl (S8 (o bsly
N\.M‘ja

ble ol s cb.ﬂ 25 i Gl S5y dSM Jie 3 g otliicines e S5y b a0 by e Jiass S abl
Ll it b gy ot ndt il i el ols (S5 ST SIS A it la S35 5 B 515
s 5 S16 fols i (i Olylanl a5 (sl s Ll Lol S ad a1y Slesl (S5 jgh 5B s O oty
Jolse 2 45 ol gen OLKan 5 SAMWAT glaasl b s cpl s S350 s 1) Slsle glacumdge b 5 agalye
(Sarwar et al., 2025) wsls [ 3 0ol 5,50 Jbo Slajo LS, i e Sk, Cosi 55 1) Jlojle dgns 5 o lidCoanas
Sl S s Olosle e Sy few 55 G5 g5 4y 5 eses Cods L35S0l Ol ks, o5 Wsls olas LiIM 5 MOON «poaeen
b 55 b Sladie) st jiie Oy e |y 5 lidcuner sl Shs b w55 .(Moon & Lim, 2019) 5,5 . <z
S5 Gl Flie wn masid sl s Sl a2 S G S A3 e (S5 cal e ) s oS e
S eal Gy ed glasls,

s Spbolkl b s S 3 ISM Jue coss cb—ﬂ)) D8 e s g bl glaasl 51 5o )8 b lslas &
Colan 5 sl bLS | LGL;» @ i olael (e (el Ol 53 &S )5 Lo Sy bl gladaly bl Jas s S
Sl QLT gl 5 (gl 5 Olosla S pulest LSS &S o as il 5ol 1y 2 51 515 gla,ls, Dzt Wil 5 o A3l axils 35
oo 5 6llbsls 0S5l OLSn 4 S8l oyl LS 5,1 (6 jni Jleml (S ol b lailiaie (618 b 5 ol 35
ol S s by 5 eds STl Sl Colas bl o505 Hidayah 5 Novita slaasl s ol Lol b Olasle lal |
Siasn 5 sl ed LB, U Sl e 5 S e alaly eees (Novita & Hidayah, 2021) a8 e aub 1, s
@sls &S sl olis 55 Singh 5 Goel a5 (Saadattalab & Shirali, 2022) ..l sui x5 Shirali s Saadattalab
O L Gl ool 31 (Goel & Singh, 2023) il ks e sy ,ed S, L als e Sleole 6,850 el 5 S ko
dpbn il 5o wle b A8 o b s lijle slaliy a b 15 LSS (635 glacad b oS il (6 2

O s Afrianti ool juan 50 Slads 5 Sl glaos s 3 sddplrl sla iassy b IS Las 0 by s D K05 (G
(Afrianti et s ls J1 3 Slsle 5 63,3 Ll s 5l Glae e S50 Cod Sloys gladass 53 LSS gy ed ki, & disls OLES

VO



Personal Development and Organizational Transformation

OLKes s Hasan slaasl (Maulana et al., 2025) ds OUS IS G508 b5 (SbaodiS poand op Soge 31 635 Jolse LS
el Olsle s (Hasan et al., 2024) sls 3 ST 5,50 s e Sl a3 1) it ane s 5 dgad o Slojle K b 25 50
Sl el sn by 53 patees Sldl 5 OLaje & o Sl il g (B DLl ()8 LS L 0L &S S
S s 1y Ll sls bl gl o3V s lElls) e LIS Sliate 5 Sile aes

S Laea L O s> alaily 39 5 5 ke o o 53 (5 p 1 OUS 8 8 513 550 (6 pAuGLall 2 ylsbine slaasily 51 Ss SO
3 i b el s 4l it Jits (35 (S5 SO LSa Sk L 0L, (5l 48 s e 0L i e S s
Gt gy i Oleds (g5l o (Il J o |5 0,00 (b Comal SUL Hsal Slsle 3 pad5e 28 o0 IS5 oo
oLz Balluerka 5 Gorostiaga .ol esls (il 53l 1 0SS atas )85l s o (S8l gbadlle 3 2.8 5 Ll >
L5 Sl 5t b S s 5 S Ly sl b O3l 3 el ey W5 e Ll 3 Shas o s
Ldg |y Ol i LSl Uil OLS IS s > (Gorostiaga & Balluerka, 2022) .15 clb sls sla)li; &0 Slojle ool
S o Jae 3l 55 A sladnl b sl s oS Lie 5 0L 4 Slaosub e ils st s 4SS el s

(B s )l g5 (IS I L b e s mlaw b Sl Shslas ey 51 S Ol 55 e sl S
S al by sl 5l 1 el alail aas s sl (Rl 0L Saps 5SSl Al e by slalas 5 3,555k
s dls bl Jas s Ses 5 Slole s ,ed ki, U Jas gl S oS sl 0lis eses isw s Ferrarini glaast
Slsle 5 dad Jelse 5l glas gome OLK0n Arifin (wmen (Ferrarini, 2026) 5,05 ii Lly, ool 53 50 b g il
b sliSa a8 oK das e 0lis beasl ol (Arifin et al., 2022) Wles §° 5 e 55 e Jl,y ladliy 6,03 55 1,
(S ks 0L s 3l wldbosls (glaslis 4 35 (6 i ] il anils (6108 30 5 Comnl (Ml olor! OLS IS oS 558
Adas Zals il el 4 bl Wl e 5,550 Olis 5 S (QL@{\ o d Cod gdses

O Lo 45 ee LISM Jibe oo CE.A 03 5 il Slosle gl ed S8, o golslae S ol Jde s 50 sy Koo
WLy S a1 OLS IS Sy LS Ol oS ol OF 31 Sbe ail ) 3 g gens abaly sls i sla S5 5 s pdbLal
o, s Masood =k I 5t Ol 3L 5 g S o il e 5 OLSS glacB 5 Jelis £ e bl
(waen (Masood et al., 2020) ol ki LSS Codsr S5 dad 5 Gls s Lk, Logim, S sl Ol
B4 DL ol 5 pae— ) daly CokS Go b 1 Lls e s gmeps o (a4 Ll 0LE 0L 5 Teklehaimanot
cbolkasS « Wlesls Ol 0L, Kes 5 TUNCA (5 Jows slas s (Teklehaimanot et al., 2026) 5 e 5,63 Sk,
LIy o S5 s o2l oo (Tunca et al., 2026) el b o Jlizes glad = glalas 3 gy b kb, slaislosd b g,
S a8 ) e LAl o e cmlie Lame 05 Sl 35 Sl L1 51OLSLE S Coles clazel sl G b )
A 3 S s S b s sz ol Blite ddaly piomen 5 S laee 5 (6 8Ll Jad sla S5 Ols 4 eess sl 325
5 S o e Julad a5 SO LB s s g S, She Jelse a8 das e DL A pl 3y ol gl g bl glaasl

Uil OUS IS (6Bl Wls e Salam (6 s SO e sl 58 L SaSS 51 e SlS sl iz 1 LT Ol 5 s

V&



Sl Jg% 3 53p drugi

Pl lasl b Ll5 oo ety (et 0. S SaS 5 pdiillanl 5 Jouie glad sbl & W15 o 50 p A BLll OLS LIS caas
Gy nlite (1 e S 3Ll 4 1y a5 Jolie pdpillanmil b odmmy ol Lol s 55 1) Jid sla S5 Jad > B30 s
e I3 o Olosl g0 S 35 bk Jolad Jsvames |y (65, by a5 Slosla 5, i claslSs b ils ol das
a0l el b ol 3o ,lys 0K s Wilhelm glaasl ozes (Gibran, 2026; Juniasri et al., 2026) ..
Wilhelm ) ol Jalse plo kS 5 o a4 anls CAEl G5 00 S, S pn Jalse 51 a8 das oo OLES ol (glapllas
(et al., 2024

3 L3 a5 slsbae 3 drly il ale Lo 55 33k 5 4 s 5 a5 sel (53l Ol 5 5 eas Jailsy e Shes (bl
oy DUl 15 65, Vgl (S50 s 313 et 55 S5, o oLl Caale b Ol e 1 Al pl ks G Jos
o ldnes Sllbsls Sls, & Sbj @By 033 pds U U il oS ey slasll ) laiie ol S e 5
S ls 5 gt Caale o Adhikari s Kataria .aes o s 515 55 b5 Canle 51 s o pd el 45 b 3L
G a3l (s e b, S 4 oS Wlesls olis Hwang s (Kataria & Adhikari, 2022). Kang wles 5 4St s 5 ks,
J= ol b (Kang & Hwang, 2023) 5 S sbxl 5 40 5 pde 58 550 S LG,y 0l Ol g 5 Sl il 5 (93,805 5 S5
mard Kl (65558 Jolge Hpam 55 s e 0L AL ws Lol Gllas 035 el o (Slire 4 5l e 51 Ls ane ol Gl
e 0225 Al (T gl 3 T e 3 Jad o S35 5 6 ehs S S ama

L35 ol 0L en s SUryadi (s gl s calises la pame (58 55 Cslis e lasOLES 50 i Sla s glaanl > o
Al dae 5o Ko belge 55 a8 Jb= 53 cdigls e adaly (5 62 Sk, b (8 25500 5 s a0 slezel (Glojlu dgas oS
F5 4 el ol S (55 565 S, sladulin &S e e 0L seal ool (Suryadi et al., 2023) sl olis (g lsbas
Jolse 3l (slas saze oS WLsls OLis KL i 55 5o Kurniawati 5 Budianto sl calby conle 5 kil oK b obele
claasl (pimen (Budianto & Kurniawati, 2024) 1,158 e 56 0US,IS 5 Shas 5 s e Sk, o Olesen ssba Sl
Recla & Gutierrez, ) 45 » 43U 1, s Sas 5 Sl e glat s, Sl s e Sl Ols bLS Gutierrez , Recla
ey b pate Ol Lol gy (g1aSs Coale 5 oslate Jlosla slaana 51 36 Ol o |y Olallas @l Ok DslE (ol ply (2025
5 S Gladlas 3 OLen s MihANdoust .G jls ;55 0 slo s Conl 51 ol iass cbasl (SUL jsel Oljle jtas o
Slibe 5 (Kb aas bcwliae ol ge 4 a5 dnesld Slajle (guis g 518 anc 5 45 313 OLES Ol ) SWLe sl Oleslur LS IS
53 1y 0L ded g sla ki, cuenl Shamsaldini ; Babaeinejad ¢ ox.s .(Mihandoust et al., 2023) c..l slg -y
s S oo JeaSS 1 bl ol ol ol .(Babaeinejad & Shamsaldini, 2025) Llesls 13 4> 5 5550 SUb 56l Olejle
Sl Sl rlicamer b Sy (bl ol ol wtle i) 5 L T Olbe dalyy ltle (else olubs o esdle
(8Bl QS Jame ¢ Slasli Jliy 40 505 o 3 50,10 Ol g A8 S S oo ol 5 (935 e Sy 65 IS

.J;S&JA&&WC)JF@LEJ?“J&”)&'Z;E)

A\



Personal Development and Organizational Transformation

el ,\;A¢U53 5 ket Gl SUL el Olesl 53 Slesla (gdis e 5k, oS das o LS ol s slg Jde §yocmen 5
5 G (808 sl s S s Jele Al ¢ e il 4 L 6 5 ool OUSIS s J e B0 45,1555
3 Shes 3 5 5 OUSIS annn 5 elannl alo o sloml s Fe Jlole 1 (s b b, & slaslSls st ol 3y o Jols Slejla
«omen (Kanojia & Malhotra, 2026; Mustopa, 2026; Nowak & Esztozk, 2018) .l ol zean kil o Jlosle
orl ol (Rizaie et al., 2023) ol sis 5158 aslS Sldllas 55 o ses Slods OLSHI 5 S Laim L g5 4 5, bl |
Laoe sbml i J2S Glaslnl 5 S a0 Gl oS Gl sy et SUL sel Olsla 5o (sis el 13, s
S5 S pate QLSS (633 SlaShs & ar s 5 Fie Oy o s Sl p Bl ann s Jolie ol b ale

O s SUb ssel Oloslu 5o andllas (sl 5,8 513 a5 5550 Bl s 53 b oS 5500l o Slacussdowne b ol Jiass
sbolsbe s b UL Ll sl 6l rass Sl ol (K Olajlo ) (Koa 55 o ide il sla S 5 A2 ol
(iS55 5l U (6,8 s Jlaaml 5 5 Glasliiin s slaesls 5 sz fagh WS i (33 S 5o ) eesar 5 J9o
Golddhe 53 Ll gy Sltla cp g 313 32y Laay S5 OLT osline cuils 5 olanr| osllas Slagaly €l 4 08l hls
T 5 Bl e 53 2O o pe Ll e OB ot S 5 el 5 el sty Ot ol 4 g U (6 s gl
L slole oV 5 A8 g g |y Oloy Jsb 5o Jo Laly) alad blaad OISl oS o abade conle (izman 350 Jolge
s i 1y el 2 e Caenl ol S osls (655015 5 055 5l e Jlazl 4l 5l

Slds 5 Jos saolele jfi.s 03 e g e glaplial SUL Sl e js 1, ol Jde ol Sla m g5 350 0 slgioy
s s (SsSr Ll e Jsb Slallas ol 3 pd asitie st glalid Jlotle (6 dpmend 5 ML Olpoe B S 05051 o s0s
Bl e mladir gladia Sl eslinal poman 33l s, ias 5 Slole s slaesss 53 15 01 5 e Jalse 5 s 68
de ol ﬁ&.ia.? 5 Sldasly gla jame A8 358 e slgig S wsp |y Olpde 5 (6,8 sladsly OLSLS sl S5 [)Laj(..:a
hglin 350 Oga3] (s Sladde 3 35 2 LB0ls gl 5 pagas wds 53S0l i ol oleel Glole Sl Gl
3 O Dlpde 2Ll b 01855 glaesls Gudls 5 (ol aile 5 g Glac Wl s (R pde 5 S glaey S
s 5l el slaasl el Ll o 505 Shas e gla el

5 Sl e DL Sialan Glas goms s 5 Gy Sbaplls 1 o GISST sl U sl Ol O jpoe 355 e sl
(SRl g L ol o eased gla 355 OUS IS anc b 5 Claal codir Al 3 53 S |l (g a0 Dby oo 6l ) (g ke
ISl amen 35 b ks b GU e sls o s (gl (935 an s Glaasl 55 S 13 a5 B 5 (s
Jaa L Ol ke S a1 QLSS il sl S5l iy Wl o G5 503 5 25553 el 55 Nl 2yl 31 L (ol
Jsoui S Ll 3 53 s ane i 1) ammaps o 5 (S Lo o) o 5 S sl slazel a5 0Vsle Sles ()8
5555 ol OUT (gl 2515 ol 5 (6,85h s b (s oals S5l i il b 3 OLSLIS ol (65,0 50 SULe ol bz

.:ﬁ&#gujb@}jb\%gM@L;L)J@jdu)l:é)\.?sajfgﬁjﬂwa)yqu»bo@é)&u

A



Sl Jg% 3 53p drugi

J‘é‘)u\s‘pﬁj
Al Joe Sl 5 S5 Ls S alen e sy cnl ol 53 8 LS ales S
Ot 55 S Ls

L S el Gl i OB 5 led sl 5 s

él:.« oo\
2,0 5y bl sLaS dﬁ@ ol anlllas rleu'\)s
SHE 5l
el oy B ol sy el 5 A0 L as e O gl ol Ghasn e sled )
Extended Abstract
Introduction
Organizational citizenship behavior (OCB) refers to discretionary and voluntary employee behaviors
that extend beyond formal job requirements and contribute to the effective functioning of
organizations. Such behaviors include helping colleagues, voluntarily complying with organizational
norms, supporting organizational objectives, demonstrating initiative, and participating constructively
in activities that are not explicitly prescribed by formal job descriptions. Contemporary perspectives
regard OCB as an important component of contextual performance because organizational
effectiveness increasingly depends not only on employees’ technical fulfillment of assigned duties
but also on their willingness to cooperate, share knowledge, support colleagues, and contribute
voluntarily to collective goals (Podsakoff et al., 2018). Moreover, evaluations of discretionary
workplace behaviors may be influenced by individual, interpersonal, and group-level conditions,
highlighting the need to examine OCB within a broader organizational system rather than as an
isolated behavioral outcome (Podsakoff et al., 2015). OCB may also contribute to the development of
organizational social capital by strengthening trust, reciprocity, cooperation, and supportive
interactions among organizational members (Nowak & Esztozk, 2018).
The determinants of OCB are multidimensional. Previous research has identified individual
characteristics, job-related conditions, organizational structures, leadership practices, motivation,
organizational commitment, perceived support, workplace climate, and interpersonal relationships
as potential antecedents (Juniasri et al., 2026; Putra, 2019). Systematic evidence further indicates
that both internal individual factors and external organizational conditions contribute to employees’
willingness to engage in citizenship behaviors (Maulana et al., 2025). At the individual level,
personality characteristics are particularly important because relatively stable tendencies such as
conscientiousness, agreeableness, emotional stability, responsibility, and openness to experience
can shape employees’ willingness to help others and undertake activities beyond formally assigned
responsibilities (Majeed et al., 2018; Rajput, 2026). Demographic characteristics may also establish a
contextual foundation for OCB through differences in occupational experience, education,
organizational position, and professional expectations (Sarwar et al., 2025).
Organizational and occupational conditions are equally relevant. Perceived organizational support
can encourage employees to reciprocate favorable treatment through constructive discretionary
behaviors (Novita & Hidayah, 2021), while ethical climate and organizational justice can provide
conditions conducive to organizational citizenship (Saadattalab & Shirali, 2022). Positive workplace
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experiences and organizational learning capabilities have likewise been associated with citizenship
behaviors (Goel & Singh, 2023). Conversely, job stress and employees’ emotional capacities can
influence the extent to which they retain sufficient psychological resources to engage in extra-role
activities (Lee et al., 2020). Job design is another relevant mechanism because autonomy, role clarity,
task variety, feedback, and flexibility can facilitate both OCB and employee performance (Ferrarini,
2026). Adaptive performance is particularly important in changing organizational environments, as
adaptability can modify the association between person—organization fit and citizenship behavior
(Gorostiaga & Balluerka, 2022).

Leadership constitutes another central antecedent of OCB. Leadership styles influence employees’
attitudes, willingness to cooperate, and intentions to remain in the organization (Masood et al., 2020).
People-centered leadership can foster OCB through improved leader—-member exchange and
employee satisfaction (Teklehaimanot et al., 2026), while emerging research suggests that leadership
discourse remains relevant to citizenship behavior even in digitally mediated organizational
environments (Tunca et al., 2026). Importantly, these determinants may operate interactively rather
than independently. Personality, leadership, organizational climate, job characteristics, adaptability,
motivation, and team dynamics can form interconnected systems that collectively shape
discretionary workplace behavior (Gibran, 2026; Wilhelm et al., 2024).

This issue is particularly important in public organizations, where bureaucratic characteristics,
service motivation, legal obligations, and accountability requirements may condition the emergence
of OCB (Moon & Lim, 2019). Within tax administrations, employees work under considerable legal
sensitivity, workload, continuous interaction with taxpayers, procedural complexity, and rapid digital
transformation. Iranian evidence has further demonstrated the importance of developing context-
sensitive models of citizenship behavior among employees of the national tax administration
(Mihandoust et al., 2023), while studies conducted within Iranian tax organizations have highlighted
the organizational relevance of intelligent employee behaviors (Babaeinejad & Shamsaldini, 2025).
Nevertheless, much of the previous research has examined predictors separately and has provided
relatively limited evidence regarding their hierarchical and reciprocal structural relationships.
Accordingly, the present study aimed to design and structurally model the factors affecting
organizational citizenship behavior in the Tehran Tax Administration.

Materials and Methods

The present study was developmental-applied in purpose and employed an exploratory sequential
mixed-methods design. The research was conducted in two principal phases. In the qualitative
phase, thematic analysis was used to identify the factors and indicators affecting organizational
citizenship behavior. The qualitative population consisted of experts, university faculty members,
senior managers, and experienced professionals in taxation and management. Participants were
selected through purposive sampling. Fifteen participants were interviewed during the initial stage
until theoretical saturation was reached, followed by complementary interviews with 18 additional
participants to validate and refine the preliminary findings, resulting in a total qualitative sample of
33 participants. Eligibility was based on relevant academic, research, managerial, or professional
experience.

Qualitative data were collected through face-to-face semi-structured interviews lasting approximately
25-35 minutes. The interview process followed the six phases of thematic analysis, including
familiarization with the data, initial coding, searching for organizing patterns, developing themes,
defining and naming broader themes, and constructing the conceptual framework. Triangulation of
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sources, methods, and researchers was employed to enhance qualitative credibility. Inter-coder
reliability was examined using the Holsti method and was reported as 0.86.

In the quantitative phase, the conceptual model identified through qualitative analysis was evaluated
using confirmatory factor analysis (CFA) and structural equation modeling. The quantitative
population consisted of managers and employees of the Tehran Tax Administration. Following the
exclusion of incomplete or unusable questionnaires, 130 participants were retained as the final
guantitative sample and were selected using simple random sampling. Subsequently, 20 senior
managers and management experts who had not participated in the qualitative phase were recruited
for Interpretive Structural Modeling (ISM).

A researcher-developed questionnaire was constructed from the qualitative codes. The initial
instrument consisted of 116 items, of which 96 items were retained following content validity
assessment. Items were scored on a five-point Likert scale. Items with a Content Validity Index
greater than 0.79 were retained. Cronbach’s alpha coefficients for the study components ranged
from 0.706 to 0.854, indicating acceptable internal consistency. A specialized ISM questionnaire was
additionally administered to determine pairwise relationships among the validated factors.
Quantitative analyses were conducted using SPSS and LISREL. CFA and structural equation
modeling were used to validate the measurement structure, followed by ISM to identify hierarchical
levels and reciprocal relationships among the retained determinants.

Findings

The qualitative phase generated 94 conceptual codes that were organized into 11 major factors
affecting organizational citizenship behavior in the Tehran Tax Administration. These factors were
punishment and reward systems, demographic characteristics, performance, leader—subordinate
relationships, work environment, adaptability, ideology, leadership style, job characteristics, training,
and personality characteristics.

The quantitative sample consisted of 130 participants, including 77 men (59.2%) and 53 women
(40.8%). Regarding educational attainment, 50.8% held bachelor’'s degrees, 38.5% held master’s
degrees, and 10.8% held doctoral degrees. In terms of organizational position, 38.5% were experts,
30.0% were supervisors, and 31.5% held managerial positions.

Confirmatory factor analysis demonstrated that six of the 11 initially identified factors were
statistically supported. Personality characteristics, demographic characteristics, work environment,
adaptability, leadership style, and job characteristics all had t-values greater than 1.96, confirming
their significant contribution to the model. In contrast, performance, leader—subordinate
relationships, ideology, training, and punishment and reward systems had t-values below 1.96 and
were therefore removed from the final structural model. The reported NNFI, GFI, AGFI, RMSEA, and
IFI indices were all within acceptable ranges, supporting the adequacy of the model fit.

The subsequent ISM analysis revealed a hierarchical structural pattern among the six validated
factors. Job characteristics, adaptability, and work environment demonstrated reciprocal
relationships with one another and were positioned at the first level of the model. Collectively, these
variables also exhibited a bidirectional relationship with leadership style, which was included within
the first structural level but represented as a distinct component.

Personality characteristics occupied the second level of the model and functioned as a central driving
factor. Personality was influenced by demographic characteristics while simultaneously affecting the
first-level variables, including job characteristics, adaptability, work environment, and leadership
style. Demographic characteristics constituted the deepest or third level of the final hierarchy and
indirectly contributed to the higher-level organizational and behavioral conditions through their
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relationship with personality characteristics. Thus, the final model represented OCB as the outcome
of a multilevel system in which demographic characteristics formed the underlying contextual layer,
personality characteristics served as a major individual-level driver, and job, environmental,
adaptive, and leadership-related conditions operated interactively at the more proximal
organizational level.

Discussion and Conclusion

The findings indicate that organizational citizenship behavior in the Tehran Tax Administration is best
understood as a multidimensional and structurally interconnected phenomenon rather than as the
result of a single personal or organizational characteristic. Although the qualitative phase identified
11 potentially relevant factors, quantitative validation reduced the final explanatory structure to six
central determinants: demographic characteristics, personality characteristics, work environment,
adaptability, leadership style, and job characteristics. This reduction is theoretically meaningful
because it distinguishes factors perceived as relevant by experts from those demonstrating sufficient
empirical contribution within the tested structural model.

Personality characteristics emerged as a particularly important component. Their placement
between demographic characteristics and the first-level organizational variables suggests that
personality may function as a mechanism through which individual background characteristics
become translated into workplace perceptions, adaptation patterns, leadership interactions, and
responses to job design. Employees differ in their willingness to accept responsibility, cooperate
voluntarily, tolerate occupational demands, and respond constructively to organizational change.
Accordingly, similar organizational circumstances may generate different citizenship behaviors
depending on how employees perceive and interpret their environments.

The first-level reciprocal relationships are another important contribution of the study. Work
environment, adaptability, and job characteristics did not operate independently. Instead, the findings
suggest a dynamic system in which supportive workplace conditions can strengthen employees’
adaptability and improve their experience of job characteristics, while adaptive employees may
themselves contribute to more constructive workplace interactions. Likewise, enriched or
appropriately designed jobs may encourage adaptation and positive interpretations of the work
environment. These reciprocal relationships are especially relevant for tax administration because
changes in regulations, digital systems, service procedures, and taxpayer interactions continually
reshape employees’ occupational requirements.

Leadership style was also embedded within this interactive first-level structure. This suggests that
leadership should not be regarded only as a top-down influence. Leaders can shape workplace
conditions, job autonomy, communication, and employees’ responses to change; simultaneously,
organizational conditions, job complexity, and employee capabilities can influence the leadership
approach required for effective management. Consequently, interventions intended to strengthen
citizenship behavior should avoid treating leadership development, job design, employee
adaptability, and work climate as separate initiatives.

The exclusion of punishment and reward systems, training, ideology, performance, and leader—
subordinate relationships from the confirmed model should not be interpreted as evidence that these
variables have no organizational importance. Rather, their direct contribution was not supported after
the stronger determinants were considered simultaneously. Because citizenship behavior is
fundamentally discretionary, formal mechanisms such as reward and punishment may be less
influential than the conditions that generate intrinsic willingness to cooperate. Similarly, training may
improve knowledge and technical competence without automatically creating voluntary extra-role
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behavior unless it is accompanied by appropriate personality, leadership, job, and environmental
conditions.

Overall, the study provides a hierarchical and context-sensitive model of organizational citizenship
behavior in the Tehran Tax Administration. The model identifies demographic characteristics as a
foundational contextual factor, personality characteristics as a central individual driver, and work
environment, adaptability, job characteristics, and leadership style as proximal and reciprocally
connected organizational determinants. The findings therefore imply that improving OCB requires
an integrated managerial strategy rather than isolated interventions. Sustainable improvement is
more likely when organizations simultaneously attend to employee characteristics, job design,
adaptability to change, supportive working conditions, and appropriate leadership practices. Such
an integrated approach may strengthen voluntary cooperation, improve organizational
responsiveness, facilitate adaptation to digital and procedural transformation, and ultimately
contribute to more effective public service delivery within the tax administration.
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