‘ Business Administration and Management

Factors influencing career sustainability
in Saudi Arabian banks: A PLS-SEM analysis

Musrrat Parveen’, Amal Awadh Hadi Alshehri?

! King Abdulaziz University, Faculty of Economics and Administration, Department of Human Resource Management,
Saudi Arabia, ORCID: 0000-0002-3796-8061, mpmohammed@kau.edu.sa;

2 King Abdulaziz University, Faculty Economics and Administration, Department of Human Resource Management,
Saudi Arabia, ORCID: 0009-0007-9409-0359, aalshehri1578@stu.kau.edu.sa.

Abstract: This research delves into the correlation between organizational career growth and
its impact on career sustainability among employees in the Saudi Arabian banking sector. It also
explores the mediating influence of task performance and organizational citizenship behavior.
Utilizing self-reported online questionnaires, data was collected from employees in Jeddah and
Riyadh, Saudi Arabia, working in both private and public banks. Approximately 255 surveys were
gathered, and thorough scrutiny of the data was conducted to identify any instances of common
bias, duplication, or missing values. Following this data cleaning process, a sample size of 200 was
retained for subsequent analysis. The survey, conducted over a month from December 2022
to January 2023, targeted four key factors: organizational career growth (OCG), organizational
citizenship behavior, task performance, and career sustainability. The study utilized partial least
squares structural equation modeling (PLS-SEM) and path analysis, a combination that allows
observed variables to represent latent variables while elucidating causal relationships between
them. The findings showed that organizational career growth has a positive and significant
influence on organizational citizenship behavior, task performance, and career sustainability.
The SRMR value of 0.078 indicates a good fit between the observed data and the model; while
the normed fit index (NFI) score of 0.957 shows that the model fits the data well. In addition, the study
utilized the blindfolding technique to evaluate the model’s predictive validity. The results show that
organizational career growth exerts a moderate effect on both task performance (Q2 = 0.218,
Q2 = medium effect) and career sustainability (Q2 = 0.281, Q2 = medium effect) and has a limited
impact on organizational citizenship behavior (Q2 = 0.136, Q2 = small effect). Expanded career
opportunities within the organization led to better task performance and organizational citizenship
behavior, indirectly boosting employees’ career sustainability in banking sector. Detailed managerial
insights are also provided.
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Introduction environment like Saudi Arabia, where pro-
Organizational career growth is vital for en-  foundly influences individual career paths.
suring career sustainability, particularly in an It asserts that career growth opportunities,
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encompassing promotions, compensation,
professional development, and training, posi-
tively impact career sustainability (Bozionelos
et al.,, 2020). Investments in employee career
growth demonstrate organizational commit-
ment, foster a positive culture, and enhance
task performance and career sustainability.
Alshaabani et al. (2021) research suggests that
perceived organizational support for career
growth correlates with higher organizational
citizenship behavior and commitment. Prioritiz-
ing employee growth contributes to improved
retention, reduced turnover, and increased mo-
tivation, enhancing career sustainability in Sau-
di Arabia. The major objective is to investigate
the influence of organizational career growth
on employees’ career sustainability, measured
through organizational citizenship behavior and
task performance.

The research emphasis on employees
in Saudi Arabian banks raises two key investi-
gations: the influence of organizational career
growth on career sustainability and the mediat-
ing functions of organizational citizenship behav-
ior (OCB) and task performance in this dynamic
(Weng et al., 2010). While existing studies have
explored factors such as organizational commit-
ment, work engagement, leadership, individual
career management, employee voice behavior,
career development, sustainable careers, and
turnover intentions (Canaj et al., 2021; Son
& Kim, 2021; Wang et al., 2014; Weng & McEI-
roy, 2012; Wickramaratne, 2020), they have not
thoroughly investigated the relationship between
organizational career growth and career sustain-
ability, particularly among Saudi Arabian bank
employees. Tordera et al. (2020) findings high-
light the imperative of understanding how human
and organizational factors affect long-term career
sustainability, especially in relation to well-being
and employee/task performance. Consequently,
there is a need for empirical investigations into
how organizational career growth shapes career
sustainability within the distinctive cultural and
organizational milieu of Saudi Arabian banks
(Mdller et al., 2022). Moreover, the proposed
research aims to investigate the mediating
role of organizational citizenship behavior
(OCB) and task performance in this relation-
ship. While previous research has explored
the influence of OCB and task performance
on career outcomes (Koopmans et al., 2014;
Podsakoff et al., 2009), there is a dearth
of studies focusing on their specific mediating

role within the banking sector in Saudi Arabia
(Al Balushi et al., 2022).

Therefore, the purpose of our research is
to address the research gap by empirically
investigating the mechanisms among organiza-
tional career growth factors (professional ability
development, promotion speed, and remunera-
tion growth) and their influence on career sus-
tainability, aiming to create environments within
Saudi Arabian banks that support sustainable
careers, benefiting both employees and organi-
zations. Additionally, by aligning our study with
the banking sector, we enhance its theoretical
contributions to the existing body of literature
and research methodology.

1. Theoretical background
1.1 Theoretical framework and hypothesis
development
Various theoretical frameworks enrich our un-
derstanding of organizational career growth.
Social cognitive career theory, proposed by Lent
et al. (1994), emphasizes self-efficacy, outcome
expectations, and personal goals. Career con-
struction theory, introduced by Savickas (2013),
delves into subjective work experiences and
meanings. Conservation of resources (COR)
theory by Hobfoll (1989) explains how career
growth provides increased resources, fostering
positive work outcomes. Self-determination the-
ory, advocated by Deci and Ryan (2000), gives
emphasis to individual psychological needs
for career growth. Integrating these perspec-
tives provides a comprehensive understanding
of organizational career growth’s impact on em-
ployees. Savickas (2013) extends the con-
versation, offering frameworks within career
construction theory for understanding career
sustainability and highlighting self-reflection,
adaptability, and proactive management as
crucial elements. Continuous learning, growth,
and resource acquisition, aligned with Hobfoll’'s
(1989) COR theory, play pivotal roles in achiev-
ing career sustainability.

Organizational citizenship behaviors
(OCB) go beyond job requirements, benefiting
organizations. Social exchange theory (Blau,
1964) underscores reciprocity in employee-
organization relationships. Social learning
theory (Bandura, 1977) highlights behavior
learning through observation. OCB positively
influences job satisfaction, commitment, and
overall effectiveness (Organ & Ryan, 1995).
Understanding these theories fosters a culture
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encouraging such behavior. Task performance,
integral to job responsibilities, is influenced
by theoretical frameworks like goal-setting theory
(Locke & Latham, 2002), social cognitive
theory (Bandura, 1986), and self-determination
theory (Deci & Ryan, 1985). Aligning tasks
with individual goals enhances employee pro-
ductivity, job satisfaction, and organizational
effectiveness, which are vital for organizational
success. Based on the theoretical framework
mentioned above, we formulated the following
research objectives:

m  Explore the influence of organizational
career growth on organizational citizen-
ship behavior, task performance, and ca-
reer sustainability.

m  Fxamine how the relationship between
organizational career growth and career
sustainability is mediated by the role
of organizational citizenship behavior and
task performance.

1.2 Banking sector in Saudi Arabia

Career sustainability in Saudi Arabian banks
is significantly influenced by organizational
career growth — a pivotal factor. The surge in
the number of banks to 28 in 2020, with total as-
sets reaching 775.29 billion USD, signals sub-
stantial career prospects as shown by Saudi
Arabian Monetary Authority (2020). The recent
focus on organizational career growth empha-
sizes its pivotal role in fostering career sustain-
ability. This involves individuals progressing
within an organization, enhancing skills, knowl-
edge, and experience — essential for thriving
in the dynamic Saudi Arabian banking land-
scape. Organizational career growth positively
influences organizational citizenship behavior
(voluntary actions benefiting the organization)
and task performance (meeting or surpassing
performance expectations; Bozionelos et al.,
2020; Lo Presti et al., 2019).

Organizational citizenship behavior (OCB),
demonstrated through actions like assisting
colleagues and exceeding job expectations,
is vital for career sustainability. High OCB lev-
els enhance perceived commitment, potentially
leading to increased career opportunities and
job security, as proclaimed by Bolino et al.
(2013). Task performance, which refers
to an employee’s ability to perform their job
duties effectively (Williams & Anderson, 1991),
is vital in Saudi Arabian banks, encompass-
ing activities such as meeting sales targets,

providing exceptional customer service, and
ensuring regulatory compliance. Organizational
career growth significantly influences OCB
and task performance, positively contributing
to long-term career sustainability (Bozionelos
et al., 2020; Lo Presti et al., 2019).

In the Saudi Arabian banking sector, chal-
lenges affecting career growth and sustain-
ability go beyond gender disparities (Alshehri
& MclLauglin, 2021). These encompass fos-
tering employee engagement, understanding
the interplay between HRM practices, em-
ployee job satisfaction, and sustainable com-
petitive advantages, as suggested by Tawfig
and Kamarudin (2022), as well as the impact
of HRM practices on employee engagement
and organizational commitment (Alshehri et al.,
2017; Cherif, 2020). The Saudization policy
significantly influences recruitment and reten-
tion, with training and revised working hours
being crucial (Edgar et al., 2016). Retention
challenges and high turnover rates further
hinder career stability, compounded by intricate
regulatory environments. Economic uncer-
tainties and evolving customer expectations
contribute to the complex workforce landscape.
Tackling these issues requires a strategic
emphasis on continuous learning, diversity
promotion, and cultivating inclusive workplace
cultures to ensure professionals’ long-term
career growth and sustainability in the Saudi
Arabian banking sector. These studies accentu-
ate the need for robust organizational cultures,
sustainable competitive advantages, and effec-
tive HRM strategies to address challenges and
trends in the Saudi Arabian banking industry.

1.3 Review literature

Organizational career growth and its impact
on career sustainability

Research has consistently demonstrated
a positive relationship between organizational
career growth and various career-related out-
comes such as organizational citizenship
behavior, task performance, and career sus-
tainability. For instance, Biswakarma (2016)
found that dimensions of organizational career
growth are negatively related to employees’
turnover intentions. Recent studies have also
highlighted the role of career management
practices (CMPs) and lifelong learning in pro-
moting organizational career growth and career
sustainability. Wickramasinghe and Premach-
andra (2021) found that CMPs driven by both
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organizations and employees of medium-sized
enterprises in Sri Lanka have positive effects
on organizational career growth, while Liu et al.
(2022) found that lifelong learning positively
influences career sustainability. Furthermore,
Tordera et al. (2020) discovered that various
HR practices could contribute to sustaining
careers. Organizational commitment, which
is closely linked to career sustainability, has
been shown to have a positive relationship with
career growth (Weng et al., 2010). Thus, pro-
moting organizational career growth can help
foster career sustainability and retain talented
employees in the long run.

Bai (2018) suggested that career advance-
ment has a clear impact on an individual’s sense
of organizational identity, leading to a better
fit between the individual's values and those
of the organization. It is essential for organiza-
tions to prioritize organizational career growth,
as itis a vital factor in ensuring long-term career
success. Companies should invest in career
management programs, continuous learning
opportunities, diverse human resources prac-
tices, and initiatives to promote organizational
identification to encourage organizational ca-
reer growth and retain skilled employees.

H1a: Organizational career growth has
an impact on career sustainability.

Organizational career growth and its impact
on organizational citizenship behavior
Several studies have demonstrated that em-
ployees who perceive opportunities for ca-
reer growth within an organization are more
likely to engage in organizational citizenship
behavior (Bagdadli & Gianecchini, 2019).
For example, Bagdadli and Gianecchini (2019)
revealed that career growth opportunities were
positively related to organizational citizenship
behavior in a sample of Turkish employees.
Similarly, a study by Bolino et al. (2013) found
that perceived organizational support for career
development was positively related to orga-
nizational citizenship behavior in a sample of
US employees.

Recent research has also shown that
the relationship between career growth and
organizational citizenship behavior may be
mediated by psychological empowerment
(Huang et al., 2019). Huang et al. (2019) found
that career growth opportunities were positively
related to psychological empowerment, which
in turn was positively related to organizational

citizenship behavior in a sample of Chinese
employees. In addition, organizational career
growth may also influence other dimensions
of employee behavior, such as job satisfaction
and turnover intentions (Japor, 2021).

Overall, the evidence suggests that pro-
viding opportunities for career growth and
development can lead to positive outcomes
for both employees and organizations. Man-
agers should thus prioritize career growth as
a means of fostering employee engagement
and citizenship behaviors.

H1b: Organizational career growth has
animpacton organizational citizenship behavior.

Organizational career growth and its impact
on task performance

Previous literature on the relationship between
organizational career growth and task perfor-
mance has yielded mixed results. A research
study conducted by Vianello et al. (2022)
suggests that career calling can enhance job
performance, but this effect may be weakened
in high-demand jobs. In contrast, Haynie et al.
(2020) found that career adaptability and job
engagement could enhance task performance.
Furthermore, Kalia and Bhardwaj (2019) found
that task performance may increase with age,
but contextual performance may peak at middle
age, and both may be influenced by the type
and size of organization.

According to Bal et al. (2015), there
is a positive link between employees customiz-
ing their careers, job attitudes, and subsequent
objective career success. This implies that or-
ganizational career growth can positively affect
task performance. However, further research
is required to investigate potential moderating
factors influencing this relationship. There are
several variables that influence the relation-
ship between organizational career growth
and task performance, making it a compli-
cated and diverse effect. According to Schuler
(1977), individual variables play a mitigating
role in this impact, such as job participation
and growth needs. In the Develi et al. (2022)
investigation, personal growth initiative was
found to operate as a mediator between task
performance and job satisfaction. It also de-
monstrates that organizational career growth
has a favorable impact on work engagement
and that organizational identification acts as
a mediating factor (Bai & Liu, 2018). Wickra-
masinghe and Premachandra (2021) conclude
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by highlighting the role that career manage-
ment strategies have in improving organiza-
tional career growth and how that can affect
task performance. The extensive research ac-
centuates how individual differences, personal
development endeavors, job involvement, and
strategies for career management all play
pivotal roles in shaping the association be-
tween organizational career advancement and
task effectiveness.

H1c: Organizational career growth has
an impact on task performance.

Organizational career growth and its
impact on organization citizenship
behavior and career sustainability
Organizational career growth is vital for employ-
ees and organizations alike, addressing the needs
for advancement and skill development. An im-
portant outcome is its positive influence on orga-
nizational citizenship behavior (OCB), referring
to voluntary actions beyond job requirements.
Research conducted by Liu et al. (2022) indi-
cates that employees perceiving opportunities
for career growth are more inclined to engage
in OCB, contributing to a supportive workplace
culture and organizational success. In addition,
organizational career growth is vital for career
sustainability, equipping employees with skills
to navigate job and industry changes. Access
to training and development enhances employ-
ees’ career management, ensuring relevance
and adaptability (Orduna, 2022).

Son and Kim (2021) revealed that the as-
sociation between organizational career growth
and career commitment is mediated by work
engagement. Similarly, Jiang et al. (2017) ob-
served that organizational citizenship behavior
mediates the relationship between transforma-
tional leadership and sustainable employee
performance. As a result, these studies imply
that organizational career growth may raise
the possibility of greater organizational citizen-
ship behavior, which in turn could have an im-
pact on career sustainability.

Hence, organizational career growth is es-
sential for both employees and organizations,
as it has a positive impact on organizational
citizenship behavior and career sustainability.
By providing employees with opportunities for
development and advancement, organiza-
tions can create a more engaged workforce
and support the long-term career success
of their employees.

H2: Organizational career growth has
an impact on career sustainability mediated
by organizational citizenship behavior.

Organizational career growth and task
performance and career sustainability

The relationship between organizational career
growth, task performance, and career sustain-
ability has yielded mixed results, as indicated
by various studies. Lee and Lee (2018) dis-
covered that job satisfaction and organiza-
tional commitment are crucial individual factors
that impact job performance through career
development. This suggests that organizational
career growth may enhance task performance
and contribute to career sustainability.

According to Ingusci et al. (2021) task
performance mediates the relationship be-
tween organizational career growth and career
sustainability. In other words, employees who
have access to career growth opportunities
tend to perform better at their job, which in turn
leads to career sustainability. These findings
are supported by earlier research conducted
by Cabrera et al. (2024), which suggests that
career growth opportunities enhance employ-
ees’ job performance. Organizational career
growth also has a positive impact on employ-
ees’ job satisfaction, which further affects their
career sustainability.

A study by Spagnoli (2017) found that
career growth opportunities were positively re-
lated to job satisfaction, which subsequently in-
creased career sustainability. Recent research
suggests that organizational career growth
has a positive impact on career sustainability,
mediated by task performance. By providing
employees with opportunities for development
and advancement, organizations can enhance
task performance and job satisfaction, which
in turn leads to career sustainability.

H3: Organizational career growth has
an impact on career sustainability mediated
by task performance.

Organizational citizenship behavior

and career sustainability

Organizational citizenship behavior refers
to the voluntary actions of employees that go
beyond their formal job requirements to ben-
efit the organization. Recent research sug-
gests that organizational citizenship behavior
has a positive impact on career sustainabil-
ity. For instance, studies shown by Jiang et al.
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(2017) found that organizational citizenship
behavior mediates the relationship between
transformational leadership and employee
sustainable performance. Similarly, a study
by Freire and Pieta (2021) found that organi-
zational citizenship behavior positively affects
career sustainability through its impact on job
satisfaction. Thus, organizational citizenship
behavior appears to be a key factor in sustain-
ing a fulfilling and rewarding career over time.

Chandra and Mathur (2021) discovered
that respondents’ work attitudes were positively
influenced by their involvement, satisfaction, and
commitment to their work roles. Lo Presti et al.
(2019) revealed that factors such as relational
and balanced psychological contracts, a growth-
oriented career mindset, and boundaryless
thinking have a positive impact on organizational
citizenship behavior, which, in turn, is closely
related to career sustainability. Therefore, com-
panies must be attentive to their employees’
psychological contracts and their overall career
satisfaction since it affects their willingness
to engage in organizational citizenship behav-
ior. The study findings, combined with prior
research, imply that organizational citizenship
behavior can have a beneficial effect on sus-
taining one’s career.

H4: Organizational citizenship behavior has
an impact on career sustainability.

Task performance and career sustainability
Task performance is the degree to which an em-
ployee effectively completes their job respon-
sibilities. Recent research has suggested that
task performance has a positive impact on ca-
reer sustainability. A study conducted by Ingusci
et al. (2021) found that task performance me-
diates the relationship between organizational
career growth and career sustainability. In addi-
tion, job performance is positively related to ca-
reer sustainability in the hospitality industry,
as proclaimed by Cesario et al. (2022).
Bozionelos et al. (2020) found that an em-
ployer-sponsored training program had a posi-
tive impact on employees’ job performance
and employability. This was mainly attributed
to the program’s ability to increase employees’
receptiveness to new experiences and provide
them with supportive supervision, resulting
in greater career stability. Consequently, it is
reasonable to assume that a significant asso-
ciation exists between an individual’s task per-
formance and the sustainability of their career.

Therefore, we can conclude that task perfor-
mance is strongly linked to career sustainability.

Udayar et al. (2021) discovered that posi-
tive work events could contribute to career sus-
tainability, indicating that task performance may
also enhance career sustainability. Meanwhile,
a recent study by Adekiya (2024) suggested
that task performance has a significant positive
effect on job satisfaction. Given the relevance
of job satisfaction to career sustainability, this
highlights the importance of task performance.

H5: Task performance has an impact on
career sustainability.

2. Research methodology

Data was collected through self-reported
questionnaires distributed online, targeting
employees working in private and public banks
in Jeddah and Riyadh, Saudi Arabia. Ap-
proximately 255 surveys were gathered, and
thorough scrutiny of the data was conducted
to identify any instances of common bias, du-
plication, or missing values. Following this data
cleaning process, a sample size of 200 was
retained for subsequent analysis. The data
collection period spanned one month, from
the end of December 2022 to the start of Janu-
ary 2023. The questionnaire was translated
both in English and Arabic.

The surveys created for this study aimed
to gather information about four specific factors:
organizational career growth, organizational
citizenship behavior, task performance, and
career sustainability. Respondents were asked
to rate each item using a five-point Likert scale,
where 1 represented “strongly disagree” and
5 represented “strongly agree.”

The initial phase of the study evaluated
organizational career growth using a 15-item
scale developed by Weng et al. (2010). Orga-
nizational career growth was broken down into
four main subcategories: career goal progress,
which gauged progress towards career objec-
tives; professional ability development, which
measured growth in professional skills and
expertise; promotion speed, which assessed
the rate of promotion; and remuneration
growth, which determined salary increases over
a minimum three-month period with the current
employer. Remuneration growth was measured
using a 3-item scale, while the first three di-
mensions were measured using 4-item scales.
Examples of items in each subcategory include
“My current job is helping me achieve my career
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goals,” “My current job motivates me to continu-
ally develop job-related skills,” “I am being pro-
moted quickly in my current organization,” and
“My salary is increasing rapidly in my current
organization.” These items were found to have
high reliability (~ 0.904) and validity (with an av-
erage variance extracted score of above 0.50).

Organizational citizenship behavior was
evaluated using a 6-item scale adapted from
the study conducted by Spector et al. (2010)
that aimed to measure the frequency of citizen-
ship behaviors in the workplace. The scale
assessed how often respondents or others en-
gaged in each behavior. Participants rated their
level of agreement with six items on a scale
from 1 (strongly disagree) to 5 (strongly
agree). These items were deemed reliable
(~ 0.815) and valid (with an average variance
extracted score of above 0.50). The task per-
formance (TP) scale was made up of five items
that were adapted from the research of Koop-
mans et al. (2014). The items assessed various
aspects of task performance, such as whether
the work was completed on time or whether
the quality met expectations. Respondents
rated their level of agreement with each item
on a 5-point Likert scale ranging from 1 (strong-
ly disagree) to 5 (strongly agree). The TP scale
demonstrated good reliability (< 0.823) and
validity (with an average variance extracted
score of above 0.50).

To assess career sustainability, we used
the scale developed by Chin et al. (2021).
The scale consisted of 11 out of 12 items that
were related to various aspects of one’s ca-
reer. The items included statements such as
“My profession allows me to continuously learn
new things,” “My career enables me to critically
evaluate information from different sources,”
and “My career makes me happy because | can
utilize my skills effectively.” Participants were
asked to rate their level of agreement with each
item using a 5-point Likert scale ranging from 1
(strongly disagree) to 5 (strongly agree). The ca-
reer sustainability scale demonstrated good re-
liability (~ 0.926) and validity (with an average
variance extracted score of above 0.50).

3. Results

3.1 Result analysis

The study employed partial least squares
structural equation modeling (PLS-SEM)
in conjunction with path analysis to evaluate
their hypotheses, following the suggestion

of Rasoolimanesh et al. (2021). PLS-SEM and
path analysis enabled a comprehensive analy-
sis of the relationships between the variables
under investigation.

The study implemented several techniques
to minimize common method bias and social de-
sirability bias. The researchers used statistical
and procedural remedies to minimize common
method variance, such as assuring participants
of their anonymity, randomizing the measure-
ment of variables, and employing Harman’s
single-factor test to detect any unidimension-
ality. The results of Harman’s single-factor
test showed that the variance accounted for
by a single factor was less than 50%, indicating
the absence of common method variance. Ad-
ditionally, outliers were identified and removed
from the dataset based on a significance level
of p < 0.001, as suggested by Tabachnick and
Fidell (2019). The mean, standard deviation,
and bivariate Pearson correlation of the vari-
ables are shown in Tab. 1.

The preeminent portion of responses,
constituting 96.7%, identifies as “Saudi,” with
a minority, 3.3%, falling into the “non-Saudi”
category. In terms of banking affiliation, the pre-
dominant majority of responses, at 81.3%, align
with “public banks,” while the remaining 18.7%
are linked to “private banks.” Gender-wise,
55.1% of respondents are male and 44.9% are
female. Tab. 1 illustrates the distribution of re-
sponses across various age groups, revealing
that a significant proportion falls within the less
than 25 years and 25-30 years categories.
Concerning educational qualifications, a sub-
stantial 68.7% of respondents hold a Master’s
degree, followed by 18.7% with a Bachelor’s
degree, and 12.6% with a Diploma. Marital
status indicates that 70.1% of respondents are
married, with the remaining 29.9% being single.

Validity and reliability of the reflective
constructs

The accuracy and dependability of the reflec-
tive constructs — namely organizational career
growth  (OCG), organizational citizenship
behavior (OCB), task performance (TP), and
career sustainability (CS) — were confirmed.
In this study, the researcher evaluated the reli-
ability and validity of reflective constructs using
the formula proposed by Dijkstra and Henseler
(2015). To ensure the quality of the items,
Dijkstra et al. (2015) recommend a factor
loading of at least 0.60, composite reliability
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Descriptive statistics and bivariate Pearson correlation

Descriptive Bivariate Pearson correlations
Mean SD 1 2 3 4
Organization 2.495 0.755
Nationality 1.032 0.178
Working experience 3.509 1.702
AGE 3.649 1.763
Qualification 3.023 0.623
Marital status 1.747 0.486
(g):g;:\ti‘zational career 4.044 0.647 1
clb e 4122 | 0441 | 0.077* 1
Task performance 4.059 0.472 0.131* 0.467* 1
Career sustainability 4.100 0.536 0.131* 0.419* 0.540* 1

Note: ** correlation is significant at the 0.01 level (2-tailed).

Source: own (using SPSS software)

Reliability, AVE and VIF values of reflective model — Part 1

Constructs Items Type Loadings a Rho-A | CR | AVE VIF

CGP1 0.607 1,296

CGP2 0.732 2,014

CGP3 0.678 2,288

CGP4 0.698 2,169

PAD1 0.641 1,093

PAD2 0.6487 2,622

PAD3 0.711 2,467
gf’e:"ri;arg:;t‘:'scale PAD4 | Reflective | 0.745 |0.904 | 0.911 |0.919 | 0.533 | 2,843
PS1 0.654 2,361

PS2 0.683 1,531

PS3 0.691 1,956

PS4 0.702 2,070

RG1 0.656 2,303

RG2 0.756 2,640

RG3 0.724 2,583
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Reliability, AVE and VIF values of reflective model — Part 2

Constructs Items Type Loadings a Rho-A | CR | AVE VIF
OCB2 0.779 2,078
OCB3 0.769 2,022
Organizational OCB5 0.745 m
citizenship Reflective 0.815 |0.817 [0.867 |0.523 —
behavior OCB6 0.701 1,512
OCB7 0.729 1,579
OCB9 0.609 1,254
TP1 0.733 1,505
TP2 0.789 1,816
Task performance TP3 Reflective 0.767 0.823 [{0.826 |0.876 [0.588 | 1,691
TP4 0.843 2,133
TP5 0.692 1,487
CSF1 0.735 2,003
CSF2 0.755 2,253
CSF3 0.735 2,058
CSH 0.774 2,704
CSI2 0.767 2,581
g:;f:i:]ab"ity CSI3 | Reflective | 0.775 |0.926 [0.928 |0.937 |0.575 | 2,302
CSR2 0.752 2,523
CSR3 0.769 2,802
CSRE1 0.784 2,218
CSRE2 0.777 2,282
CSRE3 0.716 2,180

Note: a — Cronbach alpha; CR — composite reliability; AVE — average variance extracted; VIF — variance inflation factor;
CGP — career goal progress; PAD — professional ability development; PS — speed; RG — remuneration growth; OCB — or-
ganizational citizen behavior; TP — task perfromance; CSF — career sustainability fexible; CSI — career sustainability
information; CSR — career sustainability resourceful; CSRE — career sustainability renewable.

of at least 0.70, and an average variance ex-
tracted of at least 0.50. The researcher followed
Hair et al. (2020) recommendations by excluding
four items of organizational citizenship behavior
and one item of career sustainability due to low
factor loadings, which were less than 0.60.
According to Dijkstra and Henseler (2015)
and Hair et al. (2020), all reflective constructs
demonstrated acceptable loadings ranging
from 0.607 to 0.843. The composite reliability

Source: own (developed from SMART PLS-SEM)

(CR) values for organizational career growth
(0.919), organizational citizenship behavior
(0.867), task performance (0.876), and career
sustainability (0.937) all met satisfactory crite-
ria. The average variance extracted (AVE) val-
ues for convergent validity were also deemed
acceptable, ranging from 0.523 to 0.588. Addi-
tionally, there was no multicollinearity present,
as indicated by the VIF values for all items be-
ing less than 1.8. Tab. 2 shows the composite
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Discriminant validity using Fornell-Larcker criterion and HTMT criterion

Fornell-Larcker criterion Heterotrait-monotrait (HTMT) criterion
Ccs oCB OCG TP CS OCB OCG TP
CSs 0.758
oCB 0.430 0.723 0.488
OCG 0.643 0.303 0.730 0.683 0.357
TP 0.545 0.472 0.494 0.767 0.618 0.573 0.561

Note: The bold numbers in diagonal in Fornell-Larcker section are square root of AVE of each construct, and other
numbers are correlation between constructs; OCG — organizational career growth; OCB — organizatinal citizen behavior;

TP — task performance; CS — career sustainability.

reliability, AVE values for convergent validity,
and VIF values.

To evaluate discriminant validity, the re-
searcher employed both the heterotrait-monotrait
(HTMT) approach and the Fornell-Larcker crite-
rion. As shown in Tab. 3, both techniques indi-
cated adequate discriminant validity. According
to Fornell and Larcker (1981), the square root
AVE value of each construct should be greater
than its correlation with other constructs.
Additionally, the approved HTMT values for
the HTMT approach can be less than 0.85,
as recommended by Henseler et al. (2015).

This study utilized the blindfolding tech-
nique to evaluate the model's predictive valid-
ity. The SRMR, a commonly employed model
fit index, is the first value reported in Tab. 4
of the model evaluation. In this investigation,
the SRMR value was 0.078, which indicates that
the observed data and the model fit well.

The sum of squares of observations (SSO)
and the sum of squares of errors (SSE) are
the third and fourth measures provided in Tab. 4.
These metrics evaluate how well the model
describes the observed data. The SSO val-
ues for OCB, TP, and CS in this investigation
were (1,070.00), (1,206.00), and (2,354.00),
and the SSE values are (924.20), (942.60),
and (1,692.48). These findings indicate that
the model adequately explains a substantial
part of the variance in the outcome variables.

The Q% and Q2 effect values are presented
in the final column of Tab. 4. The Q2 measure
evaluates the model’s predictive validity, where-
as the Q2 effect quantifies the effect size of each
endogenous construct on its correspond-
ing exogenous construct. The endogenous

Source: own (developed from SMART PLS-SEM)

variables in Tab. 3 are OCB (Q2 = 0.136,
Q2 effect = small); TP (Q2 = 0.218, Q2 ef-
fect = medium); and CS (Q2 = 0.281,
Q2 effect = medium) respectively.

The results distinctly indicate that the pro-
gression of organizational career growth
positively influences the endogenous variables,
as showcased in Tab. 4. It demonstrates val-
ues for organizational citizenship behavior
(Q2 = 0.136, Q2 effect = small), suggesting
that organizational career growth has a limited
impact on organizational citizenship behavior.
This indicates that while there is a discernible
influence, the magnitude of the effect is rela-
tively small. Employees’ commitment to going
beyond their formal job requirements, contribut-
ing to the organization’s success, and display-
ing positive citizenship behaviors may not be
strongly driven by organizational career growth
alone in the specific context of Saudi Arabia.
In practical terms, banks in Saudi Arabia may
need to consider additional factors, such as
workplace culture, leadership styles, or em-
ployee engagement strategies, to enhance

organizational citizenship behavior among
their workforce.
Simultaneously,  organizational  career

growth exerts a medium effect on both task
performance (Q2 = 0.218, Q2 effect = medium)
and career (Q? = 0.281, Q2 effect = medium).
This implies that advancements in one’s career
within the organizational structure significantly
contribute to improved task performance and
career sustainability. In the specific dynamics
of the Saudi banking sector, the medium effect
size implies that employees who undergo career
growth are likely to demonstrate a moderate
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enhancement in their task performance. This
signifies that career growth is associated with
increased competence and efficiency in carry-
ing out job responsibilities. Additionally, the me-
dium effect on career sustainability emphasizes
the meaningful contribution of organizational
career growth to the longevity and progression
of employees’ careers within the banking indus-
try in Saudi Arabia.

Model evaluation

This information is valuable for banks
in Saudi Arabia as it emphasizes the importance
of providing clear career growth opportunities
to enhance both individual task performance
and overall career sustainability. Organizations
may find it beneficial to focus on structured
career development programs and pathways
to cultivate a workforce that is not only pro-
ficient in their roles but also has a sustained

Variables SRMR NFI SSO SSE Q? Q2 effect
OCG
ocB 1,070 924.20 0.136 Small
0.078 0.957
TP 1,206 942.60 0.218 Medium
CS 2,354 1,692.48 0.281 Medium

Note: SRMR - standardized root mean square residual; NFI — normed fit index; SSO — sum of squares of observa-
tions; SSE — sum of squares of errors; OCG — organizational career growth; OCB — organizational citizenship behavior;

TP — task performance; CS — career sustainability.

Source: own (developed from SMART PLS-SEM)

[ ocez |

SN

o | [ow | [ o |
N7

20516 14563 14638 10131 43574 5000

0.303(0.000) Organizational ~ 0.179(0.027) Y
Citizenship csi

Behavior 4’:|
0.477 (0.000) csi3

ocer || oceo |

0.494 (0.000)
.carear growth

o

o ) b e P

17.236

a0 Y cse
L

0.225(0.001)

Career
Sustainability 305N CSR3
16.570
W;‘csnn
rmange
36711 11957 CSRE2

CSRE3

m Results of reflective model

Source: own (reflective model was developed by authors)

m 2024, volume 27, issue 3, pp. 154-171, DOI: 10.15240/tul/001/2024-5-010



Business Administration and Management

Results of hypothesis testing

Hypothesis | Direct/indirect effect S;?a;)rie STDEV | T-value | p-values | Bias 2125 corre(;t;z ':{J’;:T::Ls
H1a 0CG—CS 0.478 0.069 6.929 0.000 0.001 0.339 0.614 Supported
H1b 0CG — 0CB 0.325 0.079 3.824 0.000 0.015 | 0.130 0.443 | Supported
Hi1c 0CG — TP 0.507 0.065 7.592 0.000 0.004 0.378 0.622 | Supported
H2 0CG— 0CB—CS | 0.059 0.034 2.853 0.002 0.002 0.007 0.142 | Supported
H3 0CG —» TP —CS 0.1 0.039 2.872 0.004 0.000 0.050 0.210 | Supported
H4 OCB — CS 0.186 0.085 2.110 0.035 0.007 0.028 0.363 | Supported
H5 TP—CS 0.220 0.062 3.626 0.000 | -0.005 0.112 0.359 | Supported

commitment to long-term career growth within
the banking sector.

3.2 Result of hypothesis testing
Fig. 1 and Tab. 5 display the outcomes
of the hypothesis testing. The findings indicate
that there is a favorable influence of organi-
zational career growth (OCG) on employee’s
career sustainability (CS), thereby support-
ing H1a. Furthermore, the results also validate
that OCG has an impact on organizational
citizenship behavior (OCB; H1b supported) and
task performance (H7c supported). Additionally,
the results reveal that there exists a robust and
direct correlation between OCG and CS (H7a),
OCB and CS (H4), as well as TP and CS (H5).
To determine the possible mediation im-
pact, the product coefficient approach (indirect
effect) was utilized, and the significance of indi-
rect effects was evaluated using bias-corrected
confidence intervals (BCCI). This approach was
based on the works of Hayes and Scharkow
(2013) and Rasoolimanesh et al. (2021). Tab. 5
presents the results of the analysis, which
supported the indirect but significant effects
of organizational citizenship behavior on task
performance and career sustainability (H3),
as well as indirect but moderately significant
effects on organizational citizenship behav-
ior and career sustainability (H4), indicating
a partial mediation impact. Furthermore, Tab. 5
shows that organizational citizenship behavior
has a significant and indirect impact on career
sustainability through both mediators, organi-
zational citizenship behavior and task perfor-
mance (H2 and H3).

Source: own (developed from SMART PLS-SEM)

4. Discussion

The findings from the research indicate a posi-
tive relationship between organizational career
growth (OCG) and employee’s career sustain-
ability (CS) and is aligned with several recent
studies (Biswakarma, 2016; Vande Griek et al.,
2020; Weng, 2018; Yang et al., 2015) predomi-
nantly focus on organizational career growth
from the perspective of employees and how or-
ganizations can maximize their value. The four
attributes of organizational career growth is
evaluated on the career development opportu-
nities and advancement provided by the current
organization, including career goal progress,
professional ability development, promotion
speed, and remuneration growth which in turn
contributes to career sustainability (Kaothan,
2018; McElroy & Weng, 2016). Research sug-
gests that such growth initiatives foster a sense
of psychological attachment among individuals
towards their organization leading to increased
belief and engagement with the organiza-
tion (Nouri & Parker, 2013). Employee-driven
career growth is seen as beneficial for work-
forces, as personnel are more likely to stay
longer when their career aspirations align with
organizational objectives (Yang et al., 2015).
Organizational career growth also enhances
the qualities, abilities, and talents of staff,
preparing them for future job or position within
the organization (Rawashdeh, 2013). Conse-
quently, organizations that provide employees
with access to career growth tools, resources,
and processes tend to foster a sense of support
and recognition among their workforce (Chen,
2016; Weng & McElroy, 2012). As a result,
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individuals who have access to robust career
growth opportunities tend to feel valued and
supported by their organization, which in turn
leads to career sustainability.

Our study reveals a positive correlation
between four attributes of organizational career
growth and career sustainability in the bank-
ing sector. However, diverse research findings
highlight the influence of factors like profes-
sional ability development and rewards system
(Gul, 2015); career goal progress and profes-
sional ability development (Nouri & Parker,
2013); professional ability development and
remuneration growth (Lamba & Choudhary,
2013); and professional ability development,
promotion speed, and remuneration growth
(Van Osch & Schaveling, 2020). A previous
study by Lamba and Choudhary (2013) demon-
strates that organizational commitment is af-
fected by various factors in different industries,
such as remuneration growth and professional
ability developmentin banking, career goal prog-
ress in academia, remuneration growth in hos-
pitality, professional ability development in IT,
and remuneration growth in manufacturing.

Theories like conservation of resources
(Hobfoll, 1989) and career construction
(Savickas, 2013) elucidate the link between
organizational career growth and employee
career sustainability. Thereby, supporting skill
development fosters perceived value, leading
to positive attitudes and job satisfaction. Ac-
cording to Bai (2018), a connection was found
between organizational career growth and in-
creased engagement in their study conducted
in South China, emphasizing its importance for
career sustainability. Weng et al. (2010) iden-
tify dimensions contributing to sustainability,
supported by motivation theory, indicating that
career advancement and skill development
enhance focus for greater sustainability
in Saudi Arabia. In addition, investigations done
by Ordera et al. (2020) suggest that specific
HR practices (employee task performance, or-
ganization career growth, and well-being) play
a role in sustaining career growth and empha-
size the direct impact of organizational commit-
ment on long-term career sustainability.

The current investigation demonstrates
the positive influence of organizational career
growth on organizational citizenship behavior.
According to Bagdadli and Gianecchini (2019),
Turkish employees with career advancement
opportunities exhibited increased organizational

citizenship behavior. Similarly, a previous study
by Bolino et al. (2013) demonstrated that
US employees perceiving organizational sup-
port for career development displayed higher
levels of organizational citizenship behavior.
This research confirms that organizational
career growth in Saudi banks enhances organi-
zational citizenship behavior, fostering greater
employee assistance, guidance, and voluntary
task participation.

This study confirms that organizational
career growth positively influences task per-
formance in the Saudi Arabian banking sec-
tor. A research study conducted by Ingusci
et al. (2021), establishes task performance
as a mediator between organizational career
growth and career sustainability. Grounded in
the self-determination theory (Deci & Ryan,
2000), the study underscores how profes-
sional advancement and incentives enhance
task performance among employees, support-
ing a positive impact of organizational career
growth on task performance.

In the same way, the results of the current
study also validated that organizational career
growth impact on career sustainability, medi-
ated by organizational citizenship behavior.
Correspondingly, research by Cao et al. (2019),
Gustari and Widodo (2022) and Qiu et al.
(2020) also establishes a direct and indirect
link between organizational justice and teach-
ers’ task performance, mediated by organiza-
tional citizenship behavior. The findings also
support Freire and Pieta’s (2021) conclusion
that organizational citizenship behavior posi-
tively impacts career sustainability via its effect
on job satisfaction. In this banking sector study,
regulatory citizenship behavior moderately af-
fects the relationship between career growth
and career sustainability in Saudi Arabia.
Furthermore, the study aligns with the social
exchange theory, emphasizing the relationship
between employees and the organization as
a driver of organizational citizenship behavior
(Al-Ghazali & Sohail, 2021).

Conversely, employees who perceive op-
portunities for career advancement within their
organization are more inclined to engage in cor-
porate citizenship activities. A study by Liu et al.
(2022) involving 198 leader-member dyads
in a Chinese high-tech firm revealed a posi-
tive association between employee career
satisfaction and organizational citizenship
behavior (OCB). Consequently, organizational
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citizenship behavior is shown to influence job
satisfaction, a key indicator of career longevity
(Alhashedi et al., 2021), with this relationship
mediated through the mechanism of organiza-
tional citizenship behavior (Azim, 2016). These
findings accentuate the idea that career growth
facilitated by corporate citizenship behavior
positively impacts employee career sustainabil-
ity in the banking sector of Saudi Arabia.

The results of the current study indicate
that task performance has an impact on career
sustainability. This result supports the findings
by Cesario et al. (2022), which confirms that job
performance is positively associated with ca-
reer sustainability in the hospitality and tourism
sector in Portugal. In addition to the findings
by Udayar et al. (2021) in a study conducted
in Switzerland, positive work events could
contribute to career sustainability, that there is
evidence of work-life spillover effects, making
work events vital to consider when researching
career sustainability, indicating that task perfor-
mance might enhance the career sustainability,
however, in Saudi Arabian banks, effective job
performance, meeting sales targets, and pro-
viding excellent customer service were deemed
essential for career sustainability. The study
aligns with goal-setting and self-determination
theories, emphasizing the impact of incentives,
rewards, and feedback on task performance.
The ability of Saudi banks to motivate and
reward employees directly links to career sus-
tainability and organizational growth. Conse-
quently, task performance plays a pivotal role
in shaping the career sustainability of banking
sector employees in Saudi Arabia (Alsharah,
2014; Jehanzeb et al., 2012).

Conclusions
The study aimed to assess the impact of or-
ganizational career growth on career sustain-
ability in Saudi Arabia’s banking sector, with
organizational citizenship behavior and task
performance as mediators. It confirmed the sig-
nificant influence of organizational career
growth on career sustainability through these
mediators, contributing novel insights to the lit-
erature. The findings offer valuable information
for the Saudi Arabian banking sector, emphasiz-
ing how organizational career growth enhances
overall performance and career sustainability
within an organization.

This study holds significance for human
resources managers in Saudi banks, offering

practical insights. It emphasizes the crucial role
of organizational career growth in achieving
career sustainability among bank employees,
aiding policymakers in the sector. Managers
are encouraged to raise awareness about their
subordinates’ career growth, enhancing task
performance and organizational citizenship
behavior, thereby promoting overall career sus-
tainability. Policy makers are advised to support
practices fostering organizational career growth
for enhanced performance and employee satis-
faction in the banking sector.

Research limitations. The study’s constraints
involve the omission of certain subscales and
amalgamating variables. Subsequent research
should delve into distinct subscales such as career
development, compensation, performance ap-
praisal and managerial practices to advance em-
ployees organization career growth. Additionally,
the cross-sectional nature of the research restricts
causal inference, and the absence of longitudinal
data hampers the ability to assess the long-term
effects of organizational career growth.

Future research avenues may delve into
aspects like workplace culture, mentoring
schemes, and technological advancements
within the banking domain. Exploring leader-
ship styles, employee well-being programs,
contextual performance, and industry-specific
challenges’ impact on career sustainability
could enhance comprehension of factors af-
fecting bank employees. Longitudinal studies
on organizational career growth’s efficacy
pre- and post-individual experiences are sug-
gested. Additionally, investigating causal rela-
tionships among organizational career growth
and other variables is crucial for a deeper un-
derstanding, given the limited existing studies
on this HR construct.
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