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Abstract

Using a sample of three hundred and forty two teachktaff from six universities in Saudi Arabia qoleted the
survey, its response rate was 57%. This study exednivhether subjective career success mediateelffinzts
of core self evaluations and career competencias,sabjective well-being. Core self-evaluations aadeer
competencies were found to significantly and pesiti influence career success represented in josfaetion
and career satisfaction, as well subjective weltdpeResults also showed that job satisfactionighrimediates
the relationship between core self evaluations@der competencies, and subjective well-beinglenddreer
satisfaction not mediates this relationship. Ingdiens for current study and practice of findings discussed.
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Introduction

Organizations should be concerned with the devedopnof the capacities of its employees by acquiring
knowledge, skills, attitudes, behaviors, and coepees that will enable them to carry out theirsj@nd tasks
successfully to achieve efficiency and effectivenes the individual and organizational level (Bétidar,
2011).

Changing business environment and intensive cotigretiequire that the individual possesses mambates
and personality traits to achieve career and orgdional success, and this can be attained throogh self
evaluations (CSE), and career competencies. Thegestt role of personality in shaping career suctess
dramatically grown over the past two decades. Tdwgral role in literature about the effect of peity on
career success lead to increasingly importantudysCSE and career competency (Ganzach & Pazy)2014

Core self-evaluations means the individual assessmitheir capabilities, skills, and competenci¥ghen

individual's has more favorable perceptions of héthshe is more likely to be successful and hapgsnie his
work and life, and consequently be able to achisgh levels of career success and well-being (Tetval.,

2015; Javed et al., 2014). CSE become a prevalpitt of investigation in the organizational sciencas it has
been linked to a variety of phenomena; for examjib, satisfaction, job search behavior, organizetio
commitment, job burnout, and employee well-beinguflet al., 2014; Chang el al., 2012).

Kong et al. (2012) found in their study that peveei organizational career management, career conamnit
and career competencies contribute significantlyat@er satisfaction.

Higher education institutions in all its forms apdtterns representing the top of educational pydaimiall
education systems in the world, it is customargéademic circles that the university has three rhaigtions:
teaching, scientific research, and community servfanong these jobs highlights the teaching andareh that
they the most important and vital. The universifesal point of knowledge and cultural progress andreness
of scientific and social progress and the respdiitgilto prepare career competencies, create aciedelimate,
support educational desires and push scientifentaio the degrees of creativity and excellencd, detection
and innovation, to reach the highest level of bier@icommunities.

This study focused on examining the relationshigsvben both core self-evaluations and career canpiets,
and subjective well-being, in addition to the méidigrole of subjective career success in thessioglships.

THEORETICAL FRAMEWORK AND HYPOTHESES
Core Self Evaluations

Chang et al. (2012) explained that the CSE theadgirs in the writings of Edith Packer in 1985, gadet al.
(1997) developed these ideas and concepts in agrated theoretical framework takes into an accob@t
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effects on job satisfaction. According to Judge aontleagues, CSE is a higher order trait represgntie
fundamental evaluations that people make about ¢bbms and their worthiness, competence, and dapabi
(Judge et al., 2004). CSE consists of four broadstrrepresenting a global self-evaluation abouwtself and
self-worth: self-esteem, generalized self-efficaggotional stability, and locus of control (Twesabt 2015;
Cleare, 2013)

Self-esteenthe first CSE trait, it is the general value gilnsomeone to himself. It means that the persdreto
granted himself positive intrinsic value refleciadhe acceptance of the same in his thinking azalidg with
others positively lead to self-efficacy in his lifgth himself and others. Studies showed that esiéem refers
to changes and fluctuations in the short term wélilewing stability in the long term (Lee & Ok, 201QPAL,
2010).

Generalized self-efficacyhe second CSE trait, it is refers to an appraiahe fundamental ability to perform
and cope successfully across a variety of situatibacause the person believed that he has tligy &biperform
under a wide range of circumstances (Lee & Ok52@hen et al., 2001). Generalized self-efficadfeds from
self-efficacy; that it is not focus on irrespectiwEthe specific task or situation, while selfiedicy focus on
specific task or situation.

Emotional stability the third CSE trait, it is a person's abilitycmntrol the various emotions and express them
as required by the circumstances and in propottiothe situations that called feeling. Case of pna# and
flexibility sentimental about the various emotiorstitudes that make individuals who tend to thasec more
happy, smiling, quiet, optimistic, stable mood, aetf-confidence. The individual balanced emotignedspond

to situations and problems with style which chardzed by flexibility, lack of extremism, exaggeost and
rush or over-respond to the various emotional st and he has psychological stability and freedo a
large extent the feeling of guilt anxiety (Judg&let2004; Bono & Judge, 2003).

Locus of controlthe fourth CSE trait, it is a personality trait whidetermines the extent to which people agree
they can handle events whether they believe thatte\are under their own personal control or utigeicontrol
of others and the situations (Tews et al., 201RAQ, 2010).

The four CSE traits are conceptually similar andesgy to have some unique variance. There is asidenable
redundancy” among them, making CSE a higher-olatent construct with four indicators (Boyer, 2007)

Career Competencies

Organizations are very interested in the developnednhuman resources and therefore provides several
activities, which in turn contribute to this dewvefoent, such as training programs, advice, and stppo
communication between superiors, subordinates, catidagues. Career competencies defined as knoejledg
skills, and abilities which are essential for caiedevelopment (Kanten, 2014).

Many researchers divided career competencies linée ttypes. The first is knowing-why competenciglsy do
we do a job), it is associated with one’s motivadibenergy to understand oneself, explore diffepassibilities,
and adapt to ever-changing work situations, andtedl to career motivation, personal meaning, and
identification. The second is knowing-how competesqdhow do we do a job), it is involves careeeveht
skills and job-related knowledge that accumulaterdime and contribute to both organization's arttividual's
knowledge base. The third is knowing-whom compatn¢with whom do we work), it is concerns career-
relevant networks and contacts (e.g., Kong & Yd,£2 Beheshtifar, 2013, 2012, 2011; Kong, 2010;p@dpn

& Janssens, 2008; DeFillippi & Arthur, 1994). Kuejs et al. (2006) regrouped career competenciessint
career factors: career-actualization-ability, caresflection, motivation reflection, work explorati, career
control, and networking. While Akkermans et al. 12D presented a model of career competencies tomis
three dimensions: reflective competencies (refbactn motivation, and reflection on qualities), ecoomicative
competencies (networking, and self-profiling), abehavioral competencies (work exploration, and exare
control).

When individuals acquire further career competenaiay be make them more likely to achieve careeress.
So, human resources management focus on behavmmgietencies that are common to many jobs, hence,
career competencies have become increasingly iantdrt the latest years (Kong, 2010).

Subjective Career Success

Baruch et al. (2014) developed their conceptuahé&aork on current career theory which emphasizbgstive
well-being as one of the aspects resulting frome@arsuccess. One of the definitions which received
considerable acceptance of researchers and poaetisi to career is the unfolding sequence of sop&rsvork
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experiences over time. A successful career impiies achievement of the specific desired resultsaf
individual in his or her career (Dolan et al., 2Dp11

Individuals can identify their career success bynparing what has already been achieved with th&edks
goals. Career success is divided into objectivesajective. Objective career success is definedkfgrence to
societal or cultural factors and includes latera@icreased job security, longer vacations) or hihiaal
(promotion, different job title) factors (Karavard2014;Rasdi,2011). Subjective career succesefisnatl as
individuals' perceptual evaluations of, and affeetreactions to, their careers according to suibgdariteria
such as age, functional stage, career aspiratimusppinions of others, as well references to petsstandards
and perceived among individuals for life satisfactin general, and the balance between careeramityflife
(Kong,et al. 2012; Colakoglu , 2011).

Researchers report that an increasingly large ptage of employees define their career successrinst of
subjective indicators rather than objective indicat(Littler et al., 2003; Sturges et al., 2002he@ (2011),
mentioned that subjective career success congigib and career satisfaction. Ng & Feldman (20d@ncluded
that Job dissatisfaction, low organizational commeitt, low occupational commitment, low work cerntyal
low job mativation, low job involvement, and low vwoengagement are associated with lower subjectweer
success.

Subjective Well-being:

Well-being is defined as ‘“optimal psychologicalnfttioning and experience”. The well-being construc
concerned different meanings to different peoplgafR& Deci, 2001). In organizational behavior ditire,
well-being has been variously considered as pestivd negative affect, mental health, emotionahesgtion,
life satisfaction, and subjective, psychologicald @motional well-being (Wright & Huang, 2012).

Well-being is a complex construct, it has beenvdetifrom two general perspectives: the first is dmd
approach, or subjective well-being, which focuseshappiness and defines well-being in terms of quea
attainment and pain avoidance, and the seconaisutlaimonic approach, which focuses on meaningsaifid
realization and defines well-being in terms of tegree to which a person is fully functioning (Ry&arbeci,

2001).

For the past few decades, there was increasingesiti the construct of subjective well-beingamattempt to
understand how people evaluate their lives (Tsaaetsal., 2007; Diener et al. 1999; Diener, 1984)dies also
found that subjective well-being is a helpful factothe workplace, and beneficial to personal. IFer instance,
happy workers usually have higher incomes, help twvorkers at work, and are also more favoredhsjr
boss (Diener & Biswas-Diener, 2002; Cropanzano &gt 2001).

Ryan & Deci (2001) pointed out that most of thedgta that have addressed the issue of the indivigleasure
and pain in the workplace used to measure subgeutell-being three elements: life satisfaction, phesence of
a positive mood, and the absence of negative mibad;achieving together the individual’'s happindasthis

study, we focus on life satisfaction becausetihéscore component of subjective well-being.

CSE and Subjective Career Success

Stumpp et al. (2010) explained that the studietherrelationship between CSE and career successnaiasy
focused on job satisfaction; therefore, this retahip needs further investigation. Several resfltsmpirical
studies showed that CSE have positively relatignsliih job satisfaction and can directly prediw degree of
satisfaction regarding living and work (Zhang et 2014; Peng et al., 2014; Hirschi, 2011; Picatlal., 2005;
Judge & Bono, 2001). Some little empirical studmspported the relationship between CSE and career
satisfaction, (Stumpp et al., 2010; Wallace, 200Ihese studies emphasized that there are a positive
relationships between CSE and subjective indisatbcareer success.

Judge & Hurst (2008) argued that people with IGGE enjoy faster growth in career success thanlg@euth
low CSE, both with regard to extrinsic success fapenalized in terms of pay and occupational sfasund with
regard to intrinsic success (operationalized imseof job satisfaction), they also suggested thdividuals with
high CSE have more ascendant jobs and careersytinb@cause they are more apt to pursue furthesagion
and maintain better health. Ng et al. (2005) haalipusly confirmed that CSE are related to botheatpof
career success.

Career Competencies and Subjective Career success

Haase (2007) in her study, used Career Competeimdasator (CCl) to measure career competencidsiditg
seven subscales: goal setting and career plarsetfgknowledge, job-related performance effectissneareer-
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related skills, knowledge of (office) politics, metrking and mentoring, and feedback-seeking and- sel
presentation. Haase explored that there are impfa€Cs on objective career success (OCS) and diugec
career success (SCS). The CCs contributed to SE@D&Ss. For four of the SCS variables, this contriru
added to the contribution of the control variabl€ee CCs further mediated the relationship betwesmeer
salience and career outcomes.

Beheshtifar, & Zare (2013) explained that there imeaningful relationship between career competsraind
organizational success according to intermediatialiges such as age, sex, seniority, and educadleaq, there

is a meaningful relationship between career conmpéts and speed, flexibility, integration and inatien. The
results of Wang’s study (2013) showed a moderatelgtionship between career competencies and rcaree
satisfaction, and career competencies had a signifiy positive effect on personal satisfaction.

In line with these findings, we suppose a positigtationship between CSE and career competencigb, a
subjective career success.

Hypothesis 1: CSE and career competencies will have a significantly positive impact on subjective career
success.

Hypothesis 1a: CSE and career competencies wik lzasignificantly positive impact on job satisfaati
Hypothesis 1b: CSE and career competencies wik lzasignificantly positive impact on career satisian.
CSE and Subjective Well-being

The relationship between CSE and life satisfaction received considerable interest by researchers.
Life satisfaction is a core component of subjective well-being represents a global cognitive
evaluation or judgment of one's satisfaction with his or her life (Dabke, 2014). Earlier studies (e.g.
Piccolo et al.,, 2005; Judge & Bono, 2001) argue that CSE is an important source of life
satisfaction, in addition the results of these studies confirmed that the four sub-traits underlying
CSE have been consistently found to positively relate to life satisfaction. Results of recent studies
(e.g. Hirschi 2014; Rey & Extremera, 2015; Yan, Su, Zhu, & He, 2013) strongly agreed with
previous studies that reported positive linkages between overall CSE and life satisfaction, and
pointing out that people who hold more positive views about themselves are generally also more
satisfied with their life.

Some studies focused on the relationship between CSE and the other subsets of subjective well-
being, and also found some empirical support for the relationships between CSE and subjective
well-being, for example (Sudha & Shahnawaz, 2013; Montasem et al., 2013) found that CSE has
positively and significantly relation with life satisfaction.

Career Competencies and Subjective Well-being

The scientific study of subjective well-being haghly expanded in recent years. Various factors are
investigated as possible correlates, causes, anseguences of subjective well-being (Diener et 2011).
Although job has always been central to most péoptentities and satisfaction with life. Currentivhen
economic situation in the world is uncertain anchstantly changing, job related factors are gainimg
importance in the studies of subjective well-beifbe relationship between labor market status abjestive
well-being is proposed and investigated (Stran@®02. Many scholars identify negative and lastiffgats of
job loss and unemployment on subjective well-bgvigung, 2012; Lee& Yoon, 2011; Andersen, 2009). The
researchers provide evidences that job satisfaeimhmood at work impact or spill over to mood aft@rk
(Judge & llies, 2004). The findings are presented well-being depends on the congruence betweewdnker
and his job (Harter & Arora, 2010). Some invesigas demonstrate that job attitudes influence siivje well-
being (Heponiemi,et al 2010).

In the context of rapidly changing world of workhan the person is made to take the responsibdityhis/her
career and the whole life, when pro-activity, witfness and ability to independently and operativefct to
environmental changes is required from the empleyeareer competencies are growing in importanck an
becoming a factor which might influence subjectwell-being of employees. Valickas & Pilkauskait
Valickiené (2014) found that career competencies positivelfjuénce occupational identity construction.
However, there is a lack of studies investigatihg tole of interaction of the different categorascareer
competencies on subjective well-being. In line whhse findings, we suppose a positive relationblipveen
career competencies and subjective career success.
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Hypothesis 2: CSE and career competencies will have a significantly positive impact on Subjective Well-
being.
Subjective Career Success and Subjective Well-being

Subjective career success is associated with mhadiassessments of career satisfaction. Thereoéneficial
main effect of all success dimensions on well-bgiamotions and health, as well both immediate and
acknowledgment success are positively related tih-beéng (Ryan & Deci (2001. Furthermore, well-bgjn
positive affect, and health positively affect alpés of subjective success (Lyubomirsky et al.,5200any
researchers have indicate to the positive relatipndetween job satisfaction and life satisfacti@ng.,
Colakoglu, 2011; Rode, 2004; Diener et al., 1989)ine with these findings, we suppose:

Hypothesis 3: job satisfaction, and career satisfaction will have a significantly positive impact on subjective
Well-being.
The Mediating Role of Subjective Career Success

A few studies have examined subjective career sscas a mediating variable. Liu et al. (2015) pminip that
career success mediated the relationship betwdieasseem and intention to remain. Although thatiehship

between job satisfaction (as indicator of subjextiareer success) and life satisfaction (as imglieztindividual

well-being) had increasingly attention, a few stsdshowed that job satisfaction plays a mediatitg in the

relationship between some variables and life sattsfn. For example, Amah (2014), and Erdogan.gR8all2)

emphasized that job satisfaction mediated théioekhips between life satisfaction with the wotlessors and
motivation-to work, and they also indicated that gatisfaction plays very strategic role in howrdggen the

work environment affect life satisfaction. In thiher hand, Smedema & Tansey (2014) showed thatca8be
direct and indirect effects on life satisfactionsasomponent of subjective well-being.

By reviewing the literature, no study evaluated ttiediating role of subjective career success irr¢taionship
between either CSE or career competencies andcsiwviejevell-being. And as described previously thare
direct relationship between career competencieshatial subjective career success and subjectivebeatly.
So, we assume that subjective career success mmyn@diating the relationship between career coenpéts
and subjective well-being, where individual whaaisfied with both his job and his career as altef having
appropriate and sufficient career competenciesiyrimmay be more satisfy with his life and possagh level
of positive affect, and low level of negative atfeEhrough the above discussion, we suppose a tiegliale of
subjective career success between both CSE amgraampetencies with subjective well-being.

Hypothesis 4: Subjective Career successwill have a mediating role between CSE and subjective well-being.
Hypothesis 4a: job satisfaction will have a medtigtiole between CSE and subjective well-being.
Hypothesis 4b: career satisfaction will have a naéidg role between CSE and subjective well-being.

Hypothesis 5: Subjective Career success will have a mediating role between career competencies and
subjective well-being.

Hypothesis 5a: job satisfaction will have a medigtirole between carearompetencies and subjective well-
being.

Hypothesis 5b: career satisfaction will have a natidg role between career competencies and subetell-
being.

Based on the above arguments, the theoretical frankethat guides the present study is presentédgare 1.

Figure 1. The research model

Core sdf evaluation

A 4

Subjective Car eer success Subjective Well-being

A 4

Job satisfaction Life satisfaction

Career satisfaction
A
Career Competencies

87




European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) “—.i.l
Vol.7, No.18, 2015 IIS E

M ethods
Sample and Procedure

To test the proposed hypotheses empirically, dagsewcollected from Teaching staff in Saudi Arabia
universities in Riyadh city (three public, and #arprivate universities). Total of 600 questionnairgere
distributed; of the 388copies returned, 46 werdusbad due to incomplete answers, which gave a ®al
effective copies were retrieved with a valid resgmrate of 57%.

The sample can be described as following: the ritgjof the respondents about 59% were male. Ab&é bf
the respondents were aged less than 30, 34% betileand 40 years, 29% between 41 and 50 yearsthand
rest were older than 50 years. Approximately 69%hefrespondents were married, while the rest wsiaigle or
divorced. About 18% of the respondents had dematastor lecturer, 39% assistant professor, 30%océesE
professor, and the rest had professor. About 65%efespondents working in public universities] éime rest
working in private universities.

M easur ement of variables

Core Self Evaluations (CSE) was measured using a 12-items the Core Self-evahgaScale (CSES) adapted
from Judge et al. (2003), which divided into folereents: self-esteem, generalized self-efficacyptemnal
stability, and internal locus of control (e.g.,dnaplete tasks successfully).

Career Competencies were measured using measure’s Akkermans et al3j20CQ which consists of 21-item
divided into three items assess reflection on naditm (e.g., | know what is important to me in nareer), four
items assess reflection on qualities (e.g., | araravef my talents in my work), four items assessvaeking
(e.g., | am able to approach the right personstp e with my career), three items assess sefilipgp(e.g., |
can show the people around me what is importameadn my work), three items assess work explorat#og., |
know how to search for developments in my area afk)y and four items assess career control (eam bhble
to set goals for myself that | want to achieve yceareer).

Subjective career success was measured using 10-items divided into five items to measure job
satisfaction which developed by Brayfield & Rothe (1951), (e.g., I feel fairly satisfied with my
present job), and five items to measure career satisfaction which developed by Greenhaus et al.
(1990), (e.g., I am satisfied with the success I have achieved in my career).

Subjective Well-being was measured using life satisfaction by five items adapted from Diener et
al. (1985), (e.g., I am satisfied with my life).

All measures were rated on a 5-point Likert-type scale with answers ranging from 1 (Strongly
Disagree) to 5 (Strongly Agree).

Control variables: gender was coded as (1= male, and 2= female)wag coded as: (1 = less than 30 years, 2 =
from 30 to less than 40 years, 3 = from 40 to thkas 50 years, and 4 = more than 50 years), matd#ls was
coded as (1= single or divorce, and 2= marriedjctional class was coded as (1= demonstrator, @arker, 3=
assistant professor, 4= associate Professor, arRf&essor), and university ownership type was daate (1=
public, and 2= private).

HYPOTHESTESTING
The present study

This study aims to contribute to understandingréiiations among, core self evaluations, career etemgies,
subjective career success (job satisfaction, amdecasatisfaction), and subjective well-being. Henthe
importance of the current study to identify theeets of core self- evaluations, and career compiggrin
subjective well-being, and to identify as well dse tmediating role of subjective career successhasd
relationships; because it is need to further aiglysd verification, especially that most of thedy variables
characterized as a multi-dimensional.

Statistical Analyses

The SPSS V.16.0 was used for the descriptive anglation analyses, and hierarchical regressiomyaes to
testing the study hypotheses.

Descriptive Statisticsand Correlation Analyses

Means, standard deviations, internal consistenegr(@ach’s alpha), and correlations among all stwahyables
are reported in Table 1. In this study, all sca&eseed the criterion of 0.70 for Cronbach’s alphhere ranged
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between 0.85 and 0.94; so that their internal sbeiscy is satisfactory, and all correlations amgisttcally
significant at (P < 0.01lor P < 0.05) (Nunnaly & Bstein, 1994).

Table 1 shows a significant relationships amonguégables. Core self evaluations and career coenpédts
were positively related to subjective career suecepresented in job satisfaction and career aatisf; as well
as were positively related to life satisfactiomdily, both job satisfaction and career satisfactiere positively
related to life satisfaction.

Before test research hypotheses using hierarchézgkession analysis. Some tests are performed garen
adequacy of the data to the assumptions of regressialysis. Values of variance inflation factoreviess than
(10), and values of tolerance test of independarialles were higher than (0.05), and this is dication of the
lack of a high correlation between the independamiables. Also, data follow the normal distributizvhere
values of Skewness were less than (1). Accordirigdse tests, there is no threat to the results.

Table 1. Means (M), standard deviations (SD), datiens and
internal consistencies (Cronbach'sf the study variables are in parentheses.) (42) 3

Study 1 2 3 4 5 6 7 8 9 10
Variables

1-Gender -

2-Age -0.04 -

3-MS 0.05 0.42* -

4-FC 0.11* 0.56**  0.05 -

5-U0T -0.04 0.06 0.03 0.02 -
6. CSE -0.11* 0.34* 0.13* 0.46* 0.04 (0.89)

7.CC -0.14* 0.51*  0.05 0.35** 0.02 0.56** (0.86)

8.JS -0.13* 0.49*  0.10* 0.42** 0.01 0.42*  0.51** (0.85)

9.CS -0.05 0.46** 0.04* 0.58* 0.05 0.54*  0.62** 0.49* (0.92)

10. SWB -0.10* 0.52** 0.23* 0.41* 0.03 0.46**  02Z*  0.55*  0.51* (0.94)

M 1.25 2.43 1.48 2.76 1.38 3.98 4.18 3.85 3.97 3.66
SD 0.42 1.02 0.46 0.98 0.51 0.82 1.03 1.16 0.94 70.8

Note: Cronbach’s alpha appears on the diagonabatdanumbers in brackets; MS= Marital Status, FCad&ional class, UOT=
University ownership type, CSE= Core Self Evaluatjo@= Career Competencies, JS= Job Satisfaction, CSeelCar
Satisfaction, and SWB= Subjective Well-being. ** P81, * P < 0.05

Hypothesistesting

Table 2 shows the results of models hierarchicaldr regression analyses predicting job satisfactia career
satisfaction, that were used to test the hypoth@sesand 1b) after avoiding effects of demographigables by
dealing with it as controlling variables. Modelsa(2and 2b) explained that CSE and career competenci
togetherexplained (18.1%, and 22.4%) of the variance ingabsfaction, and career satisfaction respectively
CSE and career competencies have significanthtipesmpact on job satisfaction (respectivelyz 0.24, and
0.29, p <.01), and on career satisfaction (resgeygt f = 0.35, and 0.47, p < .01). Thus, Hypothesis @bl
1b) were supported.
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Table 2 Results of multiple hierarchical regressioalysis

for CSE and career competencies on Job satisfaeti@whcareer satisfaction

Independent Variables Job Satisfaction Careerfaetign
Model 1a Model 2a Model 1b Model 2b

Control Variables:

- Gender 0.09** 0.07* 0.11* 0.07*

- Age 0.07* 0.08* 0.06* 0.09**

- Marital status 0.10** 0.08* 0.12* 0.16**

- Functional class 0.11** 0.14** 0.07* 0.13**

-University ownership type 0.08** 0.10** 0.08* 0.14

Independent Variables:

- CSE 0.24** 0.35**

- Career Competencies 0.29** 0.47*

AR 0.181* 0.224*

R? 0.075 0.256 0.102 0.326

FAR 10.23** 18.22** 15.58** 24.27**

* P <0.01,*P<0.05

Table 3 shows through model (1, and 2) that CSEcamnder competencies togetlexplained (15.5%) of the

variance in subjective well-being, and they havgnigicantly positive impact on

(respectivelyp = 0.24, and 0.29, p < .01). Thus, Hypothesis (@3 supported.

Table 3 Results of multiple hierarchical regressioalysis:

CSE, and Career Competencies

subjective well-hgi

Jobf&zten —p subjective well-being

Independent Variables

Dependent Variable: subjeatigll-being

Model 1 Model 2 Model 3a  Model 4a  Model 3b Model 4b
Control Variables:
- Gender 0.03 0.02 0.05 0.04 0.04 0.03
- Age 0.06* 0.08* 0.09* 0.07* 0.10** 0.10**
- Marital status 0.12** 0.13** 0.10** 0.07** 0.09** 0.08**
- Functional Class 0.06* 0.05* 0.04* 0.06* 0.04* .00*
-University Ownership Type 0.02 0.01 0.03 0.03 0.02 0.01
Independent Variables:
- CSE 0.27** 0.19** 0.23**
- Career Competencies 0.32* 0.25** 0.28*
Mediator variable:
- Job Satisfaction 0.512** 0.443**
- Career Satisfaction 0.255** 0.291**
AR? 0.145** 0.175* 0.245** 0.127** 0.119*
R 0.082 0.227 0.257 0.472 0.209 0.346
FAR 12.51** 17.01** 22.81** 38.64** 16.53** 14.25**

*» P <0.01,*P<0.05

The three conditions for Baron & Kenny (1986) are availability for the analysis of a mediating
effect which represented in: (1) a significant effect of CSE, and career competencies on subjective
well-being, (2) a significant effect of CSE, and career competencies on subjective career success,
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and finally the third condition showed a significant effect of subjective career success on
subjective well-being as mediator effects on subjective well-being even when CSE, and career
competencies are controlled, and therefore can be identified to the role mediator of subjective
career success (job satisfaction, and career satisfaction).

Results of Table 3 demonstrate that job satisfagbartially mediate the effect of CSE and caresnmetencies
on subjective well-being. Generally, CSE and caosenpetencies influence subjective well-being diyeand
indirectly via job satisfaction, where th@) decreased from (0.512) to (0.443) but the retetiip still remained
significant at (P < 0.01).

As well, results of Table 3 demonstrate that cassgisfaction was not mediated the effect of CS& eareer
competencies on subjective well-being. where thipincreased from (0.255) to (0.291): they are digantly at
(P < 0.01). Thus, the direct relationship betwe&EGnd career competencies, and subjective weigbmore
presence and impact compared to the indirect ogistiip.

Baron & Kenny (1986) used Sobel’s test to measuwigrificant indirect effects of the independentiafle on
the dependent variable in the presence of the nuoediariable. Hence previous results would be more
significant after the test Sobel, which emphasgigdificance of mediating role to job satisfactimetween CSE
and career competencies, and subjective well-being.

Discussion
Career success and employee well-being are corttorimth employees and organizations because gegsb
success and well-being can eventually contributerg@anizational success. Consequently, researehersying

to identify the individual and organizational factdhat facilitate employees’ career success ardbsing (e.g.
Yang, 2014; Rasdi et al., 2011; NG et al., 2005).

Theoretically, this study contributes to the litera by examining the direct influence core seliaation and
career competencies on both subjective career ssico®l subjective well-being. Although several istaidhave
examined most of these effects, but this studyésfirst to examine the mediating role of subjexttareer
success in relationships between both core setfluation and career competencies on subjective-tvegtlg.
Based on sample 362 teaching staff from six unitiessin Saudi Arabia, the results demonstrateddtseveral
conclusions:

First: The results of H1 & H2 contribute to the litenaby confirming that CSE and career competenaies a
important factors to predict and enhance subjeataeer success, by testing H1, we concluded ti&d& 1S
positively and significantly influence subjectivareer success. This result is in line with previtndings (e.g.,
Judge & Kammeyer-Mueller, 2011; Stumpp et al., 2048d provides further support to the argument that
people with more positive and high CSE are more ablmanage their own careers successfully, becaaye
are turning to difficult and challenging jobs whibhve viewed through individuals as "high statudiey also
have the ability to success in these jobs, depgndimtheir own desire to show the positive charisttes to
themselves and others, and also their ability tdop@ these jobs is. more effective to achieve essahrough
the optimal use of the available resources to them.

In addition, the findings of the current study po®s empirical support for the positive relationshipetween
career competencies and two elements of subjectikeer success (job and career satisfaction). Soewous
studies had reported positive relationships amaages competencies, and both job and career sditisfa
(Hirschi & Jaensch 2015; Kong, 2013, Wang, 2018wannawait et al., 2009), which indicated that whe
employees have high levels of career competenttiey, willingness to engage in career-related awsiand
will consequently they fell high career and high gatisfaction .

Second: Both CSE and career competencies, as expectee pusitive and direct impact on life satisfactioar
findings came consistent with the results of presistudies (e.g., Kong et al., 2014; Dabke, 20li4scHi,
2014; Sudha & Shahnawaz, 2013), which showedGlsE has direct effect on subjective well-being, and
particular on life satisfaction. It provides supiptar what previously indicated by Judge et al. @9hat CSE
could be a causal variable of life satisfaction.aflindividual has a positive evaluation about hifngee will
see life events more positively and seek abouttitns that enhance achievement of the positive, rahd
minimize negative situations. Consequently he bechappier and more satisfied about his life.

Furthermore, the finding of (H4) which supported tiesult of Valickas & Pilkauskaite-Valickiene (2031study
showed that career competencies positively andcttirénfluence subjective well-being. The currerdppr
research helped to reduce the gap in studyingeflagianship between career competencies and sivgetell-
being indictors specially life satisfaction. Thésea lack of studies investigating this relatiopstlthough there
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are theoretical frameworks presented by (Bridgst&09) demonstrating the possibility of existericdk
between career competencies and various typesplbgee well-being and outcomes.

Third: Similar to the findings of previous studies, féeswf testing (H3) confirmed that subjective caree
success influence positively and directly life sittion. Numerous studies focused on the reldtipnsf job
and career satisfaction with subjective well-be{Bgbke 2014; Lounsbury et al., 2004). The resultthese
studies emphasized that life satisfaction can lediptred through job and career satisfaction. Ssfekpeople
gain reputation in their occupational and privatgimnment and high reputation may enhance thdijestive
well-being. Thus the more a person satisfied withis job and his career becomes the more satisfiag life
and shows himself up as happiness in life becauseessful people can live up easily to their dssihan less
successful people.

Finally: In addition to the direct effects, this study alggothesized that CSE and career competencies have
indirect effects on subjective well-being. The fesinave showed that job satisfaction partially rat$ the
impact of CSE and career competencies on lifefaatien: the increase of job satisfaction leadstwease the
effects of CSE and career competencies on lifsfaation. Conclusion the results found in our reseahow

that CSE has indirect effect on life satisfacti®ior example, results of Smedema & Tansey’s stu@yj4p
showed that relationship between CSE and life feation was partially mediated by four positive glsglogy
variables. As well, our results contribute to therature by demonstrating that career competermetd had
indirect effects on life satisfaction, where praxgostudies have focused only on the direct efféatickas &
Pilkauskaite-Valickiene 2014).

In conclusion, the results was found that caretsfaation did not mediate the relationship betweeth CSE
and career competencies, and subjective well-behig;means that career satisfaction don't incresftects
both CSE and career competencies on life satisfacBespite, this study’s result underlined thesjabty of
considering career success as a mediator varahitde empirical attention has been given to tiig.

Managerial | mplications

The study’s result may provide useful guidance moversities administrators, deans, and heads odeani
departments. It showed that CSE and career conpeseare major factors to achieve career succabsvalt-
being. They must design policies and practicesnttarce CSE level of teaching staff and increase thaeeer
competencies which in turn will increase their leva their job performance, career and life satitbn. Thus it
will reflect positively on universities’ effectivess. The methodology which must be adopted fromeusities’
leaders to achievement subjective career succéesselhibeing consists of the following themes:

- Redesign academic jobs on career competenciesasugiersonal, preparing for a lecture and impleimgnt
by focusing on human relations, preparing actisig@d assessment, scientific and professional ryasied
reinforcement and motivation methods. This will leleateaching staff to complete specific tasks, grga
various experiences, talk with competent individuaigarding their capacity, setting goals andmptanhow
to achieve them.

- Universities must use recruitment as an effectigtriment putting them on the beginning of the noeagh to
achieve its vision, mission, and strategic objedithrough attract and recruit the best memberspelksess
the required career competencies.

- Universities must design selection tools that emdlhém to select the best candidates for jobs itegdioth
professional and psychological tests, and depthiasttbpth interviews manner that achieve the smecif
criteria to the prediction and building of CSE ti@iuch as emotional stability, self-esteem, and.et

- Prepare the necessary training programs that ba#tfsefficacy of teaching staff and expectancyidis!
which helps to ensure that they feel confident emahpetent to carry out their tasks effectively anthance
their career competencies. As well, it providesfgssional competencies allow them to choose the
appropriate teaching methods and thus match profesdl/, and become more effective with their stutde

- Prepare teaching staff to adopt standards of guatitl achieve effective teaching process.

- Universities must provide various kinds of careemagement activities to enhance career competetcies
teaching staff and continuous assessment of thaifopnance and follow-up professional development
activities.

- The need for helpful staff allow students to morefg@ssional by holding annual training programsj an
professional competencies.
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- Finally, Saudi universities must adopt a sustamgbbgram for the development of the teaching statf
employees through establishment of a center ferghrpose to increase the effectiveness of soglafions
between members, and the strengthening of cooperatid communication links by establishing regatadl
variety meetings.

Limitations and Directionsfor Future Research

Some limitations of our paper should be noted.tFihés study applied on six Saudi universitieRigadh city,
then this might not be appropriate to generalize fthdings to other universities. Thus, future exsh are
necessary to examine this topic in other Saudi/madbian universities to achieve better generalmatSecond,
this research examined the effects of CSE and ccameapetencies on subjective well-being with thaliatng

role of career success represented in job and rcaetisfaction. Therefore, future research are ssiggl to
examine some variables such as personality trdits big five), job demands and resources, emotional
intelligence, positive and negative affect, andchsjogical capital on career success and indiviaedl-being

in universities or other organizations.

Third, this study focused on CSE as an independatidble, thus, future research should cover thdiatieg
role of CSE between leadership style and careeessaepresented in objective and subjective ssicéesther
limitation is related to the important of the ewion the professional skills of teaching staffd astudying
obstacles and problems achieving career competenmith faculty members in the Saudi and Arabian
universities. Finally, researchers can assess anugproposed to activate the professional quadiifina of
teaching staff in accordance with the quality stadd.
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