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Identification of Dimensions, Components, and
Indicators of Career Advancement for Employees
in the Ministry of Economic Affairs and Finance

ABSTRACT

The present study was conducted with the aim of identifying the dimensions, components, and
indicators of career advancement for employees in the Ministry of Economic Affairs and Finance.
In terms of purpose, this research is applied; regarding the nature of data, it is qualitative and
based on meta-synthesis and the Delphi method. The statistical population included both
theoretical experts (university professors) and practical experts (relevant officials within the
Ministry of Economic Affairs and Finance). Based on the principle of saturation and using
purposive sampling, 20 interviewees were selected. The data collection method was the Delphi
technique, and data analysis was conducted using thematic analysis with Maxqda-V18 software.
The findings revealed that career advancement in the Ministry of Economic Affairs and Finance
encompasses three dimensions: need-based career advancement, value-based career
advancement, and talent-based career advancement. Need-based career advancement includes
independence, economic empowerment, and social status. Value-based career advancement
involves internal and external excellence, as well as skills and knowledge enhancement.
Additionally, talent-based career advancement consists of technical and functional competencies,
managerial qualifications, and creativity and innovation. Given the identified dimensions, these
programs can contribute to improving employees' quality of work life, enhancing their motivation
and productivity, and strengthening the competencies required by the organization. Ultimately,
these measures can lead to the creation of a dynamic and innovative organizational environment
that supports the organization’s growth and sustainable development.

Keywords: Career advancement, need-based career advancement, technical and functional
competencies, managerial qualifications.

Introduction

In today’s rapidly evolving organizational landscape, the concept of career advancement has gained increasing prominence
as a determinant of employee satisfaction, productivity, and organizational success. Particularly within public sector
institutions, such as ministries and governmental bodies, facilitating employees’ career growth has emerged as a key strategic
priority in fostering motivation, retaining top talent, and enhancing institutional performance [1]. The Ministry of Economic
Affairs and Finance, as a central pillar in national governance and fiscal planning, is no exception. Given the complexity and
bureaucratic structure of governmental systems, career progression is often subject to multilayered criteria that go beyond
mere performance evaluations and delve into personal development, institutional needs, and socio-cultural expectations [2].

Career development is fundamentally intertwined with individual job satisfaction and broader organizational objectives.
Research has shown that employees who perceive clear and attainable career advancement opportunities demonstrate

higher levels of job satisfaction, engagement, and organizational loyalty [3, 4]. This relationship is supported by the findings
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of [5], who emphasized the predictive role of job satisfaction and motivation in employee retention. In the context of the
public sector, which traditionally grapples with rigid hierarchies and slower promotional paths, it becomes all the more critical
to redefine and structure effective mechanisms for career mobility that are inclusive, transparent, and responsive to
contemporary organizational demands [6, 7].

Various theoretical models have been developed to conceptualize career advancement. The Resource-Based View (RBV)
of strategic human resource management emphasizes the cultivation of human capital as a core organizational asset [8].
Within this framework, employees’ career advancement is not only a reward mechanism but also an investment in long-term
organizational competitiveness. Career progression pathways that align with employees’ evolving competencies and
organizational priorities are more likely to succeed in enhancing performance outcomes and institutional cohesion [9, 10].
Moreover, scholars such as [11] have highlighted the significance of international assignment experiences and global mobility
in shaping career success, offering valuable insights for ministries managing cross-border economic engagements.

Career development is also intricately linked to employees’ perceived self-efficacy and their psychological orientation
toward achievement. According to [12], the meaning of career success varies across historical and ideological contexts,
necessitating a localized understanding of advancement in different sectors and societies. In Iran, for instance, studies such
as those by [13] have explored the barriers to women’s career advancement, shedding light on the structural and cultural
impediments that must be considered when designing equitable promotion systems. Similarly, [14] explored the success
factors of career paths among top academic professionals, emphasizing the importance of strategic planning and merit-based
progression.

In this vein, psychological and behavioral factors also play a significant role in shaping career trajectories. Engagement,
resilience, and job crafting have been found to mediate the relationship between job roles and employee development [15,
16]. In particular, the concept of job crafting—where employees proactively shape their job roles to better fit their strengths
and interests—has been linked to enhanced service quality and recovery performance, especially in high-stakes environments
such as hospitality and healthcare [17, 18]. These insights are increasingly being integrated into public administration
frameworks, emphasizing the need for bottom-up empowerment alongside top-down career planning.

An essential dimension of career advancement lies in the institutional support structures, including training programs,
mentorship, and performance appraisal systems. According to [3], training initiatives tailored to individual career aspirations
significantly increase career satisfaction and retention. Similarly, [19] underscore the role of both material and emotional
rewards in fostering a sustainable organizational climate. However, [20] argue that in the post-COVID era, digitalization of
career support and virtual learning environments must also be incorporated to ensure uninterrupted career progression
amidst crises. The Ministry of Economic Affairs and Finance, which operates under a high level of public scrutiny and strategic
importance, needs to adopt adaptive career development models that can address the fast-changing socio-economic
landscape.

From a strategic human capital perspective, career development must also be aligned with organizational performance
indicators and macroeconomic goals. [21] propose that personal attributes and behavioral responsiveness of academic
leaders are key inputs for designing effective HR intervention models. This logic extends to public sector leadership, where

the performance of managers and specialists directly impacts policy implementation and fiscal responsibility. Hence,



identifying the dimensions and indicators of career advancement becomes not only a matter of employee welfare but also
an organizational imperative for effective governance [22].

The broader implications of career advancement are also observable in the motivational dynamics it generates within the
workforce. According to [23], internal career development initiatives that promote skill-building and knowledge-sharing
contribute to a culture of retention and innovation. This is particularly relevant in ministries, where job roles are often
standardized and bureaucratic. Providing employees with avenues for professional growth through workshops, cross-
functional rotations, and leadership pipelines can break the monotony and inspire creative contributions [24, 25]. Moreover,
studies have shown that when career paths are clearly communicated and linked to measurable achievements, employees
are more likely to invest in long-term career planning and organizational loyalty [26, 27].

Nonetheless, despite the growing emphasis on career development, practical challenges persist. Government agencies,
such as the Ministry of Economic Affairs and Finance, often face constraints in budget allocation, institutional inertia, and
hierarchical rigidity that limit the effective implementation of career advancement programs. [2] identifies several
administrative and systemic challenges in Iran’s public sector, including the lack of transparent promotion criteria,
politicization of appointments, and insufficient investment in human resource development. These issues call for a more
integrated and evidence-based approach to career advancement that leverages international best practices while remaining
sensitive to local organizational culture and national development priorities.

To address these challenges, a robust model of career advancement tailored to the needs of the Ministry of Economic
Affairs and Finance is needed —one that encompasses both individual aspirations and institutional requirements. The model
must incorporate structural components such as competency-based assessments, professional development plans, and
equitable performance evaluations. Simultaneously, it should emphasize motivational and behavioral dimensions like
employee engagement, perceived fairness, and psychological empowerment. As [28] notes, the interplay between
competence, confidence, and career development forms the cornerstone of any sustainable advancement framework.

This study thus seeks to fill an important gap by identifying the dimensions, components, and indicators of career

advancement among employees in the Ministry of Economic Affairs and Finance.

Methods and Materials

This study is applied in terms of purpose and qualitative in nature, employing meta-synthesis and the Delphi method. The
statistical population included all scholarly articles and academic works in domestic and international databases, as well as
existing documents and regulations in the field. In this stage, 23 articles were selected based on the PRISMA (Preferred
Reporting Items for Systematic Reviews and Meta-Analyses) protocol through purposive non-random sampling. The selection
criteria for articles in the meta-synthesis stage included recency and relevance to the research topic, high scientific quality
and credibility, inclusion in reputable domestic and international databases, appropriate methodology, and diversity of
perspectives.

In the second stage (Delphi technique), the population included all professors and researchers specializing in
organizational behavior management, human resource management, and public administration. Given that the minimum
number of experts in a Delphi panel is generally between 10 and 20, this study selected 20 experts through purposive non-

random sampling. These experts were either directly or indirectly involved in employee career advancement in public sector



organizations. The selection criteria for experts included: holding at least a doctoral degree and having teaching experience
in related fields, relevant expertise, participation in practical projects and related research experience, familiarity with
policies, procedures, challenges, and obstacles, the ability to provide analytical insights, diversity of viewpoints, commitment
to participation, having official positions and decision-making experience, and practical experience relevant to the study’s
field.

The data collection tool was a systematic review of literature and credible academic sources. This process involved a
precise and targeted search of academic databases, articles, books, and dissertations related to the research topic. In the
content validity assessment during the qualitative phase, it was confirmed that the content and concepts under study were
fully and comprehensively covered in the existing literature. Articles were selected with high precision, and an initial screening
was conducted. A flow diagram (documenting the article selection process) was used to identify appropriate articles for the
study. At this stage, filters were applied regarding temporal (domestic and international), spatial (database origin), research
nature (synthesis, review, qualitative, or quantitative), and thematic criteria (keywords for search). Following this, both coarse
and fine-grained screening processes were carried out.

Furthermore, internal validity results indicated that findings from the qualitative phase were not influenced by external
factors and were accurately interpreted. A 27-item PRISMA checklist was used, along with independent analysis by the
researcher and a statistics expert, Cohen's kappa coefficient for inter-rater agreement, standard criteria for evaluation,
repeatability (transparency of methodological procedures), application of the meta-synthesis method for accurate data
coding and analysis, and expert feedback and code refinement to detect inconsistencies.

To ensure reliability in the qualitative method, techniques such as meticulous documentation of the research process,
intra-researcher alignment, and inter-researcher alignment were applied. Overall, the results confirmed the validity and
reliability of the data obtained during the qualitative phase.

Additionally, in the second qualitative phase (Delphi technique), a Delphi worksheet was used. Experts were asked not
only to score the items but also to provide comments or suggestions regarding the indicators and to add any new indicators
they deemed important to the end of the table. For content validity of the Delphi worksheet, questions were first designed
to be simple, clear, and relevant. Simple and conceptually clear language was used for constructing the closed-ended
guestionnaire items so they would be easily understood by experts.

Before the Delphi worksheet was implemented, content validity was evaluated using the Content Validity Ratio (CVR)
formula, which confirmed that the worksheet content comprehensively covered the intended concepts. For assessing the
reliability of the Delphi worksheet, internal consistency and test-retest reliability were used, both of which confirmed the
worksheet’s validity and reliability in the Delphi phase.

In the Delphi stage and closed-ended questions, mean and standard deviation were used to assess the results and
determine the level of expert agreement. Kendall's coefficient of concordance was also used to assess expert agreement and

prioritize items in the closed-response questionnaire using IBM SPSS Statistics version 16.

Findings and Results

The number of relevant officials was greater than the number of university professors. Furthermore, the predominant

academic discipline among participants was human resource management. The number of officials holding doctoral degrees



was higher compared to those with master’s degrees. Additionally, the number of male participants was significantly greater
than that of female participants. Most participants were between 45 and 50 years old and had between 10 and 20 years of
professional experience.

To answer the above questions and design a career advancement model for employees of the Ministry of Economic Affairs
and Finance, the identification process was conducted in three stages as outlined below.

Table 1.

First Round of the Delphi Process for Dimensions, Components, and Indicators of Career Advancement for Employees in the

Ministry of Economic Affairs and Finance

Indicator 1 2 3 4 5 6 7 8 9 10 19 20 Mean
Work-life balance 5 4 5 3 5 4 5 5 5 4 4 5 4.6
Enjoyment of life after work 4 5 3 5 3 5 3 5 5 5 5 3 4.3
Access to extended vacations 5 4 5 4 5 3 5 5 4 5 3 5 4.5
Annual salary level 5 4 5 4 5 4 5 5 5 5 4 5 4.7
Receiving incentives, bonuses, or promotions 3 5 3 5 5 4 5 3 5 5 4 5 4.3
Ability to meet basic needs 5 4 5 3 5 5 4 5 5 5 5 4 4.6
Earning high income and enabling family well-being 4 3 5 5 5 4 5 5 5 5 4 5 4.6
Having a satisfying life outside the work environment 5 4 5 4 5 3 5 4 4 4 3 5 4.3
Receiving respectful social treatment due to career path 4 5 3 5 3 5 3 5 5 5 5 3 4.3
Recognition of one’s career path by others 5 4 5 4 5 3 5 5 4 5 3 5 4.5
Contributing to national prosperity and public welfare through job duties 5 4 5 4 5 4 5 5 5 5 4 5 4.7
Job security 3 5 3 5 5 4 5 3 5 5 4 5 43
Influence of job decisions on organizational performance 5 4 5 3 5 5 4 5 5 5 5 4 4.6
Fulfillment of personal needs and preferences by pursuing a desired job 5 4 5 3 3 5 4 4 5 5 5 4 4.3
Meaningful work 5 4 3 5 5 5 4 5 5 5 5 4 4.6
Continuous training 5 4 3 3 2 5 4 5 5 5 5 4 4.1
Development of transferable knowledge and experience-based skills 5 4 5 4 5 5 5 5 5 5 5 5 4.8
Enhancement of job-related cognitive capabilities 5 5 5 5 5 5 5 5 5 5 5 5 5.0
Developmental coaching 5 3 5 5 4 5 3 5 5 5 5 3 4.5
Job-specific technical skills 5 4 5 3 5 5 4 5 5 5 5 4 4.6
Strategic decision-making 5 4 3 5 5 4 5 3 5 5 4 5 4.4
Ability to lead a team toward high performance 5 4 3 5 5 5 4 5 5 5 5 4 4.6
Communication skills 5 4 3 3 2 5 4 5 5 5 5 4 41
Opportunity for innovation in job activities 5 4 5 4 5 5 5 5 5 5 5 5 4.8
Challenging job experiences 5 4 5 3 5 5 5 3 4 5 5 5 4.4

As shown, in the first round of the Delphi process, no indicator received an average score lower than 4. However, several
new indicators were suggested by the experts, which were presented in the second round of the Delphi process as follows.

Table 2.

Second Round of the Delphi Process for the Dimensions, Components, and Indicators of Career Advancement for Employees

in the Ministry of Economic Affairs and Finance

Indicator 1 2 3 4 5 6 7 8 9 10 19 20 Mean
Work-life balance 5 4 5 3 5 4 5 5 5 5 5 4 4.6
Enjoyment of life after work 4 5 3 5 5 5 3 5 5 5 5 5 4.3
Access to extended vacations 5 4 5 4 5 5 5 5 4 5 5 5 4.5
Annual salary level 5 4 5 4 5 4 5 5 5 5 5 4 4.7
Receiving incentives, bonuses, or promotions 5 5 3 5 5 4 5 5 5 5 5 4 4.3
Ability to meet basic needs 5 4 5 3 5 5 4 5 5 5 5 5 4.6
High earning potential and ensuring family well-being 5 4 5 4 5 3 5 4 4 4 5 3 4.3
Satisfaction in life outside the work environment 4 5 3 5 3 5 5 5 5 5 3 5 43
Social respect due to career path 5 4 5 4 5 3 5 5 4 5 5 3 4.5
Recognition of one’s career path by others 5 4 5 4 5 4 5 5 5 5 5 4 4.7
Contribution to national development and public welfare through job performance 3 5 3 5 5 4 5 3 5 5 5 4 4.3
Job security 5 4 5 5 5 5 4 5 5 5 5 5 4.6
Impact of professional decisions on organizational performance 5 4 5 5 3 5 4 4 5 5 3 5 4.3




Fulfillment of personal needs and preferences through pursuit of a desired career 5 4 5 5 5 5 4 5 5 5 5 5 4.6
Meaningful work 5 4 3 3 2 5 4 5 5 5 2 5 4.1
Continuous training 5 4 5 4 5 5 5 5 5 5 5 5 4.8
Development of transferable skills through experience and knowledge 5 5 5 5 5 5 5 5 5 5 5 5 5.0
Enhancement of job-related cognitive abilities 5 3 5 5 4 5 3 5 5 5 4 5 4.5
Developmental coaching 5 4 5 3 5 5 4 5 5 5 5 5 4.6
Job-specific technical skills 5 4 5 5 5 5 4 5 5 5 5 5 4.6
Strategic decision-making 5 4 3 3 5 5 4 5 5 5 5 5 4.1
Ability to lead a team toward achieving high performance 5 4 5 4 5 5 5 5 5 5 5 5 4.8
Communication skills 5 4 5 3 5 5 5 3 4 5 5 5 4.4
Opportunity for innovation in job activities 5 4 3 5 5 4 5 3 5 5 5 4 4.4
Challenging job experience 3 3 4 5 4 5 3 5 5 5 4 5 4.2
Activity within the Ministry or related domains 5 5 5 5 5 3 5 5 5 5 5 3 4.2
Participation in group activities and team projects 2 5 5 4 5 3 5 4 5 5 5 3 4.3
Higher education (Master’s degree and above) 5 4 3 5 5 5 4 5 5 5 5 5 4.6
Proficiency in job-related technical and specialized skills 5 4 3 5 2 5 4 5 5 5 2 5 4.1
Participation in training courses and workshops for skill enhancement 5 4 5 3 5 5 5 3 4 5 5 5 4.4
Ability to find innovative and creative solutions to challenges 5 4 5 5 5 4 5 3 5 5 5 4 4.4

As shown, in the second round of the Delphi process, all indicators received scores above 4. As a result, no indicators were
eliminated. To ensure the finalization of the process, the Delphi method was repeated for a third round, the results of which
are presented below.

Table 3.

Third Round of the Delphi Process for the Dimensions, Components, and Indicators of Career Advancement for Employees

in the Ministry of Economic Affairs and Finance

Indicator 1 2 3 4 5 6 7 8 9 10 19 20 Mean
Work-life balance 5 4 5 3 5 4 5 5 5 5 5 5 4.6
Enjoyment of life after work 4 5 5 5 5 5 3 5 5 5 5 5 4.7
Access to extended vacations 5 5 5 5 5 5 5 5 5 5 5 5 5.0
Annual salary level 5 5 5 5 5 4 5 5 5 5 5 5 4.9
Receiving incentives, bonuses, or promotions 5 5 3 5 5 5 5 5 5 5 5 5 4.8
Ability to meet basic needs 5 4 5 3 5 5 4 5 5 5 5 5 4.6
High income potential and family well-being 5 4 5 5 5 3 5 5 4 4 4 4 4.5
Satisfaction in life outside the workplace 4 5 3 5 3 5 5 5 5 5 5 5 4.5
Respectful treatment in society due to career path 5 4 5 4 5 3 5 5 4 5 4 5 4.5
Recognition of one’s career path by others 5 4 5 4 5 4 5 5 5 5 5 5 4.7
Contribution to national prosperity and public welfare through professional duties 3 5 5 5 5 5 5 3 5 5 5 5 4.6
Job security 5 4 5 5 5 5 4 5 5 5 5 5 4.8
Impact of job-related decisions on organizational performance 5 5 5 5 3 5 4 5 5 5 5 5 4.7
Fulfillment of personal needs and preferences through pursuit of a desired career 5 5 5 5 5 5 5 5 5 5 5 5 5.0
Meaningful work 5 4 3 3 5 5 5 5 5 5 5 5 4.5
Continuous training 5 5 5 5 5 5 5 5 5 5 5 5 5.0
Development of transferable knowledge and experience-based skills 5 5 5 5 5 5 5 5 5 5 5 5 5.0
Enhancement of job-related cognitive capabilities 5 3 5 5 5 5 5 5 5 5 5 5 4.8
Developmental coaching 5 5 5 5 5 5 4 5 5 5 5 5 4.9
Job-specific technical skills 5 4 5 5 5 5 5 5 5 5 5 5 4.9
Strategic decision-making 5 5 3 5 5 5 4 5 5 5 5 5 4.7
Ability to lead a group to achieve high performance 5 4 5 4 5 5 5 5 5 5 5 5 4.8
Communication skills 5 5 5 3 5 5 5 3 4 5 4 5 4.5
Opportunity for innovation in work activities 5 5 3 5 5 4 5 3 5 5 5 5 4.5
Challenging professional experiences 5 5 4 5 5 5 3 5 5 5 5 5 4.7
Involvement in the ministry or related fields 5 5 5 5 5 3 5 5 5 5 5 5 4.8
Participation in group activities and team projects 2 5 5 5 5 5 5 5 5 5 5 5 4.7
Higher education (Master’s degree or above) 5 4 3 5 5 5 4 5 5 5 5 5 4.6
Proficiency in job-related technical and specialized skills 5 4 3 5 2 5 4 5 5 5 2 5 4.1
Participation in training courses and workshops for skill enhancement 5 4 5 3 5 5 5 3 4 5 5 5 4.4
Ability to develop innovative and creative solutions to future challenges 5 4 5 5 5 4 5 3 5 5 5 4 4.4




Discussion and Conclusion

The results of the present study led to the identification of 30 key indicators categorized under various dimensions and
components that collectively constitute a comprehensive model of career advancement for employees in the Ministry of
Economic Affairs and Finance. Across three rounds of the Delphi method, all identified indicators consistently received high
ratings from experts, particularly in areas related to work—life balance, professional development, strategic competencies,
and psychological empowerment. Indicators such as continuous training, development of transferable skills, job security,
recognition of career paths, meaningful work, and participation in team projects demonstrated especially strong consensus
among the panel of experts, reflecting the multidimensional nature of career advancement in a public-sector context.

One of the most noteworthy findings was the emphasis on professional development and skill-building. Indicators like
continuous training, enhancement of cognitive capabilities, and participation in workshops scored exceptionally high. These
results align with previous research underscoring the pivotal role of learning and development in career progression. For
instance, [3] and [4] both highlight that access to ongoing educational opportunities significantly enhances employees' career
satisfaction and organizational commitment. Similarly, [8] points out that organizations embracing the resource-based view
recognize employee capability as a critical strategic asset. In this context, it is clear that employees in the Ministry expect
career growth to be directly linked with their participation in structured learning activities.

The data also emphasized intrinsic psychological factors such as meaningful work, job satisfaction, and self-fulfillment.
These align with theories of job engagement and career self-determination proposed by scholars like [15] and [7], who argue
that internal motivations often outperform extrinsic rewards in promoting long-term retention and performance. Moreover,
[18] supports the idea that psychological variables such as autonomy, respect, and a sense of purpose are strong predictors
of job satisfaction in high-pressure environments such as public institutions.

Another crucial category validated in the study relates to organizational support and recognition mechanisms. Indicators
such as promotion opportunities, job security, recognition by others, and fair performance evaluation were found to
significantly influence employees’ perception of upward mobility. These findings mirror the results of [23], who established
that internal career development systems and clear promotion pathways foster employee engagement. In particular, the
high average ratings for indicators like receiving incentives, bonuses, or promotions and annual salary level resonate with the
findings of [19], who demonstrated that both emotional and material incentives are vital to sustaining employee morale in
service-intensive environments.

Beyond individual-level variables, the results highlighted the social and collective dimensions of career advancement.
Indicators such as participation in team projects, leadership capacity, and contribution to national development reflect an
orientation towards collective achievement and public value. This aligns with the findings of [21], who found that leadership
behaviors and responsiveness to organizational needs enhance career development in educational institutions. Additionally,
[22] showed that in security-oriented organizations, career advancement is closely linked to contributions made toward
collective objectives and public welfare—a principle clearly transferable to the Ministry of Economic Affairs and Finance.

Furthermore, the study confirms the relevance of external and socio-cultural factors in shaping career advancement
frameworks. For example, respectful treatment in society, recognition of career path by others, and alignment with personal
values and goals were validated by the experts. These factors echo the conclusions of [12], who argued that perceptions of

career success are deeply embedded in cultural and historical narratives. In the Iranian context, structural constraints such



as bureaucratic rigidity and socio-political influences further complicate this dynamic, as observed by [13], who examined
systemic barriers to women's career advancement.

Moreover, the study found that strategic competencies, including decision-making, communication, and leadership skills,
were rated highly across all rounds. These competencies are essential not only for individual growth but also for institutional
development. As [9] and [6] suggest, promotion systems that integrate competency assessments tend to be more equitable
and performance-based. Especially in public agencies, where formalized promotion structures can lag behind private sector
agility, these competencies offer a pathway for merit-based recognition and professional visibility.

The strong consensus around the indicator work—life balance indicates an evolving shift in employee expectations, even
in government organizations. This corroborates the findings of [27], who reported that work environment factors significantly
affect job satisfaction among government-employed nurses. Additionally, [1] emphasized the growing importance of flexible
work arrangements and personal time in retaining public-sector talent, a shift especially amplified by the post-pandemic
transformation of work cultures [20].

Taken together, the study’s findings provide empirical support for an integrated model of career advancement that
combines professional competencies, motivational factors, organizational support, and socio-cultural alignment. This holistic
approach is consistent with the multi-faceted frameworks proposed by [10] and [28], who both argue that career satisfaction
results from the confluence of personal development, institutional recognition, and contextual adaptability. Moreover, the
current findings affirm the view of [11] that career success is best conceptualized as a long-term and multidimensional
construct, influenced by both structural and individual variables.

While the study contributes significantly to the literature on public sector career development, it is not without limitations.
First, the use of the Delphi method, while effective for expert consensus, inherently limits the diversity of perspectives, as it
relies on a relatively small and homogenous group of participants. Most panelists were affiliated with governmental or
academic institutions, potentially introducing bias towards institutional norms. Second, although the study employed a
systematic meta-synthesis in its early phase, the focus remained largely on conceptual dimensions, and quantitative
validation of the model was beyond its scope. Third, cultural specificity to the Iranian context may affect the generalizability
of findings to other public sector environments, especially those with different governance structures and organizational
cultures.

Future research should aim to empirically test the proposed model using large-scale quantitative methods such as
structural equation modeling (SEM) or confirmatory factor analysis (CFA) across multiple public agencies. Comparative studies
between public and private sectors, or between different regions of the country, could uncover context-sensitive insights and
refine the framework’s applicability. Longitudinal research designs could also explore how career advancement perceptions
evolve over time, especially in relation to reforms, political changes, and digital transformations in the workplace.
Additionally, future studies may incorporate employee voice and feedback mechanisms to validate whether the identified
indicators align with employees’ lived experiences across different organizational tiers.

For policy-makers and human resource managers within the Ministry of Economic Affairs and Finance, the findings
underscore the importance of a structured, transparent, and inclusive career development framework. Interventions should
prioritize professional development through formal training, mentorship, and competency-based evaluations. Additionally,

mechanisms should be put in place to ensure that promotions and incentives are merit-based, inclusive, and clearly



communicated. Organizational culture should foster respect, innovation, and teamwork while addressing psychological needs
such as meaning, belonging, and recognition. Importantly, the institution must balance personal aspirations with strategic

national goals, thereby transforming career advancement into both a personal and public good.

Acknowledgments

We would like to express our appreciation and gratitude to all those who cooperated in carrying out this study.

Authors’ Contributions

All authors equally contributed to this study.

Declaration of Interest

The authors of this article declared no conflict of interest.

Ethical Considerations

The study protocol adhered to the principles outlined in the Helsinki Declaration, which provides guidelines for ethical

research involving human participants. Written consent was obtained from all participants in the study.

Transparency of Data

In accordance with the principles of transparency and open research, we declare that all data and materials used in this

study are available upon request.

Funding

This research was carried out independently with personal funding and without the financial support of any governmental

or private institution or organization.

References

[1] F. Green, "Career Development and Employee Retention in Public Sector Organizations," Public Management Review, vol. 22, no. 1,
pp. 45-67, 2020.

[2] M. Hosseini, "Career Advancement in Government Organizations: Challenges and Solutions," Quarterly Journal of Public Management
Research, vol. 15, no. 2, pp. 78-95, 2021.

[3] T. Baker, "Career Development and Job Satisfaction: A Study of Employee Perspectives," Journal of Organizational Psychology, vol.
22, no. 3, pp. 45-60, 2022.

[4] A. Smith and B. Lewis, "The Impact of Career Development on Employee Performance: A Comparative Study," Journal of Business
Research, vol. 124, pp. 123-134, 2021.

[5] M. De Sousa Sabbagha, O. Ledimo, and N. Martins, "Predicting staff retention from employee motivation and job satisfaction," Journal
of Psychology in Africa, vol. 28, no. 2, pp. 136-140, 2018, doi: 10.1080/14330237.2018.1454578.

[6] L. Xie and L. Yang, "The influence of perceptions of promotion opportunities on job performance and its mechanisms: A case study of
Chinese junior civil servants," Journal of Contemporary China, vol. 30, no. 127, pp. 118-135, 2021, doi:
10.1080/10670564.2020.1766913.



[71 M. J. Rosenberg and J. McCullough, "Understanding Job Promotion and Employee Engagement," International Journal of Human
Resource Management, vol. 31, no. 2, pp. 123-140, 2020.

[8] C.1J. Collins, "Expanding the resource based view model of strategic human resource management," The International Journal of Human
Resource Management, vol. 32, no. 2, pp. 331-358, 2021, doi: 10.1080/09585192.2019.1711442.

[9] S. Otto, V. Dekker, H. Dekker, D. Richter, and S. Zabel, "The joy of gratifications: Promotion as a short-term boost or long-term
success—The same for women and men?," Human Resource Management Journal, 2021, doi: 10.1111/1748-8583.12402.

[10] S. Kong, "From Hotel Career Management to Employees’ Career Satisfaction: The Mediating Effect of Career Competency in
Hospitality Management," International Journal of Hospitality Management, vol. 31, pp. 98-112, 2011, doi:
10.1016/j.ijhm.2011.03.002.

[11] R. Mello, V. Suutari, and M. Dickmann, "Taking stock of expatriates’ career success after international assignments: A review and
future research agenda," Human Resource Management Review, vol. 33, p. 100913, 2023, doi: 10.1016/j.hrmr.2022.100913.

[12] Draz, "The meaning of career success: a closer inspection of historical, cultural, and ideological contexts," Career Development
International, vol. 16, no. 4, pp. 364-384, 2010, doi: 10.1108/13620431111158788.

[13] A. Janadeleh and Z. Pouya, "Barriers to Women's Career Advancement in Iran: Role Requirements or Structural Constraints? (A
Qualitative Meta-Analysis of the Past Decade's Studies)," Social Sciences Quarterly, vol. 26, no. 84, pp. 9-40, 2019.

[14] M. Khanjani, M. Fayyazi, M. Amiri, and H. R. Yazdani, "Identifying Factors Affecting the Success of Career Advancement Paths for
Top University Professors in Iran," Islamic University Management, vol. 12, no. 25, pp. 159-192, 2023.

[15] W. A. Kahn, "The Importance of Employee Engagement in Public Sector Organizations," Public Administration Review, vol. 80, no. 2,
pp. 203-215, 2020.

[16] A. Yadav and R. L. Dhar, "Linking frontline hotel employees' job crafting to service recovery performance: The roles of harmonious
passion, promotion focus, hotel work experience, and gender," Journal of Hospitality and Tourism Management, vol. 47, pp. 485-495,
2021, doi: 10.1016/j.jhtm.2021.04.018.

[17] T. T. Luu, "Knowledge sharing in the hospitality context: The roles of leader humility, job crafting, and promotion focus," International
Journal of Hospitality Management, vol. 94, p. 102848, 2021, doi: 10.1016/j.ijhm.2020.102848.

[18] Y. M. Yasin, M. S. Kerr, C. A. Wong, and C. H. Bélanger, "Factors affecting job satisfaction among acute care nurses working in rural
and urban settings," Journal of Advanced Nursing, vol. 76, no. 9, pp. 2359-2368, 2020, doi: 10.1111/jan.14449.

[19] B. Koo, J. Yu, B. L. Chua, S. Lee, and H. Han, "Relationships among emotional and material rewards, job satisfaction, burnout, affective
commitment, job performance, and turnover intention in the hotel industry," Journal of Quality Assurance in Hospitality & Tourism,
vol. 21, no. 4, pp. 371-401, 2020, doi: 10.1080/1528008X.2019.1663572.

[20] J. Li, R. Ghosh, and S. Nachmias, "In a time of COVID-19 pandemic, stay healthy, connected, productive, and learning: words from the
editorial team of HRDIL" Human Resource Development International, vol. 23, no. 3, pp. 199-207, 2020, doi:
10.1080/13678868.2020.1752493.

[21] M. G. M. Reyes and B. M. Redoiia, "Personal attributes and behavioral response of academic heads of private higher education
institutions: Basis for human resource intervention development model," Asia Pacific Management Review, 2021, doi:
10.1016/j.apmrv.2021.02.002.

[22] G. Vatandoost, "The Role of Career Advancement Components of Commanders in Organizational Career Success in Faraja," Quarterly
Journal of Supervision and Inspection, vol. 18, no. 68, pp. 23-44, 2024.

[23] C. Higgins and M. Kahn, "The Impact of Internal Career Development on Employee Retention," Human Resource Management Journal,
vol. 31, no. 4, pp. 678-695, 2021.

[24] T. Zhao and J. Wu, "How Do Career Development Courses Help Chinese Undergraduate Students Achieve Healthy and Quality Career
Development?," International Journal of Environmental Research and Public Health, vol. 19, no. 23, p. 15620, 2022, doi:
10.3390/ijerph192315620.

[25] S. Mousavi, "Investigating the Factors Affecting Job Satisfaction of Government Employees," Journal of Public Administration, vol.

12, no. 1, pp. 45-60, 2020.

10



[26] Vang, "Constructivism and social constructionism in the career field," Journal of Vocational Behavior, vol. 20, no. 23, pp. 135-150,
2010.

[27] O. E. Akinwale and O. J. George, "Work environment and job satisfaction among nurses in government tertiary hospitals in Nigeria,"
Rajagiri Management Journal, vol. 14, no. 1, pp. 71-92, 2020, doi: 10.1108/RAMJ-01-2020-0002.

[28] Cidka, "The relationships among professional competence, job satisfaction and career development confidence for chefs in Taiwan,"

International Journal of Hospitality Management, vol. 31, pp. 1004-1011, 2011, doi: 10.1016/j.ijhm.2011.12.004.

11



