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Objective: The importance of career path planning in organizations has increased
and has been recognized across various domains. The aim of this research was to
present a model for professional career path planning for essential and key human
resources.

Methodology: The methodology of this research was quantitative-qualitative,
employing a survey approach with a practical orientation. The study population
consisted of managers and employees of Saipa automotive group companies. The
data collected through questionnaires were analyzed using descriptive statistics for
demographic characteristics and inferential statistics (single-sample t-test, paired
t-test, confirmatory factor analysis, and structural equation modeling) in SPSS and
LISREL software. The current status of the study population was evaluated using
a one-sample t-test, and the significance of each indicator across the five
dimensions was examined.

Findings: The results showed that individual needs, job rotation, job
characteristics, job promotion, and organizational needs are of high importance in
the current situation, respectively. Additionally, the results of the second-order
factor analysis indicated that the dimensions of career path planning in terms of
importance according to respondents are: 1- Job rotation with a factor load of 0.94,
2- Individual needs with a factor load of 0.91, 3- Job characteristics with a factor
load of 0.90, 4- Job promotion with a factor load of 0.89, and 5- Organizational
needs with a factor load of 0.85.

Conclusion: It can be concluded that job rotation and the needs of organization
employees in professional career path planning are of significant importance,
which warrants special attention.

Keywords: Professional career path planning, Employee needs, Job rotation, Job
promotion.
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1 Introduction

n the modern perspective of management science, career

path management is a tool for implementing human
resource development programs, aiming primarily to
balance individual and organizational needs to provide a
clear vision for creating favorable conditions. Consequently,
employees and organizations reach equilibrium between the
psychological contract associated with job development
responsibilities and job security. Such an approach to career
paths requires characteristics that make the system efficient
and effective, enhancing dynamism in the organization and
its employees (Nagavi & Abbaspour, 2010). However, it is
noteworthy that the career path is a key pillar in the field of
human capital; it deals with people who can be agents of
change and respond to environmental changes to advance the
organization (Hoseinian, 2021). Therefore, when discussing
human resource development in an organization, attention to
the career path is considered crucial as it provides necessary
support for employees and their jobs, and timely placement
of suitable individuals enhances organizational efficiency
and effectiveness (Pordaelan et al., 2017). Thus, the career
path is described as a process comprising a system known as
the career pathway, formally organized and planned to
balance individual needs with organizational needs. In this
context, the individual and the organization together
facilitate the effective and efficient performance of jobs
defined in the career path; over a specific period, the
individual acquires the necessary knowledge, skills, ability,
and awareness to perform and be appointed to these jobs
(Gander, 2021; Moghaddam et al., 2021).

Therefore, if organizations fail to meet the material and
spiritual needs of employees, capable employees inevitably
seek job changes or even leave the organization. This
situation can cause problems for the organization and even
threaten its existence. Different approaches have been
pursued by organizations to address and solve this problem,
one of the best solutions being the implementation and
designation of a career path. In this regard, scholars and
organizational experts have conducted extensive studies in
this area with different perspectives and approaches (Khalili
Moghadam, 2023; Konek, 2019).

Hosseinian (2021) in a study found that the career path
planning for female police in the military sector includes 31
job titles. This number does not suffice for horizontal
movement (training, job rotation, transferring from one job
family to another within the same sector) and vertical
movement (job promotion) (Hoseinian, 2021). Moghaddam
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et al. (2021) concluded that a future-oriented personality
significantly and directly affects human resource
productivity and also indirectly through the mediation of a
career-focused career path and the moderation of political
skill. Their research results in the field of future-oriented
personality and career-focused career path have brought
innovations, helping organizational managers understand
the impact of future-oriented personality on human resource
productivity through the mediation of a career-focused
career path and the moderation of political skill
(Moghaddam et al., 2021). Hakak et al. (2021) found that
career path competencies directly affect employee
employability and also through career success. Additionally,
the results indicated that career path shocks moderate the
effect of career path competencies on employee
employability (Hakak et al., 2021).

In this context, companies in the Saipa Automotive
Group, as one of the important pillars of the automotive
industry in the country and with about half a century of
activity, face fundamental challenges in the development
and progression of the career path of human resources. On
the one hand, since the revolution and especially in the past
decade, we have faced sanctions on parts and a ban on car
imports to the country, and on the other hand, the ratio of
production to human resources in automotive companies and
Saipa Automotive Group companies is much lower than the
global average. Among other problems, frequent changes in
management with changes in government in the country and
the entry of custom forces into the company without
sufficient attention to meritocracy can be mentioned. With
this perspective, the current research initially seeks to
identify the most appropriate model for the professional
career path advancement of essential and key human
resources in the companies of the Saipa Automotive Group,
examining which factors influence the professional career
path advancement model of essential and key human
resources in the Saipa Automotive Group companies and
what are the consequences of choosing an appropriate model
for the professional career path advancement of essential and
key human resources in the Saipa Automotive Group
companies. This seems possible, as studying the professional
career path advancement of essential and key human
resources allows us to examine different approaches and
analyze the appropriate model in the professional career path
advancement of essential and key human resources in the
Saipa Automotive Group.
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2 Methods and Materials

This research is developmental in terms of its objectives,
exploratory and descriptive in nature, and combines library
and field environments for execution. Accordingly, the
fuzzy Delphi method was utilized to compare cognitive
theories of career progression and to identify influential
factors and consequences of career progression for essential
and key human resources in the Saipa Automotive Group.
The statistical population consisted of managers and
specialists from the Saipa automotive group companies, and
the sampling was conducted randomly. The Cochran
formula was used to determine the sample size. Library
research data were collected by reviewing and searching

Figure 1

Model with Factor Loadings, AVE, and fit Indices

AVE=0.72

AVE=0.79 ’
AVE=0.77

AVE=0.75

Goodness of fit Statistics:

Chi-Square=204,22, df=115, (x*/df=1.775), RMSEA=0.081,

GFI1=092, CFI=0.95, NFI=0.94, NNFI=0.96, IF1=0.96, RFI1=0.95
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books, articles, and various databases. Additionally, a
questionnaire was also used in the field section.

3 Findings and Results

Of the 178 respondents, 39% held a bachelor's degree,
34% a master's degree, 11% were doctoral students, and 16%
held a doctorate. Of the 178 respondents, 29% were
technical experts at Saipa Automotive Company, 25% were
managers in roles such as department manager or CEO, and
46% included individuals who distribute the company's
products nationwide. Furthermore, of the 178 respondents,
18% had been employed at Saipa Automotive for 1 to 5
years, 53% for 5 to 15 years, 16% for 15 to 25 years, and
15% for over 25 years.
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Figure 2

Model with T-Values

Goodness of fit Statistics:

Chi-Square=204.22, df=115, (y*/df=1.775), RMSEA=0.081,
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GFI=0.92, CFI=0.95, NFI=0.94, NNFI=0.96, IFI=0.96, RFI=0.95

Al: Organizational Needs; A2: Job Characteristics; A3: Individual Needs; A4: Job Rotation; A5: Job Promotion; B1: Efficiency; B2: Effectiveness; B3:
Creativity and Innovation; B4: Job Knowledge; B5: Job Ability; B6: Job Skills; B7: Attitude; B8: Job Satisfaction; B9: Personal Skill Growth; B10: Work-
Life Quality; B11: Attention to Talents and Abilities; B12: Interests and Desires; B13: Diversity in Work; B14: Reduction of Monotony; B15: Increase in
Employee Perspective; B16: Increase in Responsibility; B17: Providing Growth and Progress Opportunities; D: Career Path Planning

Figure 1 displays the second-order confirmatory factor
analysis model in the standard coefficient estimation state.
According to the model in this estimation state, factor
loadings and path coefficients can be assessed. Based on the
factor loadings, the indicator with the highest loading has a
greater contribution to measuring the respective variable,
and an indicator with smaller coefficients contributes less to
measuring the respective construct. This model also shows
the average variance explained for each variable. Since the
AVE index for all variables in this study is above 0.5, the
convergent validity of the model constructs is confirmed.

B

Figure 2 shows the behavioral characteristics model in the
significance state of coefficients (t-value). This model
essentially tests all measurement equations of factor
loadings using the t statistic. According to this model, a
factor loading is significant at a 95% confidence level if the
t-value falls outside the range (-1.06 to +1.96) and is not
significant if within this range. At a 99% confidence level, a
factor loading is significant if the t-value falls outside the
range (-2.58 to +2.58). According to the results obtained
from the test, all first and second-order factor loadings have
been significant at a 99% confidence level and have played
a significant role in measuring their constructs.
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Table 1

Model Fit Indices

Index Obtained Value Acceptable Limit
Chi-square/Degrees of Freedom 1.775 Less than 3

GFI (Goodness of Fit Index) 0.92 Above 0.9
RMSEA (Root Mean Square Error of Approximation) 0.081 Less than 0.1
CFI (Comparative Fit Index) 0.95 Above 0.9

NFI (Normed Fit Index) 0.94 Above 0.9

NNFI (Non-Normed Fit Index) 0.96 Above 0.9

Table 1 describes the key indices of model fit and shows
that the model is in a favorable condition for explanation and
fitting. Specifically, the Chi-square to Degrees of Freedom
ratio is less than 3, the RMSEA is less than 0.1%, and the

Table 2

First-Order Factor Loadings

remaining indices are within acceptable ranges. In other
words, the model and the overall framework for assessing
the research components are significant and acceptable.

Observed Variables Organizational Needs

Job Characteristics Individual Needs  Job Rotation ~ Job Promotion

Efficiency 0.88
Effectiveness 0.78
Creativity and Innovation 0.91
Job Knowledge

Job Ability

Job Skills

Attitude

Job Satisfaction

Personal Skill Growth

Work-Life Quality

Attention to Talents and Abilities

Diversity in Work

Reduction of Monotony

Increase in Employee Perspective

Providing Growth and Progress Opportunities

0.76
0.86
0.97
0.89
0.92
0.88
0.89
0.82
0.85
091
0.86
091

Table 2 provides the factor loadings for the first order,
which indicate the significant contribution of each index in
measuring the dimensions of career path planning. These
indices can also be ranked based on their factor loading

Table 3

Second-Order Factor Loadings

coefficients. Based on the results, it can be said that all
indices for all dimensions have created a significant weight
and have significant factor loadings at a 99% confidence
level.

Dimensions Factor Loading Rank in Model
Organizational Needs 0.85 5
Job Characteristics 0.90 3
Individual Needs 091 2
Job Rotation 0.94 1
Job Promotion 0.89 4

From the second-order factor analysis results, it can be

concluded that each dimension has made a significant

contribution to the measurement of career path planning

78

dimensions and can be ranked based on the factor loading.
According to the results, all five dimensions have created a
significant weight and have achieved significant factor
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loadings at a 99% confidence level. According to the
obtained coefficient, the job rotation dimension has had the
most significant share in creating the career path planning
model. The dimension of individual needs has the second
most significant share. The dimensions of job characteristics
and job promotion follow in rank, and the dimension of
organizational needs has the least share in the ideal state of
the career path planning model.

4 Discussion and Conclusion

In this research, considering the main and subsidiary
objectives and questions formulated, five dimensions
derived from the literature on career path planning for
human resources at Saipa Company were assessed and
studied. The current and desired status of career path
planning for human resources at Saipa Company was posed
as the main questions, and the five dimensions of
organizational needs, employee needs, job rotation, job
promotion, and job characteristics, along with the indicators
related to each of these, were examined using single-sample
paired t-tests and confirmatory factor analysis. What is the
current status of career path planning for human resources at
Saipa Automotive Company?

Given that for optimal career path planning, the five
dimensions of organizational needs, employee needs, job
needs and characteristics, job promotion, and job rotation,
along with 57 derived indicators from reviewing theories and
literature, were identified and tested among a statistical
population of human resource experts at Saipa Automotive.
Statistical analyses showed that only 4 of the 57 indices
related to the components of the five dimensions were
considered, and the remaining 53 indices were not confirmed
due to insufficient attention or disregard. In other words, 4
indices were confirmed, and 53 were rejected, indicating that
the current planning of career paths for human resources at
Saipa Automotive Company is not ideal. Given the
importance of Saipa Automotive Company in the national
automotive industry, attention to career path planning is of
special importance. What is the ideal model for career path
planning for human resources at Saipa Automotive
Company? Respondents confirmed the dimensions and
indices of career path planning and declared the importance
of each dimension according to the research results, showing
the importance levels of job rotation at 94%, individual
needs at 91%, job characteristics at 90%, job promotion at
89%, and organizational needs at 85%. The dimension of
organizational needs at Saipa Automotive Company with
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three constructs and indicators of efficiency, effectiveness,
and creativity and innovation result from the literature and
theoretical background of the research (Moghaddam et al.,
2021; Nagavi & Abbaspour, 2010; Sabet Motlagh & Alvani,
2018) and was tested under the first stage of confirmatory
factor analysis, and the results confirmed five constructs. All
indicators created significant weights and had significant
factor loadings at a 99% level. Also, from the factor loadings
calculated in the confirmatory factor analysis, the
components related to each of the constructs included the
creativity and innovation index with a factor loading of 91%
as the most important indicator; the efficiency index with a
factor loading of 88% as the second indicator; the
effectiveness index with a factor loading of 78% as the third
and final indicator.

The job characteristics dimension at Saipa Automotive
Company included four indicators: job knowledge, job
ability, job skills, and attitude. The outcome of the literature
and theoretical background, Herzberg, Ternowolars, and
Adams, and considering the conceptual and analytical
models under the first stage of confirmatory factor analysis,
the results indicated the confirmation of all four indices
significant at a 99% level. The job rotation dimension at
Saipa Automotive Company with two indices, increasing
responsibility and providing opportunities for growth and
advancement, results from the literature and theoretical
background of the research (Hakak et al., 2021; Hoseinian,
2021; Khalili Moghadam, 2023; Moghaddam et al., 2021;
Seyed Naghavi & Arab Kolmari, 2013), and considering the
conceptual and analytical models under the first stage of
confirmatory factor analysis, the results indicated a general
confirmation of the index and its significance at a 99% level.

One of the limitations of this research is related to the
method. The researcher used a quantitative approach and a
questionnaire tool, which may have led respondents to not
fill out the questionnaire carefully. Additionally, the sample
studied was related to Saipa Automotive Company, which
makes the results not very generalizable to other jobs. It is
suggested that future researchers use a mixed-method
approach and also study more professions to make the results
more generalizable to other jobs. Since job rotation had the
highest priority in this research, it is recommended that Saipa
Automotive Company pay more attention to job rotation and
empowerment of its employees. Another suggestion is to pay
more attention to the prioritized needs of employees because
human resources play a key role in achieving the goals of
any organization.
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