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Abstract

The purpose of this study was to identify and prioritize the factors influencing career development among nurses at Bu-Ali
Sina Hospital in Qazvin. This mixed-method research was conducted in two stages. In the qualitative phase, data were
collected through interviews with 21 experts, managers, and university professors working in the hospital and analyzed using
qualitative content analysis. In the quantitative phase, the extracted indicators were evaluated using the Analytic Hierarchy
Process (AHP) via Expert Choice software to determine the relative importance and ranking of factors. The findings revealed
five main categories of factors affecting nurses’ career development: psychological empowerment, talent management and
succession planning, performance evaluation system, promotion and appointment system, and job environment. The AHP
results indicated that the promotion and appointment system (0.456) had the greatest impact, followed by talent management
and succession planning (0.245), performance evaluation system (0.163), job environment (0.078), and psychological
empowerment (0.059). At the indicator level, merit-based promotion, retention of skilled staff, self-feedback, and managerial
support were identified as the most critical subfactors. Career development plays a pivotal role in enhancing nurses’
professional growth, job satisfaction, and organizational commitment. Establishing transparent promotion systems, effective
performance evaluation mechanisms, and fostering talent management and empowerment can strengthen both individual
and organizational outcomes in the healthcare sector.
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Extended Abstract

Introduction

Career development has become one of the most essential pillars of human resource management and
organizational sustainability, especially in healthcare systems where human capital plays a vital role in
achieving efficiency and service quality (Chetana & Mohapatra, 2017). For nurses—the largest professional
group in the healthcare sector—career development not only determines professional growth but also
influences the quality of care, job satisfaction, and organizational commitment (Sheikhi et al., 2015). In recent
years, the concept of career development has evolved from a linear progression in job position to a
comprehensive process that integrates skill enhancement, empowerment, and alignment between individual
and organizational goals (Abdolahi et al., 2020).

In the healthcare context, nurses’ career paths are complex and multidimensional, requiring continuous
development through systematic promotion, fair evaluation, and supportive work environments (Rahimi et al.,
2019). Despite the significant contribution of nurses to the health system, studies have shown that the lack of
structured career development mechanisms remains one of the main challenges in nursing management
(Hamidian et al., 2022). According to (Nasabi et al., 2019), establishing a conceptual framework for the
career advancement of clinical nurses can serve as a strategic tool to enhance job satisfaction, retention, and
professional identity. Similarly, (Abo Elmagd & Ahmed Mohamed, 2019) found that career development in
nurses is closely linked with managerial support, training opportunities, and justice in promotion and
evaluation processes.

Career development involves the interaction of individual, organizational, and environmental factors that
jointly shape an employee’s professional trajectory (Onukwufor et al., 2018). It requires identifying the
internal and external factors influencing professional growth and implementing appropriate mechanisms to
sustain it. For instance, (Lamichhane et al., 2022) categorized the determinants of career choice into four
domains: internal (such as personal interests and values), external (including salary and job security),
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interpersonal (family and peer influence), and institutional (organizational policies and counseling services).
These factors reflect the multidimensional nature of professional development.

Moreover, the integration of digital communication technologies has added a new dimension to professional
development. (Glavatskikh & Pushina, 2025) emphasizes that digital tools and virtual communication
platforms play a pivotal role in enhancing professional competence and knowledge sharing among employees.
Likewise, (Baldan Babayigit et al., 2025) highlights the effectiveness of blended and multicultural training
programs in improving adaptability and intercultural competence among professionals. In the healthcare
sector, where nurses frequently interact with patients from diverse backgrounds, such competencies are
increasingly crucial.

From an organizational standpoint, fair promotion systems, structured evaluation, and succession planning
represent the most significant determinants of professional growth (Acree-Hamann, 2016). Succession
planning ensures that high-potential employees are prepared to assume leadership positions when needed,
reducing talent gaps and enhancing organizational resilience. (Mohammadi Moghadam et al., 2019) confirms
that the dual emphasis on individual development (e.g., psychological empowerment and self-growth) and
organizational strategies (e.g., performance evaluation and promotion systems) provides an integrated
framework for sustained career development. Furthermore, (Ghamari et al., 2017) demonstrated that
motivational potential and psychological empowerment are directly linked to career satisfaction and
professional stability in nursing contexts.

Career development also contributes to the psychological well-being of employees by fostering a sense of
meaning, autonomy, and competence (Chetana & Mohapatra, 2017). In the nursing profession, where work-
related stress and emotional exhaustion are prevalent, a clear and fair career path can mitigate burnout and
promote professional engagement (Hakari & Mohammadzadeh, 2017). However, as (Nasrollahi et al., 2018)
argues, successful implementation of career development programs requires alignment between personal
aspirations and organizational objectives. Without such congruence, efforts toward professional growth may
remain superficial and unsustainable.

Considering the aforementioned evidence, the literature suggests that career development is not merely an
individual initiative but a systemic organizational process requiring coordinated policies and managerial
commitment (Hamidian et al., 2022). The lack of such frameworks in Iranian healthcare settings has led to
dissatisfaction, job turnover, and diminished productivity among nurses (Rahimi et al., 2019). Therefore, to
address this gap, the present study aimed to determine and prioritize the factors affecting career development
among nurses working at Bu-Ali Sina Hospital in Qazvin.

Methods and Materials

This study employed a mixed-method design combining qualitative and quantitative approaches. In the first
phase, qualitative data were collected through semi-structured interviews with 21 experts, including hospital
managers, university professors, and senior nursing specialists at Bu-Ali Sina Hospital in Qazvin. The
qualitative data were analyzed using the content analysis method to extract indicators influencing career
development. In the second phase, the identified indicators were evaluated using the Analytic Hierarchy
Process (AHP). Pairwise comparison matrices were constructed, and Expert Choice software was used to
determine the relative weights and priorities of each factor. The validity of the questionnaire was confirmed
through expert reviews, and consistency ratios below 0.1 indicated acceptable reliability of the comparisons.
Findings

The content analysis revealed that factors influencing career development among nurses could be classified
into five main categories and nineteen subcategories. The five major dimensions identified were: (1)
psychological empowerment, (2) talent management and succession planning, (3) performance evaluation
system, (4) promotion and appointment system, and (5) job environment.
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According to the AHP results, the promotion and appointment system had the highest impact on nurses’ career
development with a relative weight of 0.456, followed by talent management and succession planning (0.245),
performance evaluation system (0.163), job environment (0.078), and psychological empowerment (0.059).
Within each main category, the highest-priority sub-indicators were also identified. In the promotion and
appointment system, merit-based promotion ranked first (0.528), followed by career path transparency
(0.333) and rule-based promotion (0.140). In talent management and succession planning, retention of skilled
staff (0.443) was the most critical, followed by training of successors (0.300). For performance evaluation,
self-feedback (0.385) and managerial feedback (0.238) were identified as the most influential factors.
Regarding the job environment, managerial support had the strongest impact (0.554), while challenging work
tasks, collaboration, and job autonomy followed. In psychological empowerment, self-development (0.674)
was found to be the most influential sub-indicator, followed by sense of meaning in tasks (0.226) and perceived
effectiveness (0.101).

Overall, the findings highlight that nurses’ career development in the studied hospital is primarily driven by
organizational structures related to promotion, evaluation, and succession planning, while individual-level
factors such as psychological empowerment also contribute but to a lesser degree.

Discussion and Conclusion

The results underscore that the promotion and appointment system plays the most crucial role in shaping
nurses’ career development. This finding aligns with the arguments of (Abdolahi et al., 2020) and (Hamidian
et al., 2022), who emphasized that transparent and merit-based promotion mechanisms foster motivation,
organizational commitment, and retention. In healthcare institutions, fair advancement opportunities not only
enhance job satisfaction but also build trust in management practices.

The second major finding—highlighting the importance of talent management and succession planning—
supports the view of (Acree-Hamann, 2016), who called for structured succession planning to ensure
organizational continuity in the healthcare workforce. By identifying and nurturing talented nurses for future
leadership roles, hospitals can maintain operational stability and reduce the adverse effects of staff turnover.
Furthermore, the significance of the performance evaluation system resonates with (Rahimi et al., 2019), who
identified performance appraisal as a vital component in career planning for nurses. Feedback mechanisms,
both self-directed and supervisor-based, provide opportunities for reflection and continuous learning,
promoting self-efficacy and accountability.

The role of the work environment—particularly managerial support—confirms findings by (Sheikhi et al.,
2015) and (Mohammed et al., 2020), who reported that supportive workplace climates enhance psychological
well-being and reduce burnout among nursing professionals. The existence of a participatory culture, where
nurses feel valued and involved in decision-making, contributes significantly to their sense of professional
empowerment.

Finally, the role of psychological empowerment in career development mirrors the conclusions of (Ghamari
et al.,, 2017) and (Chetana & Mohapatra, 2017), who emphasized that self-development and perceived
competence are central to professional growth. Empowered nurses are more proactive, resilient, and
innovative, which in turn enhances their capacity for professional advancement.

The findings collectively suggest that career development among nurses is a multidimensional process
requiring both structural and psychological interventions. Organizational frameworks should integrate fair
promotion systems, transparent evaluation mechanisms, and comprehensive talent management strategies to
ensure sustainable workforce development. Simultaneously, nurturing psychological empowerment through
autonomy, feedback, and professional recognition can reinforce individual motivation and engagement.
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