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Abstract  

Performing the work properly requires investigating the field of reality in a rapidly changing world in which 

knowledge and information flow in a staggering acceleration. Human resources planning is required and 

the organization determines its needs from the human resource quantitatively and qualitatively in a way 

that suits the work environment since human resource planning is considered an essential element of the 

administrative process It is the responsibility of effective management that seeks to achieve the goals of the 

organization efficiently and effectively. The researcher examined the role of human resources planning in 

supporting career advancement by focusing on the dimensions of planning related to demand forecasting 

and supply analysis and then work according to Employment strategies, and this is why the researcher 

conducted his study in the form of an analysis of the opinions of a number of workers in the men's clothing 

factory in Najaf, where the random sample was applied to (105) of workers in the laboratory where the 

questionnaire was used as a primary source to obtain data from the field reality, and has The results of the 

research reached a set of conclusions, the most prominent of which was the emergence of a large role for 

human resources planning in support of career advancement, and the research organization is clear 

indicators regarding its procedures in recruitment criteria and strategies according to the actual need and 

required specializations compared to other indicators and this leads to the most important just The 

recommendations that require commitment by the researched organization are what relate to the accuracy 

in selecting workers who have the appropriate skills and experience and that senior management has the 

courage to take decisions related to supporting the human energies that it aspires and sought by the work 

parties or stakeholders as it represents a major competitive challenge. 
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Introduction 

Human resource planning is one of the main tasks 

of human resource management, as it is based on 

manpower resources in business organizations, 

which must be directed towards the future, 

through the preparation of human resources 

planning to assess the future requirements of the 

workforce in the organization, for its role in 

determining the size and composition of 

resources for purposes, Therefore, it is a 

continuous process that needs to be constantly 

reviewed and updated and the optimal use of 

human resources. Human resource planning 

focuses on the optimal use of resources in the 

organization and verifies the current capabilities 

of employees and future possibilities to perform 

work, the right number and type of people at the 

right time, and the right place who can perform 

the required jobs. The goal of human resource 

planning is to achieve the goals of manpower 

requirements and help mobilize the resources 

assigned to productive activities, as it is an 

important process that aims to link the work 

strategy and its operation, and therefore has its 

impact on achieving career advancement because 
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the individual derives his strength in performing 

his job tasks from his personality and unique 

talents and not from His position or title, the 

power that derives from the position does not last 

The individual must be able to convince others of 

his ideas, understand and be able to perform his 

work tasks to the fullest. Even the largest of them, 

like career advancement in organizations, 

requires employees to have several qualities such 

as deep knowledge of his work tasks, savvy and 

savvy in dealing with employees and partners, 

and have the ability to self-manage and 

relationships, and show talents and abilities to the 

right employees, fellow managers alike, courage 

and taking calculated risks each This is one of the 

important characteristics of career advancement 

in organizational business environments. And 

that the research will consist of four main 

sections, the first topic is devoted to presenting 

the scientific methodology of the research, the 

second topic is to present the theoretical 

framework for the research variables, the third 

topic is devoted to the field side, and finally the 

fourth topic comes to present the most important 

conclusions and recommendations for the 

research. 

 

The first topic 

 

Scientific Methodology of Research 

In this topic, the scientific methodology of the 

research will be discussed, which includes the 

following : 

 

First: the research problem 

Human resource planning represents an 

important input in the men’s clothing factory in 

Najaf governorate, as it operates in an 

environment characterized by rapid change and 

complexity, which leads to more challenges in its 

quest to create a sustainable competitive 

advantage, by focusing on forecasting actual 

demand and analyzing the supply of available 

human resources that must be To be characterized 

by advanced skills, experiences, and 

competencies, but what exists are classic human 

resources with limited capabilities and weak 

management in training and development 

programs, which makes the course of work 

traditional or negative and has its effects on work 

requirements that require accuracy, control, and 

boldness in choosing a human resource capable 

of bearing difficulties And the challenges in the 

work environment in whole and detail, and on this 

basis, the research problem was represented in the 

following questions : 

1. Are human resources planning 

procedures an essential way to obtain the 

skills and specializations required to 

perform important work tasks? 

2. Does the senior management of the 

organization in question have the 

courage to make decisions that support 

career advancement, specifically about 

development programs, training, and 

employee skills development? 

3. What is the extent of the contribution left 

by human resources planning in the 

internal organizational environment, and 

what represents a starting point for the 

dimensions of career advancement for 

the employees of the organization in 

question? 

 

Second, the importance of research 

The importance of the current research stems 

from its treatment of an important and basic topic 

of human resource management, which is human 

resource planning, which in turn provides the 

organization with the great ability to control its 

resources and also enables it to respond to 

environmental changes and leads the 

organization within the steps and paths of its 

decree starting from defining the organization’s 

vision and then its mission and thus achieving its 

goals and this Internal consistency requires the 

presence of human resources and the tasks 

assigned to workers according to specialization 

and high capabilities to meet the challenges that 

obstruct the functioning of work tasks in (the 

men’s clothing factory in Najaf) and in a manner 

that embodies a strategic process that represents 

a basic requirement for the rest of human 

resources functions related to selection, 

recruitment, development, training and 

performance evaluation in a clear framework and 

an associated concept With organizational 

awareness and in a way that contributes to 

supporting human resources planning 

procedures, pivotal support for career 

advancement cases, which represent the main 

pillar for the aspirations and ambitions of 
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working individuals in their performance paths 

for job tasks, starting from supporting senior 

management through operations, work programs, 

internal training, taking into account work 

conditions, leading to a high level of career 

advancement and performance. Tasks Work in 

the best way in line with the organization's goals, 

vision, and mission. 

 

Third: Research objectives 

Guided by the content of the research problem 

and its questions and in harmony with the 

concerns shown by the literature on proper 

human resource planning to support career 

advancement in the organization, the research 

objectives are represented in the following points : 

1. Benefiting from the theoretical 

treatments of the main and sub-variables 

of research by presenting the best 

opinions of writers and researchers in the 

field of human resource management . 

2. Revealing the reality of human resource 

planning and the level of career 

advancement in the researched 

organization . 

3. Indicating the level of moral differences 

between the indicators of human 

resources planning and the dimensions of 

career advancement in the organization 

in question . 

4. Knowing the impact of human resource 

planning in enhancing the dimensions of 

career advancement, which represent the 

core value of employees . 

5. Provide recommendations and 

suggestions related to the role of human 

resources planning in supporting the 

career advancement of the organization 

in question to improve its performance. 

 

Fourth: Research hypotheses 

To obtain a logical answer to the research 

questions and to achieve its objectives, two main 

hypotheses explain the nature of the relationship 

between the research variables, which are the 

hypotheses of the relationship of influence and 

correlation, as follows : 

Correlation hypotheses : 

The first main hypothesis is that human resource 

planning is positively and morally related to 

career advancement . 

Three sub-hypotheses emerge from this 

hypothesis : 

a . Demand prediction is correlated with a 

positive, significant, and statistically significant 

correlation with career advancement . 

B . The analysis of the offer is correlated with a 

positive, statistically significant, and significant 

correlation with career advancement . 

c. The recruitment strategy is linked with a 

positive, statistically significant, and significant 

correlation with career advancement . 

Impact Relationships Hypothesis : 

The second main hypothesis is that human 

resource planning has a positive moral effect on 

career advancement . 

Three sub-hypotheses emerge from this 

hypothesis : 

a . Demand prediction has a statistically 

significant positive impact on career 

advancement . 

B . The analysis of the offer has a statistically 

significant positive effect on career advancement . 

c. The recruitment strategy has a statistically 

significant positive effect on career advancement. 

 

Fifthly, the research plan 

The researcher has developed a hypothetical chart 

showing the nature of the relationship between 

the basic variables based on a group of solid 

scientific research that formed reliable sources in 

this research. Employment) As for the dependent 

variable (responsive), career advancement is 

represented by four main dimensions: (accuracy, 

control, patience, and boldness in decision-

making). Figure 1 below shows the hypothetical 

scheme of the research. 

 

 

 

 

 

 

 

 



2039  Journal of Positive School Psychology  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 ( المخطط الافتراضي للبحث1شكل ) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure (1) Hypothesis Research Scheme 

 

Sixth: Research sample and data collection 

methods 

   

The research sample was randomly represented 

by several workers in the men’s clothing factory 

in the Najaf governorate, as all workers numbered 

(1034) and the target sample was randomly 

numbered (105) and at a rate of (10%) of the total 

number of workers . 

The sample was at different functional levels, and 

its selection was for the possibility of benefiting 

from it in community service in addition to the 

facilities shown by the leaders of the organization 

and the respondents about obtaining data on the 

indicators and dimensions of the current research . 

As for the methods of data collection, the 

questionnaire was mainly relied on to obtain data 

on research variables from the field reality, which 

was in two parts . 

 out of (31) paragraphs Of which (15) items are 

for the independent variable, human resource 

planning, and (16) are for the dependent variable, 

career advancement As for the theoretical aspect, 

it relied on several Arab sources and foreign 

research published in solid scientific journals in 

addition to the Internet and the articles and 

scientific studies it provided that contributed to 

generating the basic idea of research and 

choosing its main and subsidiary variables. 

 

Seventh: The limits of research 

Limiting the limits of research within well-

defined ranges is a basic necessity for any study 

within a particular scientific discipline, and thus 

it became necessary to diagnose the limits of 

human, spatial, and temporal limits appropriate to 

the current research, as the limits of research were 

limited as follows : 

1. Scientific limits: They are reflected in the 

main and sub-variables of the research 

(human resource planning, career 

advancement 

2. Spatial boundaries: confined to the men's 

clothing factory in the province of Najaf . 
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3. Time limits: The temporal limits of the 

research extended from the theoretical 

and field sides from 1/7/2020 to 

15/3/2022, which included the period of 

distributing the questionnaire and the 

personal interview, related to the 

completion of the research . 

 

Eighth: Honesty and Constancy 

Procedures 

The questionnaire was subjected to a test of 

honesty and reliability. About the test of honesty, 

it was presented to a group of experts and 

specialists in business administration in general 

and human resources management in particular, 

Annex (1) to indicate their opinions and follow-

ups, and it was taken and the questionnaire 

modified on its basis . 

As for the reliability test of the scale and the 

validity of the internal consistency of its 

variables, the research adopted the Cronbach 

Alpha coefficient to test the validity and 

reliability, as shown in Table (1): 

 

Table (1) Research Tool Test 

NO search variables code number of 

paragraphs 

Cronbach Alpha 

1 Demand forecast PD 5 0.90 

2 Offer analysis OA 5 0.86 

3 recruitment strategy ES 5 0.88 

4 HR Planning HRP 15 0.93 

5 Precision P 4 0.82 

6 settings S 4 0.87 

7 patience PA 4 0.92 

8 The audacity to make a decision ADM 4 0.90 

9 career advancement CA 16 0.90 

10 full scale  31 0.91 

Source: Prepared by the researcher  

 

 

It is clear from the (Corhbach Alpha) coefficients 

shown in Table (1) that the search scale is 

characterized by high stability at the overall level 

of the scale, which reached (91%) and that the 

transactions for the dimensions of the 

measurement tool range between (0.82 - 0.93 ) 

and this are evidence that the search scale with all 

its variables is characterized by a high degree of 

internal consistency between its paragraphs and 

its stability.  

 

Ninth: Research Methodology 

In his current research, the researcher relied on 

the descriptive-analytical method to determine 

the actual reality of the current research variables.  

 

Tenth: The statistical tools used in the 

research 

The researcher relied on the statistical program 

(SPSS Vo.23) to obtain statistical data through a 

set of statistical tools (frequencies, percentages, 

arithmetic means, standard deviations, analysis of 

variance) to describe, diagnose and then clarify 

the effects that the translated indicators leave for 

the variable The independent (human resource 

planning) in the dimensions that explain the 

process of career advancement as a reliable 

variable expressed in its four dimensions adopted 

in the current research (accuracy, control, 

patience, and boldness in decision-making).   

 

The second topic 
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A theoretical framework for research 

 

Human resource planning and career 

advancement 

 

First, human resource planning 

 

1. Concept of Human Resource Planning: 

The literature on the concept of human resource 

planning emphasized that it is a process carried 

out by the organization to identify and analyze its 

needs of human resources according to its 

objectives, as these resources, which preferably 

should be from the capabilities, skills, and 

experiences possessed by the human resource, 

must be consistent and consistent with the actual 

need of the organization for these capabilities in 

facing challenges. Competitiveness and 

contribute to responding to the rapid changes in 

the environment with great effectiveness 

(Khumalo, 2019: 116). And the concept of human 

resource planning refers to the organization’s 

ability to predict the future to ensure the 

availability of human resources quantitatively 

and qualitatively as it is one of the most important 

vital pillars of the organization, which defines a 

unified framework for organizational work and 

through which to identify future risks and obtain 

the information necessary to choose alternatives 

from goals, policies, and rules that are used in 

Organizational processes, whose main focus is 

planning to obtain qualified and experienced 

cadres capable of keeping pace with 

environmental developments in a way that 

contributes to supporting the organization and 

forecasting in its future needs (Keef et al., 

2011:23). 

(Abbas, 2011: 65) believes that human resource 

planning is the process through which the 

organization makes sure that it has the right 

numbers and types of workers in the right places 

and at the right time, and who can efficiently and 

effectively carry out those tasks that allow the 

organization to achieve its overall goals. The 

concept of human resource planning is based on 

translating organizational plans and objectives 

into plans for human resources in them, and the 

absence of these plans makes the organization 

estimate its human resource needs based on 

guesswork and prediction to ensure the efficient 

implementation of organizational work tasks and 

effectiveness (Arya,2017:47). It is mentioned 

(Al-Salami, 2008: 118) that the human resource 

planning process consists of a series of activities 

aimed at estimating the supply situation of human 

resources in the labor markets in which the 

organization deals, as well as estimating the 

organization’s own needs of human resources and 

seeking to develop effective plans to ensure that 

the organization obtains On its needs at the right 

time, taking into account the conditions of the 

labor market and the supply cases of human 

resources that the organization needs. The 

concept of resource planning for the organization 

is represented as the continuous analysis of 

human resources according to a clear and 

comprehensive strategy to determine the types of 

jobs, skills, and specializations as well as the 

necessary numbers of each type and each 

department or department in the organization and 

their availability at the right time and the right 

place to help build the organization, develop it 

and achieve its goals (Thatte & Choi, 2015:357). 

The concept of human resource planning is 

considered one of the important functions of the 

organization to determine the numbers and types 

of employees required to achieve harmony 

between the nature of work and its performance 

requirements and the policies adopted by the 

organization in the process of polarization, 

selection, and appointment to achieve high 

performance and to put the right man in the right 

place in all structures of the organization 

(Mihaylova et al. al., 2018:1954). And that the 

organization identifies the important aspects of 

human resource planning, and this means 

estimating the needs of individuals working at 

various levels and specializations required by the 

development and future expansion of the 

organization’s activities and to face changing 

conditions and obtaining renewable information 

for the continuity and sustainability of the 

organizational work successfully and high 

efficacy. (Maina and Kwasira, 2015:1571). Thus, 

human resource planning is considered one of the 

most important administrative functions in the 

organization, which is based on the goals that the 

organization seeks to achieve through the 

available alternatives and the differentiation 

between workers with skills and experience and 

pioneering businesses that have high potential in 
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achieving organizational goals (Obrien-Pallas et 

al., 2001:4 ).   

 

2. The importance of human resource 

planning 

    Planning the human resource is of great 

importance in dealing with the future that is 

shrouded in ambiguity, which requires the 

organization to confront it with plans that help in 

the proper investment of the available human 

resources and accurately determine the savings of 

human resources, as well as contribute to helping 

to identify problems and identify the expected 

obstacles resulting from the preparation and 

organization of work Thus, the importance of 

human resource planning gives the organization 

the ability to provide means of control and 

follow-up on the implementation of the goals that 

are identified in the planning stage and to correct 

deviations in Organizational Activities (Vincent 

and Bednz, 2010:54). Human resource planning 

contributes to achieving integration and 

coherence between the various human resource 

management programs, because needs planning 

is not isolated from training planning, for 

example, or wage planning or polarization and 

selection. Its effectiveness (Avison et al., 2018: 

277). Planning for human resources is an 

important and integral part of the comprehensive 

strategic planning of business organizations, and 

is even closely related to it. The long-term and 

short-term levels to obtain the available 

information that can be provided about the most 

important weaknesses and strengths in the field of 

human resources and the environmental 

opportunities and threats that threaten the 

competitive position of the organization in the 

business environment that is characterized by 

continuous movement. (Mansaray, 2019:51-52) . 

And (Al-Moussawi, 2008: 88-89) believes that 

although human resource planning must be 

practiced by all organizations, its importance 

appears clearly in large and medium 

organizations due to the many benefits that it 

achieves, represented by the following : 

A . Obtaining the best human competencies from 

the labor market or the internal skill stock in the 

organization . 

B . It helps to improve the use of human resources 

in a way that achieves more production policy at 

lower costs . 

C. It helps to expand the administrative 

information base for employees, which is of 

importance in serving the activities of individuals 

and the rest of the organizational units in the 

organization . 

D . It helps the organization to determine its 

future needs of human resources and then reduces 

the cost that results from the shortage or increases 

in those resources and gets rid of the negative 

administrative repercussions in that case . 

E. It helps to show the strengths and weaknesses 

in the quality of human resources performance 

and thus determine the quality of training and 

development programs required to raise the 

performance levels of employees . 

And the planning process for human resources is 

of great importance in supporting organizations 

by focusing on the proper distribution and use of 

these resources to prevent any confusion or 

sudden shortage in the production line and 

implementation of organizational projects and 

contribute to getting rid of the surplus and filling 

the deficit and planning for the future career 

where this topic centers on identifying training 

activities Transfer and analysis of the actual labor 

force and identify the reasons for leaving the 

workers or the level of job satisfaction in the 

organization (Keefe et al., 2011:23). 

 

3. HR planning goals 

    The challenge facing business organizations 

today requires forming an efficient structure of 

human resources and working to attract 

employees with distinct experiences, skills, and 

energies that constitute intellectual capital and 

maintain them and ensure their loyalty to the 

organization and their association with it as a 

result of their satisfaction with the organization’s 

methods of dealing with them and thus they work 

reassuringly To treat them with fairness and 

objectivity. (Khumalo, 2019:116-117) . 

According to (Al-Salami, 2008: 119), the 

objectives of human resource planning are as 

follows : 

a . Achieving coherence and harmony between 

the activities of human resources management 

and the organization’s strategies and plans by 

estimating the optimal human resources structure . 

B . Estimating the organization's needs of human 

resources and determining the exact 

specifications that are required to be available to 
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them, in proportion to the nature of its various 

activities and operations, now and in the 

foreseeable future, according to the approved 

activity plans . 

C. Ensuring the availability of the necessary 

human resources at the correct time, preparation, 

qualities, and skill levels . 

D . Confirming the investment of individuals in 

jobs appropriate to their abilities and expertise . 

E. Providing the administrative and 

organizational requirements necessary to create 

working conditions to achieve positive 

employment of the workforce and obtain high 

performance and productivity . 

 

And the importance of planning for human 

resources is the basis for the movement of human 

resources in today’s organizations, and it is a 

necessity of organizational work, as it represents 

effective management that begins with allocation 

to reach continuous success based on determining 

its needs, desires, and goals and identifying 

strengths and weaknesses in the quality and 

management of employees and training and 

development programs for the success of the 

organization’s operations. (Mansaray,2019:52) . 

The main objective of human resource planning 

is to ensure that the organization obtains its needs 

from the working individuals quantitatively and 

qualitatively, as this planning process helps the 

organization to determine wages, salaries, and 

incentive systems for employees, as well as 

achieving integration between the functional and 

organizational levels, as well as achieving the 

organization’s needs of the disciplines required to 

carry out the work of the task, as well as to 

contribute to facing the challenges and problems 

facing the organization. (Avisonetal.,2018:278) . 

And the operations carried out by the 

organization in the continuous analysis of 

everything related to the human resource in the 

light of the organizational work strategies is to 

determine its need for jobs, skills, expertise, and 

specializations, and thus the human resource 

planning process aims at several goals, the most 

important of which are: (Arya, 2017:48-49) . 

A . The organization determines its need for 

human energies with the required numbers and 

qualities . 

B . Develop training and development programs 

to develop the skills and capabilities of actual 

employees based on their future needs from 

employees . 

C. Achieving integration and harmony between 

the nature of work and its requirements and 

between the specializations and policies of the 

organization in selection and appointment . 

The main objective of human resource planning 

is for the organization to predict the future to 

determine its needs for distinct human energies, 

to maintain employees, to invest their 

capabilities, and to enhance their motivation 

towards performing work tasks in ways that 

guarantee progress and career growth, a sense of 

belonging or loyalty to the organization, 

sincerity, and keenness to perform work tasks 

efficiently and effectively (Vincent and Bedns, 

2010:54). 

 

4.  Dimensions of human resource 

planning 

    Human resource planning plays an important 

role in helping organizational units develop their 

plans and achieve coordination and integration 

between these plans, and thus many writers and 

researchers differ in defining or agreeing on the 

dimensions of human resource planning, but 

mostly they are three main dimensions that we 

will adopt in this research, depending on Model 

(De-Nisi and Griffen, 2005), which emphasizes 

the main dimensions of human resource planning, 

which are: (demand forecasting, supply analysis, 

employment strategy). The following is a brief 

explanation of each of these dimensions, as 

follows : 

A . Demand forecast 

The organization’s forecasting of the demand for 

human resources rests with the senior 

management, as it has to look at the jobs decided 

in its current plans, and whether some jobs can be 

dispensed with, or can some jobs be merged, and 

thus it has to study the availability of effort and 

costs that it must provide To threaten its human 

resource needs according to the organization's 

actual need for these resources (De-Nisiand 

Griffen, 2005:55). This dimension depends 

mainly on studying the current situation of the 

human resource available within the organization 

and then predicting the possible changes for the 

employees and the business in a limited period 

and then it requires the management of the 

organization to carry out its tasks in determining 
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the needs of human resources based on the actual 

need based on the plans of specialization and 

wages And changes in potential activities and 

works that are the basis on which potential 

changes are built, and which are related to 

forecasting the demand for human resources and 

achieving a match between the number of jobs 

and their occupants (Thatte and Choi, 2015: 358) . 

 

B . Offer analysis 

Business organizations work on analyzing the 

offer about the availability of human resources by 

focusing on the skills, experiences, and 

capabilities necessary to perform work tasks and 

to determine the actual need and the extent to 

which there are pressures or burdens in the work 

environment or a decrease in productivity, which 

requires the organization to study and analyze the 

most important strengths and weaknesses related 

to The existence of the human resource and the 

need for additional services that enhance 

productivity and bridge the gap in this field to 

achieve compatibility between human resource 

planning and human resource functions strategies 

related to a job advertisement, recruitment, 

selection, training, development, and 

compensation (Di-Nisi and Griffen, 2005:56). 

(Daft, 2008: 390) believes that the process of 

analyzing the supply related to human resources 

is an analytical process for the organization’s 

needs of qualified and efficient human resources 

in light of the declared organizational goals and 

that this stage is one of the important inputs in the 

human resource planning process and is a 

coherent and consistent process within the 

planning stages. It requires supportive efforts 

from senior management to build an information 

base regarding the actual need for human 

resources capable of facing competitive 

challenges and able to respond to internal and 

external changes related to the work environment 

efficiently and effectively . 

 

C. Recruitment Strategy 

This dimension depends mainly on the first and 

second dimensions about forecasting and demand 

and then analyzing the supply of human 

resources. After that, the decision-making 

process is carried out by selecting or hiring the 

human resource to carry out the required work 

tasks, taking into account the complexities and 

rapid changes that characterize the work 

environment, which in turn increases the volume 

of work. The challenges facing these 

organizations in their quest to create a sustainable 

competitive advantage, so the organization’s 

orientation to the process of planning to obtain 

human resources as a core in its strategic 

administrative processes to deal with future 

events efficiently and effectively and a greater 

ability to control its decisions related to its 

resources (Obrien-pallas et al., 2001:5). The 

recruitment strategy is the process through which 

the human resource is selected based on 

organizational goals and plans related to the size 

and expansion of the organization, which requires 

an increase in the number of employees in 

addition to the expansion of activities, which 

requires an efficient human force to carry out 

work tasks and adapt to the changes expected to 

occur as a result of the expansion of work 

activities that Positively reflected on the increase 

in productivity and the need to make a quick 

decision to obtain human resources with skills, 

expertise or intellectual capital capable of 

keeping pace with the expansion processes and 

filling the gaps of shortage expected to occur and 

working according to an identical vision between 

what the organization needs in its plan and what 

is currently available from human resources. 

(Maina and Kwasira, 2015:1571).                                                         

   

Second: Career Advancement 

 

1. Concept of Career Advancement 

     We proceed from the linguistic connotation of 

the word (ascend), which means ascended and 

ascended, ascended to the top of the mountain: 

ascended to it, the king’s ascension to the throne: 

his ascension, his accession, the principle of 

ascension: the principle of development, and he 

rose to glory  .The concept of career advancement 

is one of the modern concepts in human resource 

management, which depends mainly on the 

person himself in his search for self-realization 

and investigation of purposes in the field and 

work environment, where the individual works 

with commitment and seriousness and his goal 

are to develop himself with all his flexibility and 

ambition to adapt to the career path and strive for 

excellence and discrimination in the performance 

of his duties. (Saba et al., 2011: 208). The concept 
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of career advancement represents the level of 

performance that the individual performs in his 

work environment, which exceeds the cases of 

achievement and is characterized by the lack of 

routine and training and his sense of justice for 

the material and moral compensation received 

from the workshop leaders so that he strives to 

reach the top in performing his work tasks with 

seriousness and ambition and makes his utmost 

effort to appear at the required level that It 

corresponds to the aspirations and ambitions of 

the senior management in distinguishing 

subordinates (Kraemer et al., 2009:30). The 

concept of career advancement is the individual’s 

pursuit of acquiring talented skills and 

experiences in his field of specialization and 

performing his work tasks to reach the highest 

levels of performance in the organization to play 

a distinguished role in the environment 

organizational so that he can face the challenges 

and work problems that he encounters easily and 

without complication, and that his reaching a 

stage of professional advancement is the result of 

developing his skills and bearing the 

responsibility for his performance and his work 

to face boredom and negative feeling as a result 

of his interaction with co-workers in the spirit of 

one team and promotes positive behaviors to 

reach the highest performance, creativity, 

ingenuity and distinguished ideas that have an 

active role in the work that goes beyond the 

ordinary in the performance of work tasks 

(Hamori, 2006: 1130). It means the individual’s 

endeavor to enrich his experiences and skills and 

to identify his weakness and strength, and thus 

career advancement is a concept stemming from 

the individual’s culture and desire to face various 

circumstances, overcome difficulties and 

challenges, and carry out the tasks entrusted to 

him to the fullest to climb the career ladder 

efficiently and effectively, and make optimal use 

of his energies and experiences, considering them 

as a basic pillar for advancement the objectives of 

the organization and making decisions based on 

organizational interest and a sense of belonging 

and credibility in the performance of work tasks. 

(Chow & Crawford, 2004:23). And the concept 

of career advancement embodies the situation in 

which individuals seek to develop their selves 

and their possession of the field components in 

the work environment to face challenges and 

sudden working conditions with all they have of 

ability, worth, and experience to serve the 

organizational work so that the organization feels 

that its employees are a winning card that is 

properly invested to develop and improve the 

environment Work and the fact that the 

individual’s pursuit of career advancement is a 

basic pillar for the success of the organization and 

a sense of confidence and importance of the 

organization’s goals and its competitive position 

(Rogier and Padgett, 2004:90). 

 

2. Dimensions of career advancement 

   The model (Khalif et al., 2018: 154) will be 

relied on to determine the dimensions of career 

advancement, which consists of four main 

dimensions: (accuracy, control, patience, and 

boldness in decision-making), and the following 

is a brief explanation of each of these dimensions : 

 

A . Precision 

This dimension reflects the possibility of delusion 

in performing business correctly and according to 

regulated standards, ensuring a degree of 

commitment and reflecting a state of compliance 

to avoid any defects outside the permissible 

limits. Quoted from (Eleza, 2010: 17). The 

dimension of accuracy means the individual's 

possession of high skills in performing his work 

perfectly without any defect, accuracy, skill, 

sincerity, and professionalism in a good 

performance by the requirements and objectives 

of the organization or organizational work so that 

performance is accurate when it matches the 

aspirations and desires of the organization to 

complete it on time, quality and cost planned by 

the organization, and therefore the accuracy 

criterion includes many aspects of the 

organizational work environment such as 

standing, skill, quality, sincerity and many other 

standards set by the organization, where the 

dimension of accuracy in performance is the 

highest level of skills possessed by the individual 

(Weisenfeld and Robinson - Backmon, 2007: 28) . 

 

B . Settings 

The features of this dimension become clear by 

following controls that make the working 

individual hold himself accountable as he pushes 

seriously towards his responsibilities in the 

performance of his work tasks so that these 
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controls are more like directives to pledge the 

contents of the work and its contents, knowing 

that the state of control takes forms, including 

what is manifested within self-control and 

another may take a path through rules and 

procedures that are highly formalized to the point 

of excessive (Khalif et al., 2018: 154). 

Adjustment as one of the dimensions of career 

advancement refers to the process of issuing 

orders, decisions, and instructions by the senior 

management in the organization that serves as the 

approach that the employee must take to maintain 

the clear functioning of the organizational 

processes, as these rules or instructions issued by 

the senior management are a protection for the 

work environment from chaos. And the problems 

encountered by workers as well as to support 

workers to carry out the work tasks entrusted to 

them and to preserve time from wasting and work 

rules from violating and thus effectively 

contribute to the commitment of workers to 

upgrade their skills and abilities towards the top 

and excellence on the one hand and maintain the 

reputation of the organization and its position in 

the external environment on the other hand. 

(Duffus, 2004: 145) . 

 

C. Patience 

The ability of the individual to bear workloads 

and the method of superiors in dealing and 

accepting cases of constructive criticism, which 

contributes to enhancing the capabilities of the 

individual, and thus the idea of interaction with 

co-workers is embodied despite the difficult work 

pressures in all its aspects (Leung, 2004: 164). 

The dimension of patience is represented as one 

of the dimensions of career advancement as the 

individual’s ability to bear and accept the various 

circumstances that face in the work environment, 

especially difficult or harsh conditions, which at 

this stage requires perseverance, not yielding to 

provocation, steadfastness in the face of painful 

matters and bearing it with high morale without 

showing any features on the individual. Sadness 

and emotion, and this are one of the things that 

make the individual able to take a positive 

attitude and feel strong in the face of all these 

circumstances and his ability to bear them to 

upgrade his work tasks to the fullest and without 

panic, boredom, or fear as a means of elevating 

work tasks with high morale. (Gong and Chang, 

2008: 34) . 

 

D . The audacity to make a decision 

The individual’s ability to move towards looking 

at the reality of work and its requirements, to 

develop appropriate alternatives, to choose the 

best and most appropriate alternative that is in 

line with the requirements and conditions of 

work, and to work on making a decision that 

affects the positive reinforcement of work 

requirements and to highlight the tangible action 

of the departments in the organizational reality 

according to a comprehensive vision (Chen et al., 

2010: 427). The decision-making process is a 

natural process in the individual’s practical life, 

as boldness is the individual’s taking the 

appropriate decision based on serious convictions 

stemming from sound planning, creative 

thinking, monitoring, and diligent follow-up to 

the conditions and requirements of the work 

environment. An organization with courage, 

ability, and bearing the consequences, and thus, 

the audacity to make a decision whose results will 

be correct and in the interest of the organization. 

The aspirations of stakeholders at work, facing 

competitive challenges, proving merit, and 

working with the idea of ambition and ambition 

Encountering the skilled in the fields of 

organizational work (Hamori, 2006: 1131). 

 

The Third Topic 

 

The practical aspect of Research 

 

First: Statistical description of the 

research variables 

This paragraph aims to know the level of the 

research dimensions represented by (human 

resource planning and career advancement) 

through the use of the arithmetic mean, standard 

deviation, and percentage, as each dimension 

obtains arithmetic mean less than (3) a 

hypothetical mean or a percentage less than (60 

%) is rejected. 

 

Table (2) Frequency distributions, means, and standard deviations of human resource planning at the total 

sample level 
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Strongly 

disagree 

I do not 

agree 
neutral Agreed Strongly agree 

 ت % ت % ت % ت % ت %

.57969 3.6912 - - 7.3 8 20.9 22 40.0 42 31.4 33 X1 

D
em

an
d
 f

o
re

ca
st

 

 

.85928 3.9118 4.8 5 11.4 12 15.2 16 30.4 32 38.9 40 X2 

.87998 4.1765 - - 13.3 14 18.1 19 24.8 26 43.8 46 X3 

.87998 4.1765 - - 13.3 14 14.2 15 34.8 36 38.9 40 X4 

.85928 3.9118 5.7 6 8.6 9 24.8 26 30.4 32 30.4 32 X5 

.81164 3.9735 
     averag

e 

.68150 3.7941 - - 8.6 9 24.8 26 40.9 43 25.7 27 X6 

O
ff

er
 a

n
al

y
si

s
 

.67226 3.8971 4.8 5 4.8 5 
18.1 19 45.7 48 26.7 28 X7 

.77380 3.7059 4.8 5 4.8 5 22.9 24 37.1 39 30.4 32 X8 

.77380 3.7059 4.8 5 4.8 5 18.1 19 37.1 39 35.2 37 X9 

.87998 4.1765 - - 6.7 7 30.4 32 27.6 29 35.2 37 X10 

.75626 3.8559      
averag

e 

.69616 3.5882 - - 4.8 5 25.7 27 34.2 36 35.2 37 X11 

re
cr

u
it

m
en

t 
st

ra
te

g
y
 

.64374 4.0588 - - 4.8 5 17.1 18 42.9 45 35.2 37 X12 

.72018 3.2500 4.8 5 6.7 7 33.3 35 22.9 24 32.4 34 X13 

.87998 4.1765 - - 10.5 11 27.6 29 24.8 26 37.1 39 X14 

.77380 3.7059 4.8 5 8.6 9 17.1 18 34.2 36 35.2 37 X15 

.74277 3.7558      
averag

e 

.77022 3.8617    
Total HR 

Planning 

  Source: Prepared by the researcher based on the results of the electronic calculator  (n=105)                          

 

Table (3) Statistical Description of Human Resource Planning 

NO independent dimensions 
Arithmetic 

mean 

standard 

deviation 

percenta

ge 

Dimensional 

arrangement 

1 Demand forecast 3.9735 .81164 % 78.5 The first 

2 Offer analysis 3.8559 .75626 75.98 % The second 

3 recruitment strategy 3.7558 .74277 72.65 % The third 

4 HR Planning 3.8617 .77022 75.71 %  

          Source: The researcher based on the results of the electronic calculator 

 

From the data in Table (3) check the following: 

• The demand prediction variable for the 

researched sample achieved arithmetic mean of 

(3.9735), with a standard deviation of (.81164), 

and percentage weight of (78.5%), and the order 

of the dimension came (first .) 

• The width analysis variable for the researched 

sample achieved a mean of (3.8559), with a 

standard deviation of (.75626), and percentage 
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weight of (75.98%), and the order of the 

dimension came (second .) 

• The recruitment strategy variable for the 

researched sample achieved arithmetic mean of 

(3.7558), with a standard deviation of (.74277), 

and percentage weight of (72.65%), and the order 

of the dimension came (third .) 

• The main independent variable achieved human 

resource planning for the researched sample with 

an arithmetic mean of (3.8617), with a standard 

deviation of (.77022), and percentage weight of 

(75.71%). 

 

 

Table (4) Frequency distributions, arithmetic means, and standard deviations of job advancement 

at the total sample level 

st
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n
 Degree of response 

 

p
o
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te

r 

V
a

ri
a

b
le

s
 

Strongly 

disagree 

I do not 

agree 
neutral Agreed 

Strongly 

agree 

 ت % ت % ت % ت % ت %

.64361 3.7888 - - 12.4 13 25.7 27 31.4 33 30.5 32 X1 

P
re

ci
si

o
n
 .64374 4.0588 - - - - 17.6 12 58.8 40 23.5 30 X2 

.72018 3.2500 1.5 1 10.3 7 51.5 35 35.3 24 1.5 24 X3 

.64361 3.7888 - - 12.4 13 25.7 27 31.4 33 30.5 32 X4 

.67592 3.7389      
averag

e 

.64782 3.7059 - - 7.6 8 25.7 27 38.0 40 28.6 30 X5 

se
tt

in
g
s 

.69363 3.2353 4.8 5 13.3 14 41.9 44 27.6 29 14.2 13 X6 

.65924 3.7941 - - 12.4 13 13.3 14 42.9 45 31.4 33 X7 

.63781 3.7143 - - 7.6 8 25.7 27 38.0 40 28.6 30 X8 

.65962 3.6124      
averag

e 

.57969 3.6912 - - 9.5 10 20.1 22 40 42 29.5 31 X9 

p
at

ie
n
ce

 .85928 3.9118 3.8 4 11.4 12 15.2 16 30.5 32 30.0 41 X10 

.87998 4.1765 4.8 5 13.3 14 18.1 19 24.8 26 30.0 41 X11 

.62121 3.6812 - - 9.5 10 20.1 22 40 42 29.5 31 X12 

.73504 3.8651      
averag

e 

.64782 3.7059 5.7 6 7.6 8 25.7 27 38.0 40 22.9 24 X13 

T
h

e 
au

d
ac

it
y

 t
o

 m
ak

e 

a 
d

ec
is

io
n
 .69363 3.2353 4.8 5 13.3 14 41.1 44 15.2 16 24.8 26 X14 

.65924 3.7941 6.7 7 12.4 13 13.3 14 42.9 45 24.8 26 X15 

.63380 3.7020 5.7 6 7.6 8 25.7 27 38.0 40 22.9 24 X16 

.65862 3.6093      
averag

e 

.6823 3.7064    
Total career 

advancement 

Source: Prepared by the researcher based on the results of the electronic calculator  (n=105) 
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Table (5) Statistical description of career advancement 

NO independent dimensions 
Arithmetic 

mean 

standard 

deviation 

percentage Dimensional 

arrangement 

1 Precision 3.7389 .67592 % 77.5 The second 

2 settings 3.6124 .65962 %74.55 The third 

3 patience 3.8651 .73504 %78.95 The first 

4 
The audacity to make a 

decision 
3.6093 .65862 %72.85 The fourth 

5 career advancement 3.7064 .6823 %75.25  

    Source: The researcher based on the results of the electronic calculator      

 

From the data in Table (5), the following can be 

achieved : 

  •The accuracy variable on demand for the 

researched sample achieved an arithmetic mean 

of (3.7389), with a standard deviation of 

(.67592), and percentage weight of (78.5%), and 

the order of the dimension came second . 

  • The control variable for the researched sample 

achieved an arithmetic mean of (3.6124), with a 

standard deviation of (.65962), and percentage 

weight of (75.98%), and the order of the 

dimension came third . 

 • The patience variable of the researched sample 

achieved a mean of (3.8651), with a standard 

deviation of (.73504), and percentage weight of 

(72.65%), and the order of the dimension came 

first . 

  • The audacity variable in decision-making 

achieved for the researched sample a mean of 

(3.6093), with a standard deviation of .65862), 

and percentage weight of (72.65%), and the order 

of the dimension came fourth . 

• The dependent variable achieved the functional 

advancement of the researched sample with an 

arithmetic mean of (3.7064), with a standard 

deviation of (.6823), and a percentage weight of 

(75.25%). 

 

Second: Testing the hypotheses of 

correlations for the main and sub-

variables of the research 

This part of the research is specialized in a 

statistical presentation through which the 

correlation relations between the research 

variables (human resource planning and career 

advancement) are tested and analyzed, and they 

will be tested according to their presence in the 

hypothetical research scheme, which is as 

follows: 

 

Table (6) Correlation matrix for main and sub-variables 

NO The dimension career advancement morale level 

1 Demand forecast 0.09 0.47 

2 Offer analysis 0.03 0.79 

3 recruitment strategy 0.22 0.06 

4 HR Planning 0.34 0.004 

Source: Prepared by the researcher based on the results of the electronic calculator 

 

1. The first main hypothesis: There is a 

significant correlation between human 

resource planning and career 

advancement at the overall level. 

Through the data of Table (6), it was 

found that there was a positive 

correlation (0.34), while the level of 

morale was (0.004), which is less than 

the level of morale specified by the 

researchers (0.05), so this hypothesis is 

accepted at the research level . 

2. The first sub-hypothesis: There is a 

significant correlation between demand 

prediction and career advancement at the 



Dr. Amer Abed Kareem Al-Thabhawee 2050 

 

overall level. Through the data of Table 

(6), it was found that there was a positive 

correlation (0.09), while the level of 

morale was (0.47), which is higher than 

the level of morale specified by the 

researchers (0.05), so this hypothesis is 

rejected at the research level . 

3. The second sub-hypothesis: There is a 

significant correlation between the 

analysis of the offer and job advancement 

at the overall level. Through the data of 

Table (6), it was found that there was a 

positive correlation (0.03), and the level 

of morale was (0.79) which is higher than 

the level of morale specified by the 

researchers (0.05), so this hypothesis is 

rejected at the research level . 

4. The third sub-hypothesis: There is a 

significant correlation between the 

recruitment strategy and career 

advancement at the overall level. 

Through the data of Table (6), it was 

found that there was a positive 

correlation (0.22), and the level of morale 

was (0.06), which is higher than the level 

of morale specified by the researcher 

(0.05), so this hypothesis is rejected at 

the research level. 

 

Third: The results of the influence 

relationships between the research 

variables 

In this paragraph, the results of testing and 

analyzing the influence relationships between the 

research variables will be discussed and 

according to what was stipulated by the main 

impact hypothesis (there is a significant effect 

relationship between human resource planning 

and career advancement at the overall level) and 

the sub-hypotheses emanating from it will be 

tested successively according to what was stated 

in the scheme hypothetical search: 

 

1. Results of the effect relationship test 

for the main hypothesis 

Table (7) shows the results of testing the impact 

relationship of human resource planning on 

career advancement according to the results of 

determining the simple regression, assuming that 

there is a functional relationship between the real 

value of human resource planning (X) and career 

advancement ((Y), and it can be expressed by the 

following equation: 

Y = a + βX 

where y = career advancement . 

X = human resource planning. 

B = slope of the equation (the amount of change 

in y that occurs as a result of a change of x units) . 

a = a statistical constant. 

 

This equation shows that career advancement is a 

function of the true value of human resource 

planning and that the estimates of this equation 

and its statistical indicators were calculated at the 

level of the research sample of (105) individuals. 

The simple regression equation for the 

relationship between the variables of human 

resource planning and career advancement was as 

follows: 

Career advancement = (0.79) + (0.34) Human 

resource planning 

In the framework of this analysis of variance 

(ANOVA) for the two variables was analyzed 

and the results were as in Table (7). 

 

Table (7) analysis of variance (ANOVA) for the relationship between human resource planning and 

career advancement 

Contrast 

source 
degree of 

freedom 

sum of 

squares 

mean 

squares 
2R 

The calculated 

F value 

morale 

level 

regression 1 1.601 1.601 0.116 8.696 .004 

The error 103 12.154 .184    

Total 104 13.755     

Source: The researcher based on the results of the electronic calculator (n=105) 

 

 

As for the transactions table, it indicated the values shown as follows: 
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Table (8) results of testing the relationship of the impact of human resources planning on career 

advancement 

model 

Non-standard 

transactions 

Standard 

coefficients 
T 

morale 

level beta 

coefficient 

standard 

error 
beta 

Constant 0.79 0.85  

0.34 

0.929 .356 

HR Planning 0.67 0.22 2.94 .004 

    Source: The researcher based on the results of the electronic calculator (n=105) 

 

It is clear from the analysis of the variance table 

and the coefficients table for the relationship 

between human resource planning (X) and career 

advancement and at the level of the research 

sample of (105) people, that the value of (t) is 

large when compared with its tabular value and at 

a level of significance (0.05), and this indicates 

that the regression curve is sufficient to describe 

The relationship between (X, Y) and a confidence 

level ((0.95) and this is confirmed by a statistical 

value (X) and according to the (t) test, it reached 

(t = 2.94) 

In light of the regression equation, the constant 

indicates (a = 0.79), which means that there is a 

career advancement of (0.79) when the value of 

human resource planning is zero . 

The value of the marginal slope has reached (β = 

0.34) and the accompanying (X) indicates that a 

change of (1) in human resource planning (X) 

will lead to a change of (0.34) in career 

advancement . 

The value of the coefficient of determination (R2) 

also indicated a coefficient of (0.116), which 

means that human resource planning (X) explains 

its value (0.116) from the variance in career 

advancement, and (0.88) from the unexplained 

variance due to variables that were not included 

in the model Regression, which is an indicator 

within confidence (0.05), and in light of these 

results, this hypothesis is accepted. 

 

2. Testing the sub-hypotheses: After the 

main impact hypothesis has been tested, 

it is necessary to test the extent of the 

impact of human resource planning with 

its dimensions (demand forecasting, 

supply analysis, employment strategy) 

on career advancement . 

According to this hypothesis, the multiple 

regression equation for human resource planning 

variables 

  (X1, X2, X3) in the functional advancement (y) 

in terms of the following multiple regression 

equation: 

3 X3+ β2X2+ β1X1Y = a + β 

The multiple regression equation for the 

relationship between human resource planning 

(X) and career advancement (y) was : 

Job promotion = (0.75) + (0.041) demand 

forecasting + (0.043) supply analysis + (0.188) 

recruitment strategy + (0.380 ) 

As for Table (9), it indicated the values shown as 

follows: 

 

 

Table (9): Results of testing the impact relationships between human resource planning and career 

advancement 

model 

 
Non-standard transactions 

Standard 

coefficients 
T 

morale 

level beta 

coefficient 

standard 

error 
beta 

Constant .75 .834  

.041 

.899 .372 

Demand forecast .040 .112 .359 .721 

Offer analysis .044 .116 .043 .374 .710 

recruitment strategy .211 .128 .188 1.650 .104 
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    Source: The researcher based on the results of the electronic calculator (n=105) 

 

It is clear from Table (9) that the regression 

equation indicates the constant (a = .75), and this 

means that there is a career advancement of 0.75)) 

when the value of human resources planning is 

zero . 

As for the value of the marginal propensity to 

predict demand, it reached (β1 = 0.041), and the 

accompanying (X1) indicates that a change of (1) 

in the forecast of demand (X1) will lead to a 

positive change of (0.041) inc . 

As for the value of the marginal propensity to 

analyze the offer, it reached β2 = 0.043). The 

accompanying (X2) indicates that a change of (1) 

in the analysis of the offer (X2) will lead to a 

positive change of (0.043) in career advancement . 

The value of the marginal slope of the recruitment 

strategy has reached (β3 = 0.188) and the 

accompanying (X3) indicates that a change of (1) 

in the recruitment strategy (X3) will lead to a 

positive change of (0.188) in career advancement . 

Based on these results, the hypothesis is accepted 

at the aggregate level, and the first, second, and 

third sub-hypotheses of influence relationships 

are rejected. 

 

The fourth topic 

 

Conclusions and Recommendations 

 

First: the conclusions 

1.  The process of human resource planning is 

practiced in organizations to deal with 

employees' problems, whether existing or 

potential, which as a whole are important and 

complex in many cases . 

2. The emergence of human resources planning 

indicators in the organization understudy to a 

limited extent. The demand prediction 

indicator represented the least compared to 

other indicators, and this indicates the 

presence of limited movements in the field of 

human resources planning related to 

attracting the necessary skills and 

competencies . 

3. The absence of clear development programs 

to develop and train employees in the internal 

work environment, and is caused by poor 

planning, which has an impact on 

organizational growth and forecasting its 

future needs of human resources . 

4.    . After analyzing the offer from the human 

resource, it was not sufficient to rely on 

experience and sobriety in the methods of 

selection and recruitment, despite the 

limitations of the recruitment strategies in the 

organization in question . 

5. The translated dimensions of career 

advancement were manifested in their 

positive reality in the organization in 

question, and the dimension of accuracy and 

control constituted the highest indicators that 

indicate the positive movements of the 

human resource . 

6. The statistical results proved the existence of 

a degree of positive correlation between the 

dimensions of human resources planning and 

the indicators of career advancement at the 

level of the organization in question . 

7. There are significant statistically significant 

differences between the main and sub-

variables that explain the subject of the 

research . 

 

Second: Recommendations 

Based on the conclusions reached by the research, 

the following most important recommendations 

can be diagnosed : 

1. The organization in question must maintain 

the development of human resource planning 

programs and work on training workers at 

different job levels and find a situation to 

support the dimensions of career 

advancement . 

2. The organization in question should work on 

finding a database that will contribute to 

supporting the direction of senior 

management towards the dimensions of 

strategic planning for human resources 

related to forecasting the demand for highly 

qualified and skilled workers . 

3. Field quest to provide the ingredients for 

successful human resource planning and deal 

with qualified human resources to carry out 

the job tasks appropriate to their 

specializations and capabilities . 

4. The researcher recommends, achieving the 

internal compatibility component of the 
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vacant positions and the precise 

specialization of the human resource to fill 

these positions and work to activate the 

compatibility and integration relations 

between the dimensions of human resource 

planning and to benefit from that in raising 

the level of its performance. 

5. The need for the organization in question to 

work according to human resources planning 

indicators that embody the dimensions of 

career advancement and what makes it a 

partner to secure cases of demand forecasting 

and analysis of supply, and then implement 

the appropriate recruitment strategy . 

6. The research sample organization should 

make career advancement one of the basic 

and comprehensive demands that the senior 

management in the research organization 

takes seriously and care . 

7. Striving to secure a state of awareness and 

interest in the objective of career 

advancement for the respondents in a manner 

that secures the appropriate entrance to its 

dimensions represented by accuracy, control, 

patience, and boldness in decision-making. 
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