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Men are afraid in the wrong line of business, which is a widely known expression
in China. Career can not only change people’s lifestyles, but also affect their mental
health. Therefore, proper career choice will bring the sense of pleasure and satisfaction
and stimulate better dedication to the job and more occupation achievement. For college
graduating students, most of them are torn with the choice of working at state-owned
(SOE) and private-owned enterprises (POE) at their senior year, as it is the very first
time for most of them to transit from students to workers which is a significant turning
point in their lives. At any given point, the career choice of graduating students will be
affected by both interior and exterior factors. However, there is less empirical study in
investigating the career intention and career choice of college graduating students
working at state-owned (SOE) or private-owned enterprises (POE). Therefore, this study
was designed to examine the relationships between perceived maintenance-oriented or
performance-oriented human resource systems, parents’ expectation valuing
maintenance-oriented or performance-oriented human resource systems, career
decision-making self-efficacy and career locus of control and graduating students’
career intention and career choice of working at state-owned or private-owned
enterprises with application of the theory of planned behavior. To better understand the
relationship, impact, cause and effect between the constructs, the quantitative research
methodology is adopted in this study to further illustrate the relationships between
different constructs and factors. For the consideration of feasibility and cost, the college
graduating students of Chongging will be the respondents of this research. In addition,

the senior students with management majors are narrowed down as respondents to fill in



the questionnaire due to their better understanding of human resource management
system. The snowball technique was adopted to collect data and 477 questionnaires
were collected with response rate at 70.15%. Partial least squares regression and logit
were used to analyze the data, which indicated the positive relationships between
perceived maintenance-oriented human resource system and career intention of working
at state-owned enterprises, subjective norm (parents’ expectation valuing maintenance-
oriented or performance-oriented human resource system) and career intention of
students working at SOE or POE, perceived behavioral control (career decision-making
self-efficacy and career locus of control) and graduating students career intention of
working at state-owned or private-owned enterprises, and the meditating effect of career
intention on the relationship of perceived behavioral control and career choice of
working at SOE. The study not only expand the dual concern model of human resource
management system—maintenance-oriented and performance-oriented human resource
systems into vocational field, but also contribute to the research on the relationship of
career intention and career choice, which is seldom examined by the previous
researcher. With senior students who actually signed contracts with enterprises and who
clearly know their choices of SOE or POE. In addition, the measurement of construct
perceived behavioral control is the combination of self-efficacy and controllability,
following some prior studies and making the results of this study more reliable. This
study sheds some light for enterprise managers, colleges, parents and students as well.
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CHAPTER 1

INTRODUCTION

Career can not only change people’s lifestyles, but also affect mental health (Song,
2017). Therefore, proper career choice will bring the sense of pleasure and
satisfaction (Yue & Tian, 2016), stimulating better dedication to the job and more
occupation achievement (Zhang et al., 2018). For college graduating students, most of
them are torn between the choice of working at state-owned (SOE) and private-owned
enterprises (POE) at their senior year, as it is the very first time for most of them to
transit from students to workers which is a momentous turning point in their lives
(Jiang, 2014). At any given point, the career choice of graduating students will be
affected by both interior and exterior factors, such as personal factors, cultural values,
guanxi (relationships), parental influence, family backgrounds, and labor market
(Agarwala, 2008). Furthermore, the graduating students need to consider various
types of enterprises they would like to work at because the human resource subsystem
dominated in the enterprises will influence their work and life styles. According to the
Chinese College Graduates Employment Annual Report (MyCOS, 2018), the amount
of college graduating students increases from 1 million at the year 2002 to nearly 8
million in 2017 due to the enrollment expansion at Chinese universities and colleges.
And the percentage of college students choosing POE increased from 40% to 60%
from 2009 to 2017; the percentage of choosing SOE decreased from 25% to 19%
from 2013 to 2017. In addition, the students choosing starting their own business also
increased from 1.6% in 2011 to about 3% in 2017. However, nearly 50% gave up

their business after half a year and transferred to careers with salaries.



1.1 Statement of Problem

In academic field, there is a long history of exploring career intention of college
students to launch their own business after finishing their studies (Zellweger, Sieger,
& Halter, 2010). However, about 80% graduating students in China will choose a job
with salary or wage rather than self-employment or entrepreneurship. According to
the scope of knowledge of the author’s existing literature, so far, less has been know
about the factors affecting the career intention and career choice of college graduating
students in the situation of salary based stated-owned or private enterprises, and less
has been known about the relationship between individuals’ career intention and
career choice. Though previous researches have been done to explore the factors
affecting the organizational employment or self-employment, the factors may not be
exactly the same when concerning working at stated-owned or private enterprises.
Input the key words “POE, SOE and Employment” into one of the largest databases in
China--CNKI (China National Knowledge Infrastructure), only less than 20 articles
could show up. Therefore, empirical studies are needed in exploring the factors
influencing college graduating students’ career choices of working at state-owned or

private enterprises.

As one of the most suitable models to demonstrate the intention-behavioral
relationships, the theory of planned behavior (TPB) has been applied not only in
psychology and sociology, but also in computers, road safety, health, education,
medicine, and management. Comparatively speaking, little research has been carried
out to examine the efficacy of TPB in the field of career (Arnold, Clarke, Coombs,
Wilkinson, & Preston, 2006), however, it is beginning to change (Millar & Shevlin,
2003), but much remains to be done (Van Hooft, Born, Taris, & Flier, 2004) in
applying and extending the TPB to the area of career choice and development. In
addition, as most literature of HR management focuses on the organization of
Western culture, the studies of HR from Eastern culture are just beginning to appear
(Jackson, Schuler, & Jiang, 2014).



1.2 Research Questions and Research Objectives

The elements influencing the career choice of graduating students are various,
however, the factors, the critical ones in particular, affecting the options to work at
state-owned or private-owned firms may not be exactly the same as the factors of
career choice. Taking the important role HR system plays in employees’ work and life
styles into consideration, the first research questions are raised—if the graduating
students have different attitudes towards maintenance-oriented and performance-
oriented systems, will their attitudes influence their intention to work at state-owned
or private-owned enterprises? Will their career intention further influence their career
choices of working at state-owned or private-owned enterprises? With the help of
TPB, will parents’ expectation influence the career intention and career choice of

graduating students working at state-owned or private-owned enterprises?

For the objectives of this study, the first is to endeavor to fill the gap of the literature
by investigating the career intention and career choice of students with the application
of the theory of planned behavior. The career choice of students will be mainly
investigated in the occupations with salaries, namely, a dual perspective of occupation
intention and choice is adopted, which are state-owned enterprises and private-owned
enterprises. Moreover, the study will also try to explore the influence of career
intention on actual career choices, which is another usually ignored part in vocational
literature and empirical evidence about this is desperately needed. The other objective
of this research is to examine and verify the application of TPB in career intention and
career choice of respondents from China, with perceived HR system (maintenance-
oriented HR system and performance-oriented HR system) as attitude, parents’
expectation as subjective norm, and career decision-making self-efficacy and
controllability as perceived control. To be more specific, the relationship between
attitude toward maintenance-oriented or performance-oriented HR systems and career
intention, the relationship between parental expectation and career intention, and the
relationship between perceived behavioral control and career intention will be

investigated in this study.



1.3  Significance of the Study

It has been recognized in China that the traditional Chinese HR management, namely,
maintenance-oriented HR system is characterized with employment stability or so-
called “iron rice bowl” by some Chinese employees (D. Z. Ding, Lan, & Warner,
2001) because of deeply rooted socialist ideology. However, with the economic
reform toward market carried out in China from 1979, a large number of private-
owned enterprises begin to emerge (D. Z. Ding & Warner, 2001). And the state-
owned enterprise is normally dominated with maintenance-oriented HR system, while
the private-owned enterprise with performance-oriented HR system, though both
subsystems exist in state-owned and private-owned enterprises. Results from this
research will make more contribution to the existing literature that still need more
empirical evidence regarding the career intention and choice of college graduating
students. The results will also extend the role of maintenance-oriented and
performance-oriented HR system in employment status choice. In addition,
implications will be provided to the managers about the needs of young talents and
about the design of organizations’ performance evaluation system. And some valuable
information will be provided for universities and colleges about career education as
well. Apart from this, the study will pay attention to the research of vocational field

from the Easter culture and it will provide some interesting insights in management.



CHAPTER 2

LITERATURE REVIEW AND HYPOTHESES

It is widely known in China that men are afraid of in the wrong line of business,
which shows the importance and significance of profession. Therefore, when it is the
time for the college graduating students to go job hunting, the students will try their
utmost to find satisfied jobs, though it is one of the most difficult decisions for them
to make. In this chapter, the research background, the theory of planned behavior and
the hypotheses will be presented.

2.1 Research Background

The research background covers the employment situation of China and research
about career intention and career choice in China, including the importance of
employment, the employment situation from 2011 to 2018, the studies on career
intention and career choice, and researches on working at SOE and POE, and the
differences between SOE and POE.

2.1.1 Employment situation in China

Career choice of college graduating students is not only a personal option, but also
one of the factors to measure whether the colleges or universities are qualified as
China’s construction plan of world-class universities and first-class disciplines (Zhu
& Ye, 2019), which is abbreviated as “Double-First Class” university project,
launched in 2017 and aimed to eventually build a series of world class universities
and disciplines by 2050, making great effort to build China into a country with

international higher education.



According to the survey of Chinese College Graduates Employment Annual Report,
which is conducted by MyCOS Research Institute and Chinese Academy of Social
Sciences, the college graduating students in 2018 reached 8.2 million, and the
employment rate of college graduating students was 91.5%. The employment rate of
college graduating students has not only become one of the concerns of people of all
walks of life (Cui, 2019), but also highly valued by the society and the state (Mo,
2019). The report of the 19th National Congress of the Communist Party of China
even stated that "employment is the biggest livelihood issue." At the Central
Economic Work Conference in 2019, the issue of employment of college graduating
students was also placed in a prominent position. A full range of public employment
services will also be provided to promote the employment and entrepreneurship of
college graduating students (Yue & Bai, 2018).

The employment situation became severe from the expansion of college enrollment in
1999. There was only about 4.13 million of college graduating students in 2006, while
it can be observed from the following Table 2.1 that the amount of college graduates
increased to 8.2 million in 2018. However, there were only 6.6 million college
graduating students in 2011. The career positions only increased 36% from 2001 to
2015 (Zhang & Niu, 2018). It can be seen from the following, though the employment
rate fluctuated at 91%, the employment rate of college students working at state-
owned enterprises (SOE) declined from 30% to 19% (2011-2018), while the
employment rate of college students working at private-owned enterprises (POE)
increased from 46% to 60% from 2011 to 2017, and decreased to 54% in 2018. The
percentages of college graduating students working at partially or wholly foreign
capital enterprises were continuously declining from 12% to 7% from 2011 to 2018.
While the percentages of graduating students choosing starting their own business
fluctuated from 1.6% to 3% from 2011 to 2018. MyCOS Institute, sponsored by
China Academy of Social Science, has started the survey of Chinese college
graduating students employment from the year of 2007, and the first blue book of
employment was published in 2009, since then, Chinese college graduating students
employment report is published annually, covering employment status, work ability,

job satisfaction, average income, relationship of majors and income, and so on.



Among all the statistics, it is noted that the college graduating students choosing
working at SOE are always having the highest satisfaction with their jobs, reaching
69%. Please be noted that the column of the percentage of employment is not equal to
the total sum of the rest columns due to some factors are not listed, such as further

education.

Table 2.1 Statistics of Chinese college students’ employment

Graduation Number of Employment Employment Employment Employment Rate of Rate of
Year graduates Rate Rate of SOE Rate of POE partially or wholly  Entrepreneurship
(million) after half a Foreign Capital
year Enterprises
2018 8.2 915% 19% 54% 7% 1.8%
2017 7.95 91.6% 18% 60% 7% 1.9%
2016 7.65 91.6% 19% 60% 8% 3.0%
2015 7.49 91.7% 18% 59% 9% 3.0%
2014 7.27 92.1% 23% 50% 11% 2%
2013 6.99 91.4% 22% 54% 11% 2.3%
2012 6.80 90.9% 25% 53% 12% 2.0%
2011 6.60 90.2%  30% 46% 14% 1.6%

(Source: Data from Chinese College Graduates Employment Annual Report (2012-
2019) and China’s Social Science Net)

2.1.2 Research on Career intention and career choice

It is mentioned earlier in this study the intention of students starting their own
business has been a concern in academic field for a long time. The reason may be the
thriving of entrepreneurship worldwide. The determinants of entrepreneurship career
intention of undergraduate students are examined by many scholars, such as attitude
toward self-employment, entrepreneurial motivation, self-efficacy and tolerance of
risk (Kim-Soon et al., 2016; Pihie, 2009). The factors affecting the career intention of
Japanese students majoring in accounting to become a certified public accountant are

gender, work experience, perceptions of the profession, opportunity cost, nature of the



profession, salary and allowance, study duration, and influence from important others
(Sugahara, 2009). As for the undergraduate students majoring in hospitality, the
factors influencing the career decision-making and intention are gender of students,
working experience, transfer status, and expectation from the enterprise (Chuang &
Dellmann-Jenkins, 2010). And the factors affecting the talents retention in hospitality
are leadership competence, individual advancement opportunity and fair
compensation (Walsh & Taylor, 2007). The relationship between retail working
experience, career expectation, job satisfaction and career intention in retail is
examined as well, finding emotional satisfaction affected the retail career intention the
most (Knight et al., 2006).

The study of college students’ career intention and career choice can be dated back to
the early 20°s century (Song, 2017). In 1916, the president of Tsinghus University
Zhou Yichun described career choices with the help of psychological assessment,
representing the establishment of career guidance in China (Wu & Wang, 2005). After
the foundation of People’s Republic of China, the college graduating students had no
career choice at all and their jobs were determined and assigned by the country, which
was known as planned distribution or job assignment. The students assigned to a work
unit were anticipated to stay at that enterprise through their working lives. It is since
the year of 1989 that the employment mode of “two-way choice” was spread to the
whole country (Song, 2017). Especially from the year of 1998, the employment policy
of “two-way choice and autonomous job hunting” began taking root among people’s

mind.

For the factors affecting college graduating students’ career intention and career
choice, numerous studies have been conducted to analyze them. Most experts divided
the factors into two aspects: subjective and objective, namely inner personal factors
and outer social factors. The College Employment Study Center of China People’s
University (2001) discovered the factors influencing college graduating students’
career choices were personal factors, for instance, personal interest, hobbies, personal
specialties, ability display, career preparation, and social factors, such as parents’

expectation, living environment, public opinion on the career, income, opportunity,



social relations, location, place differences and stability. Some personal factors are
further examined, for instance, career interest (Fang, Bai, & Ling, 1996), personal
development, reputation (Ling, Fang, & Bai, 1999), personal experience, culture and
skills (Huang, 2007), career willingness, comprehensive ability (Xiong, 2012),
personal characteristics, value, psychological characteristics (Li, 2012); while the
social factors are living environment, parents’ expectation, stability, public opinion
(Ding, 2004; Miao & Dong, 2005), birthplace or residence (Qian, 2010), national
culture and subculture (Zhou, 2013).

One of the factors influencing Chinese college graduating students’ choice working at
SOE or POE is education level, Zhu and Ye (2019) discovered that the higher the
education level is, the more the students will choose working at state-owned
enterprises. Another factor is social relations, though with the increase of graduation
time, this effect will be significantly weakened, it has always been a key element in
influencing job hunting of college graduating students (Wang & Chang, 2019).
Family is also a significant factor that college students have to take into consideration
when making the career choice. Parents’ career type and career position had
significantly positive relationship with college students’ job intention (Huang &
Zhou, 2016). In addition, Huang and Zhou (2016) found in their study that more than
49% parents hope their kids could work at SOE due to concerns on pressure and
instability of working at POE, and parents’ expectation has significantly positive
relationship with college students’ career intention. Besides, the frequency of parent-
child communication had significantly positive relationship with college students’ job
intention. The achievement of vocational value is further examined to explore its
influence on college students’ career choice (Han & Xu, 2019), finding job stability
takes up 14.6% of the sample, ranking the second, while high income takes the first

place.

The factors influencing college graduating students’ career choices are various, and
some suggestions have been offered for college graduating students concerning
whether working at POE and SOE. Therefore, some differences between SOE and
POE are worth mentioning.
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SOE and POE are different in various aspects, such as talent recruitment, allocation,
career promotion, individual advancement, effectiveness, working environment, and
financial channels. First, for talents recruitment and allocation, SOEs have
experienced long term development with comparatively sound equipment and huge
number of employees, which are more attractive for talents. However, SOEs place
more emphasis on educational background and titles of the talents and some
unreasonable post distribution may appear. However, POE pays more attention on the
capacity of the talents. Therefore, the allocation of the talents is more reasonable.
Second, SOEs are prone to egalitarianism and stable salaries on compensation and
benefits, resulting in serious brain drain. However, POEs place more emphasis on full
play of the value of talents who could receive better compensations, though
sometimes instability occurs. Third, the management of POE focus more on the
effectiveness, thus POEs are highly organized and efficient with less mechanism
limitations. While SOEs will experience more prevention from different departments,
and conservative mechanism hinders the development of the enterprises (Zhang,
2014). Fourth, due to more emphasis on egalitarianism, the salaries and promotion of
SOE are often arranged in order of seniority and less consideration of personal
capacity and skills; but in POE, due to the concern of effectiveness, personal ability is
given top priority in the situation of promotion. Fifth, for financing channels, SOE
enjoy a large number of national finance, while limited number of POE can get
support from local finance. SOE can also get favorable long term loans from the bank;
POE can only get limited funds. SOE can get finance from the stock market, but POE
cannot. Furthermore, SOE have more opportunity to attract foreign investment than
POE (Wu, Tian, & Wang, 2000). In addition, the capital allocation of POE is much
better than that of SOE, while the social relationships are weighing more in SOE (Yu,
2013).

As for the aspect of human resource practices, some scholars hold that they are
largely varied in SOE and POE (Ding, Goodall, & Warner, 2000). It is found that
POEs in Finland encourage employees to engage more in decision making process,

and focus more on autonomous environment and supervisory control in HR
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management (Viananen et al, 2003). Therefore, different working environment will
have different influence on the employees’ wellbeing (Lu et al., 2009) and work

performance.

2.1.3 Background Information of Chongqging

Chonggqing is the fourth municipality directly under the administration of central
government in China, with a total population of more than 31 million and area of 82.4
km2. According to the Annual Report of College Graduates’ Employment of
Chongging (2018), there are 65 higher education colleges or universities located at
Chongging, including 25 colleges or universities to get bachelor degree or above, 38
technical schools and colleges for associate degree education, 1 research institute and
1 college under the administration of China Military. And both private and public
colleges offer associate or bachelor degrees and above. The following table 2.2 lists
some examples of private and public colleges and universities in Chongging. It is
worth mentioning that there are 26 private colleges in Chongging, taking up more
than 38%. The graduate students of Chongging in 2018 reached about 221,600 and
6800 more than that of 2017. Among the graduate students, more than 80% were from
west of China, and the local citizens take up 64.84%. The employment rate of
graduates in Chongging in 2018 reached 88.85%, while the rate of 2017 was 88.05%.



Table 2.2 Examples of Chongging’s universities and colleges

12

Public Universities Private colleges with Public colleges Private
bachelor degree and with associate colleges with
above degree associate
degree
Chongging University Southwest University Chongging Chongging
Yucai College Aerospace Hailian
Polytechnic College of
Vocational
Technology
Southwest University City College of Chongging Electric Chongging
Science and Power College Information
Technology, Technology
Chongging University College
Sichuan International Foreign Trade and Chongging Three Chongging
Studies University Business College, Gorges Polytechnic Vocational
Chongging  Normal College College of
University Media
Southwest University of Rongzhi College of Chongging City Chongging
Political Science and Chongging Management Real Estate
Law Technology And College College
Business University
Chongging Medical Chongging Chongqing City Chongging
University Vocational and Vocational College  Applied
Technical University Technology
of Mechatronics Vocational
College
Chongging Technology College of Mobile Chongging Medical Chongging
and Business University Telecommunications, and Pharmaceutical Energy
Chongging University College Vocational
of Posts and College

Telecommunication
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According to the Annual Report of College Graduates’ Employment of Chongging
(2018), the graduating students with master or doctor degree of Chongging contribute
to various vocational fields, and most will work at education, hygiene (social work),
information transmission (software and information technology) service and
manufacture. In addition, the highest top two employment rates of graduates are
students majoring in business management and public administration, reaching
99.37% and 99.36% respectively.

The situation of the graduating students with bachelor degree of Chongging is similar
with the graduates, who mainly work at the field of education, information
transmission (software and information technology) service, manufacture, and
architecture. And the top two employment rates are students majoring geography

science and primary education.

For students graduating with associate degree, 76.52% of them choose to work at
POEs, for students working at SOEs, the percentage is less than 14%. In addition,
most of the students choose to work at the fields of architecture, manufacture,
wholesale and retail, and information transmission (software and information
technology) service. And the top two employment rates are students majoring in
medical and pharmacy technology and medicines quality test technology.

Some excellent graduating students of Chongging are selected to work at some remote
areas of China to contribute to the construction of China. Meanwhile, more than
20,000 students enrolled in joining the army after graduation.

Most of college graduates of Chongging chose to work at enterprises, and the
percentage of graduates working at SOE only reached 24.44%. While there were
63.81% of graduates choosing working at POE. There are more than 9.3% of students
choosing to pursue further education. The details of Chongqing college graduates’

employment enterprises are shown in Figure 2.1.



14

o
70.00% 63.81%

60.00%

50.00%

40.00%

30.00% AAA%

20.00%
9.31%
10.00%
- 2.44%
0.00% T T

POEs SOEs Further education Others

Figure 2.1 Employment enterprises college graduating students of Chongging in 2018
(Source: Annual Report of College Graduates’ Employment of Chongging (2018))

In addition, most graduates from Chongging were working at the west of China,
taking up 79.64%. The graduates working at Chongging took up 64.72%, while the
ones working at the east took up 14.26%, the mid of China 4.85%. About 1.15%
college graduates worked at abroad in 2018. The figure 2.2 shows the details of

working areas of graduates from Chongging.

Abroad
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Other areas of west China
Sichuan Province

Chongging F2%

Mid China
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t t
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Figure 2.2 Working areas of Chongging College graduates in 2018
(Source: Annual Report of College Graduates’ Employment of Chongging (2018))

2.2 Theory of Planned Behavior

Former studies have witnessed the exploration of various models or theories to

illustrate different reasons for the career intention of individuals, for example, circular
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model (Holland, 1959) or vocational personality and environment adaptation theory
(Holland, 1966), the trait model (Begley & Boyd, 1987), human capital theory
(Tucker, 1990), psychosocial cognitive model (J. Katz, 1992), and integrative model
(Dyer, 1994). Another contemporary theory is Schein’s Career Anchor theory, who
classified it into eight different career anchors (Schein, 1996): three are rooted in the
values of people—autonomy/independence, pure challenge, and service/dedication to a
cause two reflect the psychological needs of human beings—security/stability and life
style; and three are grounded on the capabilities of people—technical-functional,
general managerial competence, and entrepreneurial creativity. The factors affecting
employment status choice of organizational employment and self-employment are
compared with an open approach (L. Kolvereid, 1996b). Among all the theories and
models, the theory of planned behavior (TPB) is regarded as one of the most popular
models to illustrate the intention-behavioral relationships in the academic field.
Besides, it’s impossible to explore all the factors in one research. Therefore, given
account of the situation of China and the factors being explored in this study, TPB is
adopted to explore the career intention and career choice of college graduating
students working at state-owned or private-enterprises from the perspectives of their

attitudes, social expectations of their parents and their control beliefs.

As one of the extensions of theory of reasoned action (TRA) (M. Fishbein & Ajzen,
1975), the theory of planned behavior (TPB), developed by Ajzen (1985), is one of
the most welcomed and influential conceptual models to understand, study, and
predict the action of human beings (Ajzen, 2015). Briefly speaking, TPB theorizes
that attitude, subjective norm, and perceived behavioral control will have influence on
intention, which will further influence behavior (Ajzen, 1985). Both TPB and TRA
are intended to provide parsimonious explanation of individual behavioral decision
influenced by the available information that the individual considers (Z. Ding & Ng,
2009), and both models assume that the behavioral decision is rational and systematic

(Chang, 1998).

It is known to all that TRA is founded on the proposition that an individual’s action is

determined by the individual’s behavior intention (BI), which is the function of two
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variables, namely, the individual’s Attitude toward the behavior (Aact) and Subjective
Norm (SN), to perform the behavior (M. Fishbein & Ajzen, 1975) (Figure 2.3).
According to TRA, the belief antecedents to behavioral intention of performing a
particular behavior include two conceptual constructs, namely, behavioral and
normative beliefs, which are inseparable. The behavioral belief will influence an
individual’s attitude toward performing certain behavior, whereas the normative belief
will influence the subjective norm of an individual to conduct the behavior (Madden,
Ellen, & Ajzen, 1992). Therefore, the behavioral intention and actual behavior will be
influenced by the information or beliefs under an individual’s consideration through
attitudes toward the behavior and subjective norms. In addition, three boundaries
affecting the magnitude of intention-behavior relationship are pointed out as well,
firstly, the degree of the measurement of behavioral intention and criterion is related
to the level of specificity; secondly, the stability of intention is connected with the
measurement time and behavioral performance; and thirdly, the behavioral intention is

under an individual’s rational or volitional control (Madden et al., 1992).

| Attitude

D Behavioral Intention

| Subjective Norm

Figure 2.3 The path model of TRA (Madden et al., 1992)

TRA assumes that the behavior being studied is under total rational or volitional
control of the individuals. However, not all individuals’ actions are under full
volitional control, therefore, the TRA becomes problematic as not all factors which
determine the behavior are fully under the individual’s control and these factors are
not considered in TRA (Sheppard, Hartwick, & Warshaw, 1988). Therefore, another
variable—perceived behavior control (PBC) is added to extend the TRA, and the
extended model is named the Theory of Planned Behavior. As mentioned earlier, TPB
provides a way of critical understanding of relationships among different variables,
namely, attitude toward the behavior (Aact), subjective norm (SN), perceived

behavioral control (PBC), behavioral intention (BI), and behavior (B) (Ajzen, 1985)
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(Figure 2.4). According to TPB, the behavior of an individual is guided by three
considerations: behavioral beliefs (beliefs about the possible consequence of the
behavior and producing positive or negative attitude toward the behavior), normative
beliefs (beliefs about the social expectations of people important to an individual and
leading to perceived social pressure which named subjective norm), and control
beliefs (beliefs about the factors that may be barriers or obstacles to performing the

behavior and resulting to perceived behavioral control) (Ajzen, 2002a).

Behavioral
belief

Attitude toward the
Behavior

Normative
belief

Subjective Norm

Control
belief

Perceived
Behavioral Control

Behavioral
Intention

Behavior

ST N

Figure 2.4 The path model of Theory of Planned Behavior (Ajzen, 2002a)

Attitude toward the behavior (Aact) is the first antecedent of behavioral intention, and
it is an individual’s comprehensive evaluation of the behavior, defined as an
individual’s favorable or unfavorable evaluation of performing a given behavior (Hsu,
2012). The second construct is perceived subjective norm (SN), which is a social
predictor and refers to an individual’s perception of social expectations to perform a
given behavior (Godin & Kok, 1996), that is the social pressure coming from people
who are important to the individual and who think whether the target behavior should
be performed or not. The perceived behavioral control (PBC) is the last antecedent,
referring to the degree to which an individual perceives the ease or difficulty to enact
the behavior (Ajzen, 2002a). PBC is comprised of two dimensions: perceived self-
efficacy, referring largely to an individual’s understanding of whether it is easy or
difficult to perform a given behavior, and controllability, which refers to the degree to
which performance is up to the individual (Ajzen, 2002a). In TPB, attitude toward the
behavior, subjective norm, and perceived behavioral control are combined together to

affect the behavioral intention, which will be carried out by the individual when the
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timing is coming. Therefore, the behavioral intention is considered as the immediate
antecedent of behavior. Moreover, TPB suggests that the intention fully mediate the
influence of attitude toward the behavior and subjective norm on the behavior (Ajzen,
1991). In addition, the perceived behavioral control is regarded to have both direct
influence on behavior and indirect influence on behavior through behavioral intention
(Madden et al., 1992). The indirect influence is based upon the proposition that there
may be certain degree of motivational involvement between perceived behavioral
control-behavior relationships. That is to say, even though an individual has positive
attitude and subjective norm in performing the behavior, the intention to enact the
action may be low due to a lack of information or little control over performing the

behavior.

Perceived behavioral control, which is determined by both internal and external
factors to facilitate performing the behavior, can not only have impact on behavioral
intention, but influence the attitudinal and normative constructs (Godin & Kok, 1996).
In parallel, subjective norm and attitude can influence each other, and can also
influence perceived behavioral control respectively. Generally speaking, the more
positive the attitude toward the behavior, the more favorable the subjective norm, and
the greater the perceived control, the stronger intention an individual should have to
perform the behavior. However, due to volitional control may be limited by various
difficulties posed by behavior; the impact of perceived behavioral control on intention
should be further considered (Ajzen, 1996). An individual is anticipated to carry out
the intention when opportunity arises, if enough actual control over the behavior is
given. Therefore, the perceived behavioral control can be regarded as a proxy for

actual control and lead to the prediction of target behavior(Ajzen, 2002b).

2.3 Application of Theory of Planned Behavior

Soon after the birth of TPB and TRA, these two theories are widely applied in social
psychology to explicate the attitude-behavior relationships and certain degree of
success has been met in predicting a variety of behaviors (Ajzen, 1991). For example,
the efficacy of TPB is assessed (Armitage & Conner, 2001) finding that 27% variance
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of behavior can be explicated by behavioral intention. In addition, TRA and TPB are
compared by theorists to assess the change of behaviors in degree of perceived
behavioral control and also combined together to explain or predict the social
behavior (Fisher, Kohut, Salisbury, & Salvadori, 2013). For example, TPB and TRA
have been compared to explain consumer adoption intention (S. Taylor & Todd,
1995), online grocery buying intention (Hansen, Jensen, & Solgaard, 2004), and green
product consumption (Paul, Modi, & Patel, 2016) as well. At the same time, TPB is
combined with other theories to predict human behavior. For example, the technology
acceptance model (TAM) is integrated with TPB, perceived risk and perceived benefit
to explain online banking adoption of customers (M. C. Lee, 2009), and to investigate
user intention (Mathieson, 1991). Also, TPB is integrated with the protection
motivation theory to investigate information system security policy (Ifinedo, 2002).

Numerous articles have applied TPB and its extensions into various aspects, including
computer, environment, health, medicine, education, and management, for example,
customers’ intention to consume sustainable dairy product(Vermeir & Verbeke,
2008), environmentally-friendly behaviors (Han, Hsu, & Sheu, 2010), cyber bullying
of adolescence (Heirman & Walrave, 2012), the behaviors of first time donors
(Masser, Bednall, White, & Terry, 2012), online group-buying intention such as
electronic word of mouth (Cheng & Huang, 2013), health-related activities (Ajzen &
Sheikh, 2013), financial choice in family firms (Koropp, Kellermanns, Grichnik, &
Staney, 2014), and food consumption decisions (Ajzen, 2015).

Moreover, the field of career witnesses a number of applications of TPB and its
extension. For instance, the employment status choice intention of Russian students
and undergraduate students is explored with the help of TPB (Tkachev & Kolvereid,
1999). TPB is applied as a predictor of entrepreneurial intention amongst senior
students, finding that 27% of the variance in students’ intention can be explained
(Giles & Larmour, 2000). And another 55% of the variance in entrepreneurial
intention is explicated (Solesvik, Westhead, Kolvereid, & Matlay, 2012) about
students’ intention to become self-employed with TPB as well. Entrepreneurial career

intention of business undergraduate in Malaysia is also predicted with TPB (Chou,
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Kuppusamy, & Jusoh, 2005). The intention of entrepreneurship and the following
entry into self-employment are discussed with TRA and TPB, but the perceived
control is not supported (L. Kolvereid & Isaksen, 2006). TPB is also incorporated to
investigate the influence of family business exposure on entrepreneurial intention, due
to the socializing effect of family experience on values, attitudes and behaviors (Carr
& Sequeira, 2007). Meanwhile, an entrepreneurial intention questionnaire based on
TPB is built, analyzed and tested (Linan & Chen, 2009). The preference intention
(founding, succession and employee intention) of students with family background is
also investigated by drawing on TPB, finding that the stronger the interior locus of
control, the more preference of employment (Zellweger et al., 2010). The
entrepreneurial intentions and behavior are discussed with TPB as well (Fayolle &
Linan, 2014).

TPB has also witnessed various researches about students’ career intention in the
vocational field, for instance, the intent of students to find a part-time job (Creed,
Doherty, & O'Callaghan, 2008), Taiwan college students’ intention to engage in
contingent employment (Huang, 2011a), and the career planning for students from
hospitality vocational college in Taiwan (Hsu, 2012). The individual intention of
Generation Y to work in ideal organization is also explored by using TPB, finding
51.6% variance of intention, but without significant attitudinal influence
(Warmerdam, Lewis, & Banks, 2015).

In addition, TPB is effective in modeling job-search intention and job-search intensity
after a survey of 328 unemployed job finders in China (Song, Wangberg, Niu, & Xie,
2006). The intention of career change and transmission also draw attention from
theorists. For example, together with professional identity, the three considerations of
TPB are applied to investigate career change intention of job change hunters and their
interest in a career opportunity provided by information technology industry
(Khapova, Arthur, Wildersom, & Svensson, 2007). Moreover, the factors influencing
job seekers in terms of applying to work in small and medium sized enterprises

(SMEs) of Taiwan are summarized with the help of TPB, finding that the major
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considerations affecting coastal job seekers to apply for job vacancies in coastal

SMEs are attitude and perceived behavioral control (Tsang, Wang, & Ku, 2015).

With the widely successful application of TPB in explaining social behavior, it is
criticized by scholars and researchers for neglecting the affecting determinants of
behavior (Conner & Armitage, 1998), though Ajzen (1989) argues that the role of
affect is not considered in TPB. At the same time, the less efficiency of TPB in
predicting strong affective or irrational behavior is pointed out (Godin & Kok, 1996).
According to Arnold and his colleagues (1998), TPB seems more effective for small
and easy-to-perform decisions in life, and some TPB constructs will change due to

different individual situations.

2.4 Concepts and Hypotheses

2.4.1 Attitude toward the behavior: Perceived human resource system

The dual-concern model used in Human resource (HR) management is developed by
Gong, Law, Chang, and Xin (2009), namely, maintenance-oriented HR system and
performance-oriented HR system, which is supported by a survey of 2,148 managers
from 463 enterprises operating in China. According to Gong and his colleagues
(2009), the performance-oriented HR subsystem mainly fixates on “developing HR
and providing motivation and opportunities for the productive use of such resources”,
whereas the maintenance-oriented HR subsystem primarily puts importance on
“employee protection and equality”. The dual HR system is based on the views of
Katz and Kahn (1978), who believe that the maintenance and production subsystems
exist in all open systems. In addition, Gong and his associates (2009) state that the
dual-subsystem typology is in line with leadership theories that present two major
types of leader behavior: initiating structures and consideration. The former behavior
is related to performance standards setting, evaluating and rewarding, while the latter
is connected with the well-being and equality emphasizing (Stodgill & Coons, 1951).
The influence of two different types of employee-experienced HR systems on

employee creativity are further explored, revealing that there is more positive
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relationship between employee-experienced performance-oriented system and
employee domain-related skills when a stronger maintenance-oriented HR system is
experienced by employees (Liu, Gong, Zhou, & Huang, 2017). The relationship
between HR subsystems and firm performance is discussed by investigating the

middle managers’ affective and continuance commitment to the enterprise (Gong et
al., 2009).

The literature suggests that the nature of an enterprise’s exchanges with employees
can be shaped by HR practices systems (Morrison, 1996). According to Cohen (1992)
and England (1967), the resources provided in a maintenance-oriented HR system
may be at the lower preference order of employees (for example, stability and
security), while the resources provided in performance-oriented HR system may
satisfy the primary need of employees (for instance, skill development and personal
promotion). The performance-oriented HR system is theorized as a series of HR
practices that mainly focus on the development of HR and offer motivations and
opportunities for the use of their productivity (Gong et al.,, 2009). While the
maintenance-oriented HR subsystem is defined as a series of HR practices that mainly
ensure the well-being and quality of employees, and that is determined in terms of
values that are not related to input-output ratios (Gong et al., 2009). When facing the
career status choice situations, students need to consider about their attitude toward
the HR system of their future occupation, that is, which subsystems of HR

management they prefer.

2.4.2 Subjective norm: Parents’ expectation

Perceived subjective norm, as mentioned earlier, is a social predictor and refers to an
individual’s perception of social expectations to perform a given behavior (Godin &
Kok, 1996), that is the social pressure coming from people who are crucial to the
individual and who feel whether the target behavior should be performed or not. In
this study, the parental expectation is regarded as perceived subjective norm, though
Armitage & Corner (2001) suggest that as subjective norm has weak relationship on
intention, it may be deleted from TPB. However, even though finding a job means a
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big step toward independence, the students still view their parents as some authority
figures (Youniss & Smollar, 1985) and still have a strong attachment to them, and try
to meet their expectations (Greenberg, Siegel, & Leitch, 1983). Parental influence has
been identified as one of the most significant factors over social and psychological
development of children and adolescents (Belsky, 1990), little research has paid
attention to the impact of parental expectation on young adults, college students in
particular (Wang & Heppner, 2002). Though the number of studies on social
relationship, parent-child relationship particularly, in career development of
adolescence is increasing recently (Blustein, 2011). It is also noticed that empirical
study is needed on the career and family relationship (Leung, Hou, Gati, & Li, 2011),
especially the linkage between parental behavior and career development of young
adolescence (Whiston & Keller, 2004).

The parent expectation can be understood as the level the parents “realistically hope
their children attain” (Goldenberg, Gallimore, Reese, & Garnier, 2001). And the
concept of parent expectation is extremely important in Asian cultures, such as China,
whose culture is deeply influenced by Confucian philosophy. In the Confucian
philosophy, parents can sacrifice their own interest to make their children satisfied
and can invest huge amount of time, energy, and money on their children, in turn,
children are educated to obey and fulfill the expectations of their parents (Shek &
Chan, 1999).“Filial piety”, one of the main concepts in Confucianism, still dominates
in Chinese society, and it is also one of the attributes that parents value and expect
most from their children (Shek & Chan, 1999), though the traditional culture of China
has had lots of changes (Kwan, 2000). Therefore, it is critical to study the influence of
parental expectation on career intention of college students, not only because the
career intention and work-related issues are closely related, but also because conflicts
may arise if the parental expectation is in contradiction with the career intention of
their children (Young, Valach, Ball, Turkel, & Wong, 2003).

The studies of parent expectations are always related to their children, especially with
the performance, achievement, participation, and psychological issues. For example,
the role that parental expectation plays in illustrating the relationship between
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socioeconomic status (parents’ education and income in particular) and child
achievement is examined(Kean, 2005), finding that parent education is significantly
related to child achievement indirectly through parental expectation of educational
achievements. The academic achievement of 8" grade students is also examined with
parent expectations ((Froiland, Peterson, & Davison, 2013). The impact of
expectation and influence of important others, such as students, peers, teachers, and
parents, on advanced mathematics participation are investigated (Ma, 2001), finding
that parent expectation and parent college plan for children have strong influence on
participating advance mathematics. The relationship between parent expectation and
short-term and long-term learning of physics is also explored(Yeung et al., 2010). The
significant relationship is found between affective distress and discrepancies between
students’ performance and parents’ expectations (Agliata & Renk, 2008). The
influence of parent expectation is also taken into consideration when designing on

multicultural curricula in early childhood education in New Zealand (Guo, 2015).

According to Chen and Liaw (1993), the parental expectation is the most considered
and critical factor when college students make their career decisions. Leung, Hou,
Gati and Li (2011) also find culture-value orientation, Chinese traditional values in
particular, moderates the relationship between parental expectation and career
decision-making difficulties of students from three cities of China, namely, Beijing,
Wuhan, and Hong Kong. The influence of family on career decision-making is also
investigated (Fouad et al., 2008), finding that family expectation is one of main
themes in career decision-making. The influence of parental expectation or living up
to parental expectation on the psychological distress of Taiwanese college students
(including expectation about career) is further explained by Wang and Heppner
(2002), who argue that parental expectation does play an key role in the social,
emotional, and psychological development of Taiwanese college students. They also
argue that the influence of parental expectation on the development of college
students may be negative or positive. Besides expectation, there are also some other
family factors being considered when investigating the relationship between family
influence and career decision-making. For example, the impact of family

intrusiveness and family orientation on career decision-making difficulties (CDMD)
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of U.S. and Hong Kong are explored and compared (Fan, Cheung, Leong, & Cheung,
2014), finding that the significant relationship between family orientation and CDMD
is only supported by sample from Hong Kong. Moreover, the influence of family
context on career-related choice is elaborated (Ferry, Fouad, & Smith, 2000), and the
family contextual variables include parental involvement, parenting style,

socioeconomic status, parental math/science proficiency, and family relationship.

2.4.3 Perceived behavioral control: Self-efficacy and controllability

Perceived behavioral control (PBC) is defined as an individual’s perception of the
ability to perform a behavior of interest (Ajzen & Madden, 1986), which is an extra
construct introduced in an attempt to handle the situation in which people may not
have total volitional control over the behavior of interest. PBC includes two
dimensions: perceived self-efficacy, referring largely to an individual’s understanding
of whether it is easy or difficult to perform a given behavior, and controllability,
which refers to the degree to which performance is up to the individual (Ajzen,
2002a). There is also a debate about what perceived behavioral control is and different
explanations and adaptation can be noticed in the research field. For example, the
perceived ease or difficulty to perform the targeted behavior is adopted (Sutton,
1998), while the variable self-efficacy is used as PBC when applying TPB into job
search in China (Song et al., 2006). And both self-efficacy and locus of control are
adopted in applying TPB in career intention (Zellweger et al., 2010). The differences
among self-efficacy, the perceived ease or difficulty of performing the behavior, and
perceived control over behavior are further discussed by Armitage and Conner (2001).
Ajzen (2002a)especially points out the differences among self-efficacy, internal locus
of control, and perceived behavioral control: the perceived behavioral control can be
regarded as a proxy for actual control and lead to the prediction of target behavior;
while perceived behavior control and self-efficacy definitely possess some
similarities, for instance, both are related to perceived capability to perform a
behavior. Ajzen (2002a) also argues that both self-efficacy and controllability deal
with internal and external factors, and there is no such confine that self-efficacy is
related to internal factors while controllability to external. In addition, a hierarchical
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model is proposed to understand the relationship among PBC, perceived self-efficacy,
and perceived controllability (Figure 2.5). The higher-order concept of perceived
behavioral control comprises of the two separate components: perceived self-efficacy
and perceived controllability. Therefore, the combination of self-efficacy and
controllability will be adopted in this study to measure the perceived behavioral
control of college students in career intention. They are also used together by several
researchers (Conner & Armitage, 1998) to apply TPB into explanation of behavior of
interest. Furthermore, the mixing self-efficacy and controllability demonstrate

considerable internal consistency (Cheung & Chan, 2000).

Perceived behavioral
control

Perceived
controllability

Perceived

self-efficacy

Figure 2.5 Hierarchical model of perceived behavioral control

Perceived self-efficacy, which is rooted in social learning theory (Bandura, 1982),
refers to individual’s strong beliefs about their skills and competencies to initiate
“control over their own level of functioning and over events that affect their lives”
(Bandura, 1991). The perceived self-efficacy has influence on people choosing
activities and behavioral situations (Bandura & Adams, 1997) and it has become a
critical variable in understanding career development among different people
(Bounds, 2013). Hackett and Betz (1981) are the first to incorporate self-efficacy as a
variable in career choice process, arguing that self-efficacy varies across male and
female. Since the first important attempt at linking self-efficacy and career choice, the
subsequent researchers begin to follow. Since the emerge of self-efficacy, many
career related self-efficacies have been examined and applied, for example, general
self-efficacy and social self-efficacy (Zellweger et al., 2010), career decision or career
decision-making self-efficacy (Betz & Voyten, 1997), entrepreneurial self-efficacy
(Pihie, 2009), job search self-efficacy (Saks, Zikic, & Koen, 2015), career and talent
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development self-efficacy (Fan, Hao, & Yuen, 2013). Because self-efficacy is the
self-confidence in accomplishing specific tasks (Boyd & Vozikis, 1994), it is domain
specific and will change due to various tasks and situations (Wilson, Kickul, &
Marlino, 2007). Therefore, the career decision-making self-efficacy (CDMSE) is
adopted in this study to elaborate its influence on college students’ career intention,
because of its relationship with career exploration (Betz & Voyten, 1997). And the
college students should explore and make up their mind about which perceived HR
system they prefer in their future enterprises. Moreover, college students’ beliefs
about their own competences may have impact on their motivation to focus

constructively on their career development (Lent, Brown, & Hackett, 1994).

CDMSE, later known as career decision self-efficacy (CDSE), refers to the
confidence in one's capability to engage in career-related tasks successfully (Betz &
Voyten, 1997), and it can identify the students’ confidence level in displaying their
capability to initiate occupational intention planning activities (Karen M. Taylor &
Betz, 1983). The very first to apply self-efficacy to career behavior is Hackett and
Betz (1981), finding the impact of self-efficacy on career decision, achievement, and
adjustment behaviors. Two years later, the CDMSE scale is developed by Taylor and
Betz to measure the self-efficacy expectations in five aspects, namely, goal selection,
occupational information, problem solving, planning, and self-appraisal. After about a
decade, a short form of CDMSE (CDMSE-SF) is developed (Betz, Klein, & Taylor,
1996), and the items to measure self-efficacy are decreased from 50 to 25 to examine

the five scales mentioned above.

There are a number of articles related to CDMSE, either focusing on how to use
CDMSE to decrease or increase career-related factors or to discuss how career-related
elements can enhance CDMSE. CDMSE is applied to explain the disadvantaged
status of female in labor force, pointing that, in CDMSE, sex-role stereotyping of
some particular occupational missions is a critical determinant of gender differences
(Betz & Hackett, 1986). TPB is utilized to examine whether males are generally less
willing to pursue sex-atypical careers than female, and self-efficacy’s importance in

career decision-making is demonstrated further (Giles & Rea, 1999).
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The CDSME of students has received considerable attention in recent years in career
literature in China. For example, Fan, Hao and Yuen (2013) investigated the
reliability, validity, and factorial structure of career and employee development self-
efficacy scale (CTD-SES) with a sample of 466 college students from mainland
China, supporting the psychometric properties of the CTD-SES. In addition, the
relationship between Chinese graduating students’ CDMSE and career decisions is
investigated with the moderator career options (Ye, 2013). A sample of 216
graduating students from Zhejiang Province is asked to choose three career choices
with various layers of risk, finding that most graduates are prone to a high-risk option
and their CDMSE and career decision relationship is moderated by career choices. In
addition, the CDMSE Scale is tested with 1,000 participants from Chinese university
and discovers good reliability, internal consistency, and high discriminate validity
(Peng & Long, 2001. A sample of 796 respondents from Chinese colleges is used to
test three competing factorial structure models of the CDMSE-SF (Jin, Ye, &
Watkins, 2012), finding that a single-factor model and the five-factor model both fit
the data. Although the wealth of literature examining that CDMSE is a significant
variable related to the career decision-making, the research on the impact of CDMSE
on career choice is still comparatively few (Ye, 2013). The emotional intelligence on
CDMSE is compared between China and Korea with data collected from graduating
students, finding all four aspects of EI are positively related to CODMSE (Jiang, 2014).
The career decision self-efficacy scale short form (CDSES-SF) is tested by Hampton
(2006) in both Chinese senior schools and colleges, finding the original 25-item
model of CDSES-SF has higher reliability and validity in high school students, but
does not fit the sample of college students. Moreover, a modified 13-item three-factor
model of CDSES-SF is found reliability coefficient 0.85 with Chinese college
students by Hampton as well (2005).

Another factor of PBC is controllability, which is defined as the degree to which
performance is up to the individual, namely, the belief of individuals whether they
have control over the behavior of interest or not (Ajzen, 2002a). Ajzen (2002a) also

points out that perceived controllability involves both internal and external factors
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that further or become an obstacle to the performance of the target behavior. The
concept of perceived controllability is quite similar to the concept locus of control
developed by Rotter (1996) which is defines as the perceived controllability of
situational constraints on target behavior. Therefore, the locus of control is adopted in
this study to measure the perceived controllability. Career locus of control is theorized
as the belief that career outcomes are mainly dependent on one’s own actions or on
factors outside of one’s control (Woodbury, 1999). There are some articles explore
locus of control in vocational field. For instance, the relationship between locus of
control and vocational indecision is investigated by Taylor and Popma (1990). The
impact of self-esteem and locus of control in career decision making is also explored,
finding significant positive relationship between locus of control and decisional status
(Kishor, 1981). Moreover, the influence of social support and locus of control on
vocational outcome expectation is examined, finding negative relationship between
locus of control and vocational outcome expectations (Isik, 2013). Millar and
Shevlin(2007) describe the development and psychometric evaluation of a career
locus of control scale designed for adolescences.

2.4.4 Behavioral intention: career intention

According to Fishbein (1980), behavioral intention is theorized as reflecting the effort
that people plan to put for the purpose of conducting the behavior. In this study, a
two-dimensional career intention is adopted in this study, that is, state-owned
enterprise (SOE) and private-owned enterprise (POE). A SOE, which is also called
government-owned corporation or state-owned company and referred as a legal entity,
shoulders social functions, and undertakes commercial activities on behalf of an
owner, the government (Zhang, 2001). By definition, the state or government is the
owner of the SOE, which are either centrally owned or owned by provincial or local
governments (Szamosszegi & Kyle, 2011). SOE used to dominate every aspect of
China, and when the reform starts in late 1978, the share that SOE take up in Chinese
industrial output is 77.6%, which decreases to 28.8% in 1996 (Lin, Cai, & Li, 1998).
However, SOE still play a dominant role in Chinese economy. According to the
database of Fortune (Cendrowski, 2016), the amount of Global 500 list of Chinese
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companies (including Hong Kong) increases from 46 in 2010 to 128 in 2015.
Moreover, most Global 500 companies in China are SOE. POEs begin to take a space
in China since 1978. By definition, a POE refers to a legal entity that is owned by
private investors, shareholders or owners, which can either be collectively owned or
individual. Both maintenance-oriented and performance-oriented HR systems exist in
SOE and POE. As it mentioned before, the maintenance-oriented HR subsystem
mainly focuses on the protection of employees and equality, so the employees will
feel more stable and secured; the performance-oriented HR subsystem pays more
attention to HR development and production, and more opportunities will be offered
to employees enhance themselves and develop their individual competence and skills
(Gong et al., 2009).

Even though both maintenance-oriented HR system and performance-oriented HR
system are implemented in SOE and POE due to legal requirements and market
competition (Liang, Marler, & Cui, 2012), SOE are still featured with some traditional
management system due to institutional inertia (Wei & Lau, 2005), that is, they are
dominated by maintenance-oriented HR system, while POE by performance-oriented
HR system; though the relationship between HR system adoption and firm ownership
types are not as strong as predicted (Wei & Lau, 2005). Because SOEs still lag behind
POEs in terms of enterprise performance, and furthermore, SOEs are under a certain
amount of control from the government and at the same time enjoy the protection by
the government, so SOEs may not have full autonomy to hire and fire the employees,
according to Chen and Lau (2000). POEs have less institutional limitations and full
autonomy can be achieved. Moreover, POE can benefit a lot from its emphasis on
performance-oriented HR system (Wei & Lau, 2005). In addition, TPB theorized the
positive relationship between attitude and intention. Significant positive relationships
are also predicted in the intention to undertake management activities at work
(Jimmieson, White, & Zajdlewicz, 2009), in the intention of graduating college
students to seek for a job (Caska, 1998), in the intention to pursue people or action-
centered career (Giles & Rea, 1999), in the intention to work as a nurse for a health
service (Arnold et al., 2006), in the intention of individual to search a job (Song et al.,
2006) and in the vocational intention of college students for temporary employment
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(Huang, 2011b), though different variances exist in different contexts. Therefore, if
graduating students prefer stable and secured HR system, they are expected to choose
working in SOE; if the students prefer more challenge, more capability improvement,
and more performance enhancement, they are anticipated to work in POE. Thus, the

following hypothesis is achieved:

H1: The more the graduating student has positive attitude toward maintenance-
oriented HR system, compared with performance-oriented HR system, the more likely

he or she will have the intention to work in SOE rather than POE.

Hla: The perceived maintenance-oriented HR system of graduates has a positive
relationship with the intention to work in SOE.

H1b: The perceived performance-oriented HR system of graduates has a positive

relationship with the intention to work in POE.

The variable attitude is mainly individually-based; on the other hand, subjective norm
is more other-based, related to what others, for instance, parents, think what the
individual should do (Song et al., 2006). Even though Armitage and Conner (2001)
find that the mean subjective norm—intention correlation based upon 185 studies is
significantly weaker than the attitude—intention and the perceived behavioral control-
intention correlations (The mean correlation with intention of attitude is 0.49, of SN
0.34, and of PBC 0.43. The multiple correlation of the TPB variable (including
intention) with behavior is about 0.5, depending on the intention measure. However,
as it mentioned earlier in this study, the role that parental expectation plays in China is
quite critical for college students in their career intention (Fouad et al., 2008).
Therefore, it is reasonable to expect that when college graduating students think about
their career intention, that is, what type of enterprise they would like to work for, their
parents’ opinions will be considered. Besides, research shows that the perceived
normative pressure from people who are cruicial to the individual has significant
influence on individual’s decision to join their ideal organization (Warmerdam et al.,

2015). Wang and Heppner (2002) argue that the influence of parental expectation on
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the development of college students may be negative or positive. If parental
expectation is similar to the attitude of student toward maintenance-oriented HR
system, it is anticipated to have positive relationship with the career intention of
working in SOE; if parental expectation is contrary to the attitude of graduating
student toward maintenance-oriented HR system, it is expected to have negative
influence on student’s career intention of working in SOE. Thus, the following is

hypothesized:

H2: The more the parents’ expectation values POE with maintenance-oriented HR
system, compared with SOE with performance-oriented HR system, the more positive
influence the parents’ expectation will have on graduating student’ career intention of
working in SOE rather than POE.

H2a: There is a positive relationship between the parents’ expectation valuing SOE
with maintenance-oriented HR system and graduating students’ intention of working
in SOE.

H2b: There is a positive relationship between the parents’ expectation valuing POE
with performance-oriented HR system and graduating students’ intention of working
in POE.

PBC is theorized as the degree to which an individual perceives the ease or difficulty
to enact the behavior of interest, and Ajzen (2002a) argues that perceived behavioral
control includes two aspects: perceived self-efficacy, referring largely to an
individual’s understanding of whether it is easy or difficult to perform a behavior, and
controllability, which refers to the degree to which performance is up to the
individual. Therefore, the perceived behavioral control in this study incorporates both
the self-efficacy and controllability. Based on TPB, the constructs attitude, subjective
norm, and perceived behavioral control should have positive relationship with
behavioral intention. Sutton (1998) finds that attitudes, subjective norm, and PBC can
account for 40% to 50% of the variance in behavioral intentions as well. Furthermore,

the influence of career locus of control on career decision making is examined (Lease,
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2004), finding that students from African American have more external locus of
control than their peer White students, and an external locus of control is related to
decision-making difficulties. It is also suggested that high level of PBC can strengthen
persistent efforts to achieve the aim, even under pressure (Bandura, 1977).
Furthermore, high level of PBC can make the individual quickly recover from failure.
These will benefit more for the individual who has the intention to work in POE,
because the employees in POE need to be particularly strong in personal skill, will
power, commitment, and task focus (Norman & Hoyle, 2004). Therefore, with higher
level of perceived behavior control, the career intention of working in POE can be
expected. In contrast to the POE, SOE may seem more attractive for individuals with
lower perceived behavioral control, since the uncertainty related to SOE is lower. In
fact, because of the support and protection of SOE from the government (J. Lee,
2009), SOE comparatively are more stable and can obtain more resources from the
government. Therefore, individuals with lower perceived behavioral control may be
expected to have the career intention of working in SOE. Overall, the following can
be hypothesized:

H3: PBC will be significantly positively related to the career intention of working in
POE and SOE, and the higher level of PBC of the individual, the stronger career
intention he or she will have to work in POE rather than SOE.

H3a: The perceived behavioral control of graduating students will be positively

related to the career intention of graduates working in SOE.

H3b: The perceived behavioral control of graduating students will be positively

related to the career intention of graduates working in POE.

H3c: The higher the level of perceived behavioral control of the individual, the

stronger intention he or she will have to work in POE rather than SOE.
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2.45 Behavior: career choice

The word choice is defined as selecting the preferred ones from two or more things.
Career choice of course involves selecting the preferred enterprise over others
(Agarwala, 2008). There is another expression “employment status choice™ which is
defined by Katz (1992) as "the vocational decision process in terms of the individual's
decision to enter an occupation as a wage-or-salaried individual or a self-employed

one."

The career choice of students has long been one of the favorite research topics. For
example, Anana and Nique (2010) explore the relationship between personal value
and career choice. With a large sample of 1,609 students, they find that different
occupational groups demonstrate particular values that the students are inclined to.
The elements affecting career choice of students majoring management in India are
examined (Agarwala, 2008), finding that the most crucial factors are skills,
competencies, and abilities, and the most significant personal factor is father. The
impact of gender differences in competitiveness on career choices has been explained
(Buser, Niederle, & Oosterbeek, 2014), and results show that boys who are more
competitiveness are prone to choose more prestigious academic and career tracks. The
comparison between the reasons of choosing organizational employment and self-
employment is further conducted by Kolvereid (1996) with participants who have had
a master degree of business. The factors influencing some particular careers are also
examined. For example, several studies have been conducted to explore the
motivation to become a school teacher (Chuene, Lubben, & Newson, 1999). As it
mentioned before, several models are applied to illustrate the career choice, for
instance, trait model (Begley & Boyd, 1987), value model (Anana & Nique, 2010),
and human capital theory (Tucker, 1990).

The intention-behavioral model is adopted recently and a high level of intention-
behavior relationship is found from 0.90-0.96 (Ajzen, Csasch, & Flood, 2009) when
being applied and another 27% of the variance in behavior is explained by behavioral
intention (Armitage & Conner, 2001). Most articles find positive relationship between
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behavioral intention and behavior. Intentions are expected to capture the motivational
variables that have impact on behavior; intentions also indicate how many efforts
individuals make to conduct the behavior of interest (Ajzen, 1991). The career choices
in this study are mainly divided into two dimensions, SOE and POE. It is mentioned
before that SOE are featured with maintenance-oriented HR system and POE are
characterized with performance-oriented HR system. Therefore, it is reasonable to
expect that if the graduating students are intended to work in SOE, they will probably
choose SOE, and students have the intention to work in POE, they might select POE

instead. Thus, the following can be hypothesized:

H4: The more a graduating student has the intention to work in a SOE, compared with
a POE, the more likely he or she will choose a SOE instead of a POE.

H4a: There is a positive relationship between graduates’ intention to work in a SOE

and the career choice of SOE.

H4b: There is a positive relationship between graduates’ intention to work in a POE

and the career choice of POE.

PBC is predicted to have influence on behavior both indirectly (via behavioral
intention) and directly (Ajzen, 1991). That is, the behavior will be more likely enacted
by people who believe the behavior is under their personal control. Furthermore, if
holding intention constant, individuals with higher level of perceived behavioral
control will be more likely to perform the behavior than others (Ajzen, 1991).
However, few literatures have examined the indirect and direct impact of PBC on
behavior, only discussing the influence of attitude, subjective norm, and PBC on
behavioral intention. For example, Warmerdam and his coworkers (2015) find that
TPB can explain 51.6% of the variance in intention to work at ideal organization.
Since the perceived behavioral control is not steady, the influence on career choice of
POE and SOE can be direct or indirect. The influence is direct when individuals view
it is simple and easy; the influence is indirect when individuals feel they have trouble

or difficulty or more considerations and concerns in choosing a career. For example,
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if an individual perceives it is easy to work at SOE due to various reasons, even
though he or she has the intention to work at POE, the individual may choose a career
at SOE if the intention to work at POE is weak. However, if the intention to work at
POE is very strong, even if the individual perceives it is easy to work at SOE, he or
she may still choose a career at POE. Therefore, the behavioral intention will meditate
the relationship between PBC and behavior. But if the individual believes everything
is under control, he or she might directly perform that behavior without taking into the
behavioral intention into account. For instance, if an individual recognizes working at
POE is totally under the control, he or she may choose a career at POE subsequently
with ignorance of his or her very own behavioral intention. In addition, Bandura and
Adams (1997) argues that high level of PBC can strengthen persistent efforts to
achieve the aim, even under pressure. Therefore, the individual who chooses to work
in POE will benefit more, due to more requirements of employees in POE, such as
personal skill, will power, and task focus (Norman & Hoyle, 2004). Based on the

prior research, the following hypotheses can be advanced:

H5: There is significantly positive and direct relationship between perceived
behavioral control and career choice of working in POE and SOE, and the influence

working in POE is stronger than SOE.

H6: There is significantly positive and indirect relationship between perceived
behavioral control and career choice of working in POE and SOE meditated by

behavioral intention, and the influence working in POE is stronger than SOE.

Six hypothesis are clearly demonstrated in the following conceptual model figure 2.6,:
the first is that the more the graduating student has positive attitude toward
maintenance-oriented HR system, compared with performance-oriented HR system,
the more likely he or she will have the intention to work in SOE rather than POE,
which is divided in Hla and H1b for better understanding; the second is the more the
parents’ expectation values POE with maintenance-oriented HR system, compared
with SOE with performance-oriented HR system, the more positive influence the

parents’ expectation will have on graduating student’ career intention of working in
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SOE rather than POE, which is divided into H2a and H2b; the third is PBC will be
significantly positively related to the career intention of working in POE and SOE,
and the higher level of PBC of the individual, the stronger career intention he or she
will have to work in POE rather than SOE, which is divided into H3a, H3b and H3c;
the fourth is the more a graduating student has the intention to work in a SOE,
compared with a POE, the more likely he or she will choose a SOE instead of a POE,
which is divided into H4a and H4b; the fifth is there is significantly positive and
direct relationship between PBC and career choice of working in POE and SOE, and
the influence working in POE is stronger than SOE; the sixth is there is significantly
positive and indirect relationship between PBC and career choice of working in POE
and SOE meditated by behavioral intention, and the influence working in POE is
stronger than SOE. The six hypotheses are listed in the following table 2.3.

Hla Hia

Maintenance-oriented HR system ﬂ CISOE SOE
- and
Hib A

B A J poe

Performance-oriented HR system

(Atutude toward behavior) (Intention) (Behavior)

Parents" expectation valuing 4

maintenance-oriented HR system Control variable:

Age
Parents’ expectation valuing Gender
performance-oriented HR. system Education
(Subjective norm) ..M':Iagt monthly family
income
College
Self-efficacy and locus of control Communist Party of
{Perceived behavior control) China membership

Noted: CISOE=career intention of working at SOE, CIPOE=career intention of working at
POE.

Figure 2.6 Conceptual model
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Table 2.3 Summary of hypotheses

Hypotheses The details of hypotheses

H1

H2

H3

The more the graduating student has positive attitude toward
maintenance-oriented HR system, compared with performance-oriented
HR system, the more likely he or she will have the intention to work in
SOE rather than POE.

Hla The perceived maintenance-oriented HR system of graduates
has a positive relationship with the intention to work in SOE.

Hlb The perceived performance-oriented HR system of graduates
has a positive relationship with the intention to work in POE.

The more the parents’ expectation values POE with maintenance-

oriented HR system, compared with SOE with performance-oriented

HR system, the more positive influence the parents’ expectation will

have on graduating student’ career intention of working in SOE rather

than POE.

H2a There is a positive relationship between the parents’ expectation
valuing SOE with maintenance-oriented HR system and
graduating students’ intention of working in SOE.

H2b  There is a positive relationship between the parents’ expectation
valuing POE with performance-oriented HR system and
graduating students’ intention of working in POE.

Perceived behavioral control will be significantly positively related to

the career intention of working in POE and SOE, and the higher level

of perceived behavioral control of the individual, the stronger career
intention he or she will have to work in POE rather than SOE.

H3a The perceived behavioral control of graduating students will be
positively related to the career intention of graduates working in
SOE.

H3b The perceived behavioral control of graduating students will be

positively related to the career intention of graduates working in
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Hypotheses The details of hypotheses

H4

H5

H6

POE.
H3c The higher the level of perceived behavioral control of the
individual, the stronger intention he or she will have to work in
POE rather than SOE.
The more a graduating student has the intention to work in a SOE,
compared with a POE, the more likely he or she will choose a SOE
instead of a POE.
H4a There is a positive relationship between graduates’ intention to
work in a SOE and the career choice of SOE.
H4b  There is a positive relationship between graduates’ intention to
work in a POE and the career choice of POE.
There is significantly positive and direct relationship between
perceived behavioral control and career choice of working in POE and
SOE, and the influence working in POE is stronger than SOE.
There is significantly positive and indirect relationship between
perceived behavioral control and career choice of working in POE and
SOE meditated by behavioral intention, and the influence working in
POE is stronger than SOE.




CHAPTER 3

METHODOLOGY

In this chapter, the reason to adopt quantitative research, the data about colleges and
universities in Chongqging, China, the research design, sampling process, construct

measurements, control variables and the data analysis will be elaborated.

3.1 Research Design

The objectives of the study are to explore the relationships between college
graduating students’ attitude toward maintenance-oriented or performance-oriented
HR systems and career intention, between parental expectation and college graduating
students’ career intention, and between PBC of college graduating students and their
career intention. To better understand the relationship, impact, cause and effect
between the constructs, the quantitative research methodology is a better option
(Jiang, 2011). Therefore, quantitative research methodology is adopted in this study to
further illustrate the relationships between different constructs and factors. In
addition, quantitative research methodology can make the researchers collect data
objectively, describe the facts and results with statistics, and infer the quantitative

relation generalized from the samples (Cheng, 2007).

Taking the two main advantages of sampling--lower cost and fast data collection
(Kish, 1965; Robert, 2004) into consideration, quantitative research methodology
becomes the best choice of this study. In addition, the statistics from quantitative
research can be used not only to make conclusions about a population of interest, but
also to determine whether the associations observed by the researchers are actually a

real one or not (Ajay & Micah, 2014). Apart from this, it is quite necessary to collect
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primary data from the college students to get the first-hand materials, and to fill the
gap of short of empirical studies in this research field as well.

For the consideration of feasibility and cost, the college graduating students of
Chongging will be the respondents of this research.

Among all the cites in China, Chonggqing is listed as one of the ten new first-tier cites
in 2017 due to the top ten ranking at the amount of graduates’ employment except the
first-tier cities which are Beijing, Shanghai, Guangzhou, and Shenzhen. In addition,
the career satisfaction of graduates working at Chongqging only reached 64.8%,
ranking the eighth among the ten new first-tier cities (MyCQOS, 2018). In 2018, there
were about 5,600 job affairs being held for college graduates, providing about 0.64
million job positions for the students cumulatively, and the ratio of job position to

graduates was 2.88:1.

Take the feasibility of the study into consideration, the college graduates majoring in
management will be the respondents. Another consideration is their existing
knowledge about HR and management, and the college graduates majoring in
management may have more anticipation and information about the HR of the

enterprises they are going to work at.

3.2 Research Sampling Process

According to the Annual Report of College Graduates’ Employment of Chongging
(2018), the graduating students majoring in management in colleges and universities
of Chongqing took up 21.28% in undergraduates in 2018 and 10.30% in graduates. As
it mentioned before, the number of graduating students of Chongqging in 2018 was
about 221,600. As for the number of graduating students majoring in management in
2018, it was approximately 30,000. Due to the feasibility and the cost, the graduating
students from two key universities--Chongging University and Southwest University,
which are the top two universities in Chongging and key universities in China, were
targeted as respondents of this study. The numbers of graduating students majoring in
management in these two universities were about 1,350 and 2,550 respectively, that
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is, 3,900 in total. Based on one of the sample size tables presented by Glenn (1992)
and the size of population of this study, the planned obtained number of responses is

around 400, where the confidence level is 95% and P=0.5.

Table 3.1 Sample size where confidence level is 95% and P=0.5

Size of population Sample Size for precision  +50
500 222
1,000 286
2,000 333
3,000 353
4,000 364
5,000 370
7,000 378
9,000 383
10,000 385
15,000 390
20,000 392
25,000 394
50,000 397
100,000 398
>100,000 400

Take the research design of this study into consideration, participants of this study are
graduating students who have signed contracts with enterprises and who are majoring
in management (consisting of culture industry management, pubic administration,
business management, finance management, management science and engineering,
agriculture management, real estate management and architecture management) in
Southwest University and Chongging University of Chongging, China. To obtain a
diverse sample, the snowball sampling technique is adopted in the research to collect
data through online questionnaire collecting platform, Questionnaire Star, in which

the questionnaires are edited online and a QR code is sent to the students of different
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colleges, who further upload the QR code to QQ or WeChat groups, and distribute the

questionnaires to their classmates and friends.

3.3 Construct Measurements

The scales to measure variables in the questionnaire are all published ones from
previous researches, all of which have been validated, though some minor wording

changes were made to adapt the scales to the vocational context.

Maintenance-oriented HR system (MOHR) was measured with the modified version
of the scale with 12-item maintenance-oriented HR system measure originally
developed by Gong and his colleagues (2009). The original scale was designed
particularly to measure perceptions of managers regarding their personal experienced
maintenance-oriented HR system. A replacement was made by the author by
replacing “manager” with “employee”, and “my firm” with “my future firm”. Sample
items include “My future firm will offer me a pledge of employment security” and “In
my future firms, employees at all levels share the same cafeteria”. All items were
arranged at a five-point rating scale, ranging from 1 (strongly disagree) to 5 (strongly

agree).

Performance-oriented HR system (POHR) was measured with the modified version
of the scale with 36-item performance-oriented HR system measure originally
developed by Gong and his colleagues (2009). The original scale was designed
particularly to measure perceptions of managers regarding their personal experienced
performance-oriented HR system. A replacement was made by the author by
replacing “manager” with “employee”, and “my firm” with “my future firm”. Sample
items include “Employees’ career aspirations with the future firm are known by their
superiors” and “Compared to our close competitors, my future firm has a better-
designed performance appraisal system”. All items were arranged at a five-point

rating scale, ranging from 1 (strongly disagree) to 5 (strongly agree).
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Parents’ expectation (PE) was assessed with the modified version of scale offered by
Arnold and his colleagues (1998), which was originally designed with two items to
measure whether parent or people important to the respondents agree with their choice
of working for NHS (National Health Service) as a nurse. The author replaced NHS
with maintenance- or performance-oriented HR system. Sample items are “My parent
expect me to work in a firm with maintenance-oriented HR system” and “My parent
would feel proud if I work in a firm with maintenance-oriented HR system”.
Moreover, the two items are expanded to four items, each with a 5-point strongly
disagree to strongly agree scale. In addition, the parents’ expectation valuing
maintenance-oriented HR system of working at SOE is abbreviated into PEM, while

valuing performance-oriented HR system of working at POE is into PEP.

Perceived behavioral control (PBC) was measured by the combination of self-
efficacy and controllability, because the distinction of them may result in problematic
nature (Ajzen, 2002a). Taylor and Betz (1983) developed the CDMSE Scale (later the
CDSE) to measure the concept self-efficacy. The scale was constructed with the help
of five career choice competencies initiated in Crites’s model of career maturity:

9% ¢

“accurate self-appraisal,” ‘“gathering occupational information,” “goal selection,”
“making plans for the future,” and “problem-solving.” Each factor was represented by
10 items on the CDMSE Scale. The original scale and subscales had good internal
consistency reliability. To create a more practical scale for individual evaluation, a
25-item short form (CDMSE-SF, later known as CDSE-SF) was constructed by
deleting 5 of the 10 items from each of the five factors. And this short form shows a
total scale a of 0.94 (Betz et al., 1996). However, when CDSES-SF is tested in
context of Chinese college students, the original 25-item model does not fit the
sample, and a modified 13-item three-factor model of CDSES-SF is found reliability
coefficient 0.85 with Chinese college students by Hampton (2005). Therefore, the
modified version is adopted in this study, and the three factors of the short form are
decision making, information gathering, and problem solving. Sample items are
“Define the type of lifestyle you would like” and “Find out the employment trends for
an occupation over the next 10 years”. All items were arranged at a five-point rating

scale, ranging from 1 (no confidence at all) to 5 (complete confidence).
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Controllability was measured by CLOC (Career Locus of Control Scale)(Millar &
Shevlin, 2007), which was designed to assess adolescences’ engagement in career
development and decision-making process. The 20-item scale were arranged at a five-
point rating scale, ranging from 1 (strongly disagree) to 5 (strongly agree), comprising
aspects of internality, luck, helplessness, and powerful others. Sample items are “If |
am to get the job | want | will have to do well and try hard” and “It is not what | do
that will get me the job that | want—rather it will be more dependent on what my

parents or relatives do for me”.

Career intention was measured with the modified version of scale with 3 items
provided by Huang (2011). The original scale was designed to measure college
students’ intention to engage in contingent employment after graduation, and a
replacement was made by the author by replacing “contingent employment” with
“state-owned enterprise employment” or “private-owned enterprise”, because the
career intention in this study is represented by intention to work in POE (CIPOE) and
SOE (CISOE). Sample items include “I intend to engage in Stated-owned enterprise
employment after graduating” and “I plan to work in state-owned enterprise after
graduating”. Moreover, the three items were expanded into six and all items were
arranged at a five-point rating scale, ranging from 1 (strongly disagree) to 5 (strongly

agree).

Career choice was measured as a dichotomous variable (SOE was coded as 1 and
POE was coded as 0).

Table 3.2 demonstrates some details of variables, for instance, the number of
questions in questionnaire, the authors of the original measurements and some

examples of questions in the questionnaire.
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Variables Some examples of questions in questionnaire NO. of Authors
questions

MOHR I can expect to stay for as long as | wish in my future 12 items Gong and
enterprise. his
My future enterprise will offer me a pledge of colleagues
employment security. (2009)
In my future enterprise, | can wear a common uniform
with employees at different levels.
The rights of employees at different levels will be
equally respected in my future enterprise.

POHR All newly hired employees in my future enterprise had 36 items Gong and
been selected based primarily on the results of validated his
selection tests. colleagues
I can be involved in formal or informal management (2009)
committees or other related problem-solving activities
in my future enterprise.
Compensation for employees in my future enterprise is
above the market average.
A large proportion of employees in my future enterprise
are qualified to perform more than one job through
training or job rotation.
Employees are promoted based on merit rather than
seniority in my future enterprise.

PEM My parents expect me to work in a firm with 2 items Arnold et
maintenance-oriented HR system. al.(1998)
My parent would feel proud if I work in a firm with
maintenance-oriented HR system.

PEP My parents expect me to work in a firm with 2 items Arnold et
performance-oriented HR system. al.(1998)

My parent would feel proud if I work in a firm with

performance-oriented HR system.
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Variables Some examples of questions in questionnaire NO. of Authors
questions
PBC- If I am to get the job | want I will have to do well and 20 items Millar and
CLCS try hard. Shevlin
The job I will get will depend mainly on how well | do (2007)
and how hard I try
I expect luck to play a major part in determining what
job 1'will get.
It does not matter what | want or what | want to do
because I will simply have to take whatever job | am
offered.
It is not what | do that will get me the job that | want—
rather it will be more dependent on what my parents or
relatives do for me.
PBC- Determine what your ideal job would be. 13 items Betz et al.
CDMSE-  Make a career decision and then do not worry whether it (1996)
SF was right or wrong.
Find information in the library about occupations you
are interested in.
Define the type of lifestyle you would like.
Prepare a good resume.
CISOE I intend to engage in stated-owned enterprise 3 items Huang
employment after graduating. (2011)
I will try to work in state-owned enterprise after
graduating.
I plan to work in state-owned enterprise after
graduating.
CIPOE I plan to work in private-owned enterprise after 3 items Huang
graduating. (2011)

I will try to work in private-owned enterprise after
graduating.
I intend to engage in private-owned enterprise

employment after graduating.

Notes: MOHR=Maintenance-oriented HR

system, POHR=Performance-oriented HR

system,

PEM=Parents’ expectation valuing maintenance-oriented HR system, PEP=Parents’ expectation



48

valuing performance-oriented HR system, PBC=Perceived behavior control, CISOE=Career intention
of working at SOE, CIPOE= Career intention of working at POE

3.4 Control Variables

Demographic and study-related factors that might relate to career choice were
included in the conceptual model as control variables. These factors are gender, age,
education, college, Communist Party of China membership, and average family
monthly income. Gender (GEN in short) was measured as a dummy variable (male
was coded as 1 and female was coded as 0); age was measured in years; education
(EDU in short) was measured as a dummy variable (bachelor degree was coded as 1,
master degree was coded as 2, and doctor degree was coded as 3); Communist Party
of China (CPC) membership was measured as a dummy variable (CPC membership
was coded as 1 and non-CPC membership was coded as 0); college (COL in short)
was measured as a dummy variable (College of Business and Economic Management
was coded as 1, College of Politics and Public Administration was coded as 2,
College of Culture and Social Development Management was coded as 3, and other
colleges were coded as 4; average monthly family income (FI in short) was measured
ordinally.

3.5 Questionnaire Development

Because the items in the questionnaire are originally developed in English, while the
subjects are all Chinese, therefore, the questionnaire is translated into Chinese by an
English teacher who works in one of China’s key universities with training in
English-Chinese translation. Another colleague of the translator performs back
translation to make sure the original translation’s accuracy. The questionnaires of the
three versions are all attached as appendix files. The questionnaire is divided into two
parts. The first part is intended to understand the subjects’ basic information, such as
age, gender, education, CPC membership, family income, and college, which are
demographic and study related information, considered as control variables, and the

second part measures each construct in the research model.



49

3.6 Data analysis

Hypotheses 1-3 were tested with partial least square regression (PLS), for comparison
between multiple response variables and multiple explanatory variables can be
analyzed in PLS which is a multivariate statistical method and is also a number of
covariance-based statistical technique (Tennenhaus, 1998). Hypotheses 4-5 were
tested with logit model because the dependent variable career choice would be
dichotomous dependent variable since there are only two possible outcomes. Besides,
the logit model can overcome the limitation of linear model which may lead to
prediction outside the range of one and zero. Hypothesis 6 was tested with both PLS
and logit model. The analysis was performed using Warp PLS v. 6.0 and R 3.2.4.



CHAPTER 4

RESEARCH RESULTS AND HYPOTHESES TESTING

In this chapter, the results of this study will be analyzed, including the demographic
profile of respondents, reliability test, validity test, normality test, VIF and some other

model fit factors, hypothesis testing, PLS result, and logit results.

4.1 Overall Research Results

As mentioned earlier in this thesis, the snowball sampling technique is adopted in this
research to collect data through online questionnaire collecting platform,
Questionnaire Star, in which the questionnaires are edited online and a QR code is
sent to the students of different colleges, who further upload the QR code to QQ or

WeChat groups, and distribute the questionnaires to their classmates and friends.

In total 680 questionnaires were distributed to the respondents who were also
informed that the participation in this study is voluntary and anonymous. Of this
amount, 477 surveys are completely filled and were collected and 3 are invalid,

yielding 70.15% response rate.

4.2 Demographic Profile of the Respondents

Demographic information and some other characteristics of the samples are
summarized in Table 4.1. 164 respondents are male (34.38%) and 310 are female
(64.99%). The mean age is 22 (Standard Derivation=3.74). With respect to the
education level, 405 participants have a bachelor degree (84.91%), 65 master degree
(13.63%), and 7 doctoral degree (0.01%). As for the average family monthly income,
332 participants are below $1,500 per month (69.6%), 118 are between $1,500 to
3,000, only 27 above $3,000 (5.7%). For the Communist party of China (CPC)
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membership, 110 respondents joined CPC (23.06%), while the non-CPC membership
is 367 (76.94%). The last control variable is college, 62 respondents are from College
of Business and Economic Management (13%), 176 from College of Politics and
Public Administration (36.9%), 12 from College of Culture and Social Development
Management (2.5%), and 227 from other colleges (47.6%).

Table 4.1 Demographic and study information of the samples

Gender (GEN) Male: 164 (34.38%)
Female: 310 (64.99%)
Unidentified: 3 (0.01%)

Age (in year) Mean: 22
Standard derivation:3.74
Educational level (EDU) Bachelor degree: 405 (84.91%)

Master degree: 65 (13.63%)
Doctoral degree: 7 (0.01%)
Family monthly income (FI)  Below $1,500: 332 (69.6%)
$1,500-$3,000: 118 (24.74%)
Above $3,000: 27 (5.7%)
Communist Party of China CPC: 110 (23.06%)

Membership (CPC) Non-CPC membership: 367 (76.94%)

Colleges (COL) College of Business and Economic Management: 62
(13%)
College of Politics and Public Administration: 176
(36.9%)

College of Culture and Social Development
Management: 12 (2.5%)
Other colleges: 227 (47.6%)

4.3 Reliability Test

With the help of PLS, the reliability and validity of the questionnaire are sufficiently
examined. Construct reliability, which is tested with Cronbach’s alpha (o) and
composite reliability coefficients, is used to ensure that a scale yields the same
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response consistently. Nunnally (1978) recommended that the Cronbach’s alpha (o)
should be more than 0.70 and the Composite reliability coefficients should be greater
than 0.70 as well (Hair, Black, Anderson, & Tatham, 2010). The results in Table 4.2
show that both the Cronbach’s alpha (a) coefficients and Composite reliabilities are
greater than 0.70. Table 4.3 demonstrates all measure items, showing acceptable level

of reliability.

Table 4.2 Latent variable reliability indicators

MOHR POHR PEM PEP PBC CISOE CIPOE

Composite reliability  0.85 0.96 0.90 0.91 0.91 0.95 0.95
Cronbach’s alpha 0.80 0.96 0.77 0.81 0.91 0.92 0.92

Notes: MOHR=Maintenance-oriented HR system, POHR=Performance-oriented HR system,
PEM=Parents’ expectation valuing maintenance-oriented HR system, PEP=Parents’ expectation
valuing performance-oriented HR system, PBC= Perceived behavior control (Self-efficacy and locus of
control), CISOE=Career intention of working at SOE, CIPOE= Career intention of working at POE

Table 4.3 Item-total correlation and coefficient alpha

Dimensions and Item-to-total Alpha if item Reliability
items correlations deleted coefficient
Maintenance-oriented HR system (MOHR) 0.80
Employment security

ES1 0.350 0.930

ES2 0.152 0.931

ES3 0.237 0.930

ES4 0.220 0.930

ES5 0.286 0.930

ES6 0.348 0.930

Reduction of status distinction

RSD1 0.247 0.930

RSD2 0.157 0.931
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Dimensions and Item-to-total Alpha if item Reliability
items correlations deleted coefficient
RSD3 0.337 0.930
RSD4 0.320 0.930
RSD5 0.349 0.930
RSD6 0.410 0.930
Performance- 0.96
oriented HR system

(POHR)

Selection hiring

SH1 0.454 0.929
SH2 0.416 0.930
SH3 0.445 0.929
SH4 0.514 0.929
SH5 0.303 0.930
SH6 0.406 0.930
Participation in decision making through teams

DMT

DMT1 0.520 0.929
DMT2 0.533 0.929
DMT3 0.487 0.929
DMT4 0.516 0.929
DMT5 0.542 0.929
DMT 6 0.552 0.929
Comparatively high pay contingent on performance

HPC1 0.519 0.929
HPC2 0.491 0.929
HPC3 0.444 0.929
HPC4 0.532 0.929
HPC5 0.501 0.929
HPC6 0.489 0.929




Dimensions and Item-to-total Alpha if item Reliability

items correlations deleted coefficient

Extensive training

ET1 0.500 0.929
ET2 0.553 0.929
ET3 0.566 0.929
ET4 0.543 0.929
ETS 0.607 0.929
ET6 0.612 0.929
Career planning and advancement

CPAl 0.627 0.929
CPA2 0.508 0.929
CPA3 0.476 0.929
CPA4 0.387 0.930
CPAS 0.508 0.929
CPA6 0.498 0.929
Performance appraisal

PAl 0.505 0.929
PA2 0.483 0.929
PA3 0.528 0.929
PA4 0.528 0.929
PA5 0.470 0.929
PA6 0.466 0.929
Perceived behavioral control (PBC) 0.91
Career locus of control scale (CLCS)

CLCS1 0.390 0.930
CLCS2 0.428 0.929
CLCS3 0.425 0.929
CLCS4 0.411 0.930
CLCS5 0.410 0.930

CLCS6 0.390 0.930




Dimensions and Item-to-total Alpha if item Reliability

items correlations deleted coefficient
CLCS7 0.421 0.929
CLCS8 0.384 0.930
CLCS9 0.395 0.930
CLCS10 0.408 0.929
CLCS11 0.371 0.930
CLCS12 0.349 0.930
CLCS13 0.351 0.930
CLCS14 0.295 0.930
CLCS15 0.306 0.930
CLCS16 0.296 0.930
CLCS17 0.321 0.930
CLCS18 0.276 0.930
CLCS19 0.289 0.930
CLCS20 0.317 0.930

Career decision-making self-efficacy short form (CDMSE-SF)
Decision making

DM1 0.403 0.930
DM2 0.338 0.930
DM3 0.349 0.930
DM4 0.258 0.930
DM5 0.273 0.930
DM6 0.279 0.930
Information gathering

1G1 0.318 0.930
1G2 0.353 0.930
1G3 0.323 0.930
1G4 0.267 0.930

Problem solving

PS1 0.342 0.930
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Dimensions and Item-to-total Alpha if item Reliability
items correlations deleted coefficient
PS2 0.351 0.930
PS3 0.343 0.930

Parents’ expectation

Parents expectation valuing maintenance-oriented HR system 0.90

(PEM)

PEM1 0.322 0.930
PEM2 0.359 0.929
Parents expectation valuing performance-oriented HR system 0.91
(PEP)

PEP1 0.442 0.929
PEP2 0.430 0.929
Career intention of working at state-owned enterprise (CISOE)  0.95
CISOE1 0.351 0.930
CISOE2 0.322 0.930
CISOE3 0.307 0.930
Career intention of working at private-owned enterprise 0.95
(CIPOE)

CIPOEL 0.188 0.930
CIPOE2 0.193 0.930
CIPOE3 0.228 0.930

4.4 Validity Test

With respect to the validity, two types of construct validity are examined: convergent
and discriminant. Convergent validity is designed to ensure a high proportion of
variance of each indicator of a given construct, which can be evaluated by using
factor loading which should be greater than 0.50 (Hair et al., 2010). The results of
factor loadings are shown in Table 4.4, indicating that all of the latent variables meet
the standard. While discriminant validity is applied to ensure the differentiation of a

latent variable from others (Paspallis et al., 2018), which is evaluated by the average
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variance extracted (AVE). The square root of the AVE of each construct should be
more than that of the other correlations (Fornell & Larcker, 1981). The results in
Table 4.5 show that the square roots of AVE of each latent variable are significantly
greater than those of the other correlations. Therefore, the level of discriminant

validity of the latent variables is satisfactory.

Table 4.4 Factor analysis

Variables
MOHR POHR PEM PEP PBC CISOE CIPOE

MOHR-ES1 0.669
MOHR-ES2 0.784
MOHR-ES3 0.746
MOHR-ES4 0.838
MOHR-ES5 0.781
MOHR-ES6 0.774

MOHR- 0.815

RSD1

MOHR- 0.931

RSD2

MOHR- 0.846

RSD3

MOHR- 0.829

RSD4

MOHR- 0.736

RSDS

MOHR- 0.715

RSD6

POHR-SH1 0.646
POHR-SH2 0.696
POHR-SH3 0.747
POHR-SH4 0.761
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Variables
MOHR POHR PEM PEP PBC CISOE CIPOE
POHR-SH5 0.689
POHR-SH6 0.702
POHR- 0.785
DMT1
POHR- 0.751
DMT2
POHR- 0.757
DMT3
POHR- 0.806
DMT4
POHR- 0.765
DMT5
POHR- 0.718
DMT6
POHR- 0.729
HPC1
POHR- 0.749
HPC2
POHR- 0.776
HPC3
POHR- 0.650
HPC4
POHR- 0.767
HPC5
POHR- 0.707
HPC6
POHR-ET1 0.772
POHR-ET2 0.797
POHR-ET3 0.740
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Variables
MOHR POHR PEM PEP PBC CISOE CIPOE
POHR-ET4 0.766
POHR-ET5 0.748
POHR-ET6 0.763
POHR- 0.667
CPA1l
POHR- 0.794
CPA2
POHR- 0.815
CPA3
POHR- 0.766
CPA4
POHR- 0.791
CPA5
POHR- 0.769
CPAG6
POHR-PA1l 0.781
POHR-PA2 0.737
POHR-PA3 0.806
POHR-PA4 0.758
POHR-PA5 0.801
POHR-PAG6 0.782
PEM1 0.827
PEM2 0.791
PEP1 0.837
PEP2 0.828
CLCS1 0.894
CLCS2 0.933
CLCS3 0.954
CLCS4 0.946
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Variables
MOHR POHR PEM PEP PBC CISOE CIPOE

CLCS5 0.903
CLCS6 0.869
CLCS11 0.934
CLCS12 0.947
CLCS13 0.914
CLCS14 0.935
CLCS15 0.920
CLCS16 0.917
CLCS17 0.911
CLCS18 0.914
CLCS19 0.913
CLCS20 0.830
CDMSE- 0.724
DM1

CDMSE- 0.776
DM2

CDMSE- 0.682
DM3

CDMSE- 0.823
DM4

CDMSE- 0.836
DM5

CDMSE- 0.740
DM6

CDMSE- 0.735
IG1

CDMSE- 0.795
1G2

CDMSE- 0.705
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Variables
MOHR POHR PEM PEP PBC CISOE CIPOE

1G3

CDMSE- 0.501

1G4

CDMSE- 0.811

PS1

CDMSE- 0.797

PS2

CDMSE- 0.737

PS3

CISOE1 0.999

CISOE2 0.854

CISOE3 0.889

CIPOE1 0.918
CIPOEZ2 0.928
CIPOE3 0.933

Notes: MOHR=Maintenance-oriented HR system (ES=employment security, RSD=reduction of status
distinction), POHR=Performance-oriented HR system (SH=selective hiring, DMT=participation in
decision making through teams, HPC=comparatively high pay contingent on performance,
ET=extensive training, CPA=career planning and advancement, PA=performance appraisal),
PEM=Parents’ expectation valuing maintenance-oriented HR system, PEP= Parents’ expectation
valuing performance-oriented HR system, PBC= Perceived behavior control (Self-efficacy and locus of

control), CISOE=Career intention of working at SOE, CIPOE= Career intention of working at POE,.

Table 4.5 Discriminant validity test and the square root of AVE of all latent variables

MOHR POHR _ PEM  PEP _ PBC  CISOE CIPOE AGE  GEN _ EDU FI COL  CPC
MOHR (0.57)
POHR 0.56***  (0.64)
PEM 0.32%%%  0.40%**  (0.90)
PEP 0.18***  0.36%**  0.38** (0.91)
PBC -0.04 0.06 004 028  (0.54)
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MOHR POHR PEM PEP PBC CISOE CIPOE AGE GEN EDU Fl COL

CPC

CISOE

CIPOE

AGE
GEN

EDU

Fl

COL

CpPC

0.31%** 0.25%** 0.31** 0.18** 0.15 (0.93)

* *
-0.05 0.05 -0.11 0.14**  0.32** - (0.93)
* 0.15**

0.01 0.14** -0.01 0.06 0.08 0.09 0.03 1

-0.14** -0.05 0.01 0.07 0.14 0.03 0.07 017> 1
*

-0.08 -0.03 -0.06 -0.03 0.05 0.03 -0.05 0.58**  0.04** 1
* *

-0.12** -0.03 0.01 0.13 0.10* -0.03 -0.01 0.14 -0.04 0.01 1

-0.06 -0.22***  -0.02 -0.01 0.07 0.04 -0.05 > -0.05 - 0.01 1
0.24** 0.27*
* *%

-0.02 -0.13** -0.04 -0.10*  -0.05 -0.06 0.03 = -0.01 - -0.06 0.16**
0.54** 0.40* R

* *%

1

Notes: MOHR=Maintenance-oriented HR system, POHR=Performance-oriented HR system,
PEM=Parents’ expectation valuing maintenance-oriented HR system, PEP= Parents’ expectation
valuing performance-oriented HR system, PBC= Perceived behavior control (Self-efficacy and locus of
control), CISOE=Career intention of working at SOE, CIPOE= Career intention of working at POE,
GEN=Gender, EDU=Education level, FI=Average monthly family income, COL=College
CPC=Communist Party of China membership; Square roots of AVEs are reported in parentheses; ***,

** *significant level at 0.1 percent, 1 percent and 5 percent respectively.

4.5 Multi-collinearity Test

Besides the reliability and validity tests, the full variance inflation factor (VIF) needs
to be measured to ensure that multi-collinearity is not a major concern in the analysis.
Multi-collinearity will lead to very high inter-correlations or inter-associations among
independent variables that will result in bias. According to Petter and his associates
(2007), VIFs should be less than 5 and ideally less than 3.30. The analysis from PLS
in Table 4.6 shows that all VIFs is less than 2, indicating that multi-collinearity is not

a concern.
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Table 4.6 Variance inflation factors

MOHR POHR PEM PEP PBC CISOE CIPOE AGE GEN EDU Fl COoL CPC

VIF

1.62 1.85 141 141 128 127 1.22 198 110 1.60 1.08 120 147

Notes: MOHR=Maintenance-oriented HR system, POHR=Performance-oriented HR system,
PEM=Parents’ expectation valuing maintenance-oriented HR system, PEP=Parents’ expectation
valuing performance-oriented HR system, PBC= Perceived behavior control (Self-efficacy and locus of
control), CISOE=Career intention of working at SOE, CIPOE= Career intention of working at POE,
GEN=Gender, EDU=Education level, FI=Average monthly family income, COL=College,
CPC=Communist Party of China membership

4.6 Normality and Model Fit Factors

The last investigated is the normality of the data, Warp PLS 6.0 provides two tests for
normality, the Jarque-Bera test (Normal-JB) and the Robust Jarque-Bera test
(Normal-RJB). The results are reported in Table 4.7, in which “Yes” represents that
the data are normally distributed, while “No” indicates the opposite. The results in the
table show that not distributed normally. Therefore, PLS was a suitable technique to
adopt in this research, as compared to other methods, PLS does not require data
normally distributed (Astrachan, Patel, & Wanzenried, 2014).

Table 4.7 Normality of the data

MOHR POHR PEM PEP PBC CISO CIPO  AGE GEN EDU FI COL CPC
E E

Normal-JB No No No No No No No No No No No No No
Normal-RJB No No No Yes No Yes No No No No No No No

Notes: MOHR=Maintenance-oriented HR system, POHR=Performance-oriented HR system,
PEM=Parents’ expectation valuing maintenance-oriented HR system, PEP= Parents’ expectation
valuing performance-oriented HR system, PBC= Perceived behavior control (Self-efficacy and locus of
control), CISOE=Career intention of working at SOE, CIPOE= Career intention of working at POE,
GEN=Gender, EDU=Education level, FI=Average monthly family income, COL=College,
CPC=Communist Party of China membership

Various indicators determine the goodness of fit in PLS estimation, including the
average path coefficient (APC), average R? (ARS), average full collinearity (AFVIF),
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Simpson’s paradox ratio (SPR), R? contribution ratio (RSCR), and statistical
suppression ratio (SSR) (Kock, 2012). In addition, Kock (2017) points out in Warp
PLS 6.0 manual that APC indicates the strength of the paths in the overall model;
ARS refers to the power to explain the model overall. It is recommended that the p-
value for both APC and ARS should be equal to or less than 0.05. AFVIF is applied to
measure both vertical and lateral collinearities and multi-collinearity, in the model,
and the p-value is recommended to be equal to or less than 3.3 (ideally) or equal to or
less than 5 (acceptable). The SPR index is to measure the degree of a model is free
from instances of Sympson’s paradox, and the acceptable value is equal to or more
than 0.70, which indicates that at least 70 percent of the paths in a model are free from
Sympson’s paradox. The RSCR index is to measure the extent of a model is free from
negative R? contributions, and the acceptable value is equal to or more than 0.90,
which indicates that the sum of the positive R? contributions in a model constitutes at
least 90 percent of the total sum of the absolute R? contributions in the model. The
SSR index is to measure the extent to which a model is free from instances of
statistical suppression, the acceptable value is equal to or more than 0.70 and the ideal
is 1.0. The PLS analysis results of the above indicators are shown in Table 4.8, which

are all above the required values.

Table 4.8 Model fit indicators

Model fit indicators

Average R-square 0.20***
Average path coefficient 0.14**
Average adjusted R-squared 0.18***
Average full collinearity VIF 1.22
Sympson's paradox ratio 0.90
R-square contribution ratio 0.99
Statistical suppression ratio 0.90

Notes: *** ** * sjgnificant level at 0.1 percent, 1 percent and 5 percent respectively

Standardized coefficients are reported.
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4.7 Hypotheses testing-PLS and Logit Results

Hypothesis 1 predicted the more positive attitude the graduating students have toward
maintenance-oriented HR system, compared with performance-oriented HR system,
the more likely he or she will have the intention to work in SOE rather than POE. To
make further explanation, the hypothesis is divided into two sub-hypotheses:
hypothesis 1a predicts positive relationship between perceived HR maintenance-
oriented system and intention to work in SOE, and the results show a positive and
significant relation between the two (B=0.21, p<0.01), Hypothesis la is supported;
and hypothesis 1b predicts positive relationship between perceived performance-
oriented HR system and intention to work in POE, and the results show a negative
relationship between the two, but not statistically significant (p=-0.03, p=0.24). In
addition, there is a significant negative relationship between perceived HR
maintenance-oriented system and intention to work in POE ($=-0.10, p=0.01), and a
positive relationship between perceived HR performance-oriented system and
intention to work in SOE (=0.02, p=0.30), but not statistically significant. Therefore,
hypothesis 1a is supported and hypothesis 1b is not supported. Hypothesis 1 is
partially supported.

Hypothesis 2 predicts the more the parents’ expectation values POE with
maintenance-oriented HR system, compared with SOE with performance-oriented HR
system, the more positive influence the parents’ expectation will have on graduating
student’ career intention of working in SOE rather than POE. To further illustrate the
hypothesis, it is divided into two sub-hypotheses: hypothesis 2a predicts positive
relationship between parents’ expectation valuing SOE with maintenance-oriented HR
system and graduating students’ intention of working in SOE, and the results
demonstrate a significant positive relationship between the two (=0.19, p<0.01);
hypothesis 2b predicts positive relationship between the parents’ expectation valuing
POE with performance-oriented HR system and graduating students’ intention of
working in POE, and the results demonstrate a significant positive relationship
between the two ($=0.10, p=0.01). In addition, there is a significantly negative
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relationship between parents’ expectation valuing SOE with maintenance-oriented HR
system and intention working at POE (p=-0.18, p<0.01), and a positive relationship
between parents’ expectation valuing POE with maintenance-oriented HR system and
intention working at SOE (=0.03, p=0.24), but not statistically significant. Therefore,

hypothesis 2a and 2b are supported; at the same time, hypothesis 2 is supported.

Hypothesis 3 predicts perceived behavioral control will be significantly positively
related to the career intention of working in POE and SOE, and the higher level of
perceived behavioral control of the individual, the stronger career intention he or she
will have to work in POE rather than SOE. To further clearly illustrate the hypothesis,
it is divided into three sub-hypotheses: hypothesis 3a predicts positive relationship
between perceived behavioral control of graduating students and career intention of
graduating students working in SOE, and the results show a significant positive
relationship between the two (B=0.13, p<0.01); hypothesis 3b predicts positive
relationship between PBC of graduating students and the career intention of
graduating students working in POE and the results show a significant positive
relationship between the two ($=0.30, p<0.01); hypothesis 3c predicts the higher the
level of perceived behavioral control of the individual, the stronger intention he or she
will have to work in POE rather than SOE, and the results demonstrate a higher
intention working at POE (B=0.30>=0.13). Therefore, hypothesis 3a, 3b and 3c are

supported; at the same time, hypothesis 3 is supported.

As for the control variables, the results demonstrate that there is a significant positive
relationship between college and career intention of working in SOE ($=0.10,
p=0.02), and a significantly negative relationship between education level and career
intention of working at POE ($=-0.13, p<0.01). For other control variables, some are
positively related to career intentions working at POE or SOE, while some are

negatively related, but not statistically significant.

Results from the PLS analysis are reported in Figure 4.1.
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Figure 4.1 PLS analysis results
Notes: MOHR=Maintenance-oriented HR system, POHR=Performance-oriented HR system,

PEM=Parents’ expectation valuing maintenance-oriented HR system, PEP= Parents’ expectation
valuing performance-oriented HR system, PBC=Perceived behavior control (Self-efficacy and locus of
control), CISOE=Career intention of working at SOE, CIPOE=Career intention of working at POE,
EDU=Education level, FI=Average monthly family income, COL=College, CPC=Communist Party of

China membership

Hypotheses 1 to 3 are tested by PLS; hypotheses 4-5 by logit analysis, results of
which are reported in table 4.6; hypothesis 6 is tested by both of PLS and logit. Before
the logit analysis, several tests are adopted first to examine the fitness of the model,
such as Shapiro-Wilk normality test to examine the normality, finding p<0.01, it is
not normal; Box test to examine the autocorrelation, finding p =0.39>0.05, no
correlation; and VIF is also measured to ensure that multi-collinearity is not a major

concern in the analysis, finding VIF<5.

Hypothesis 4 predicts the more a graduating student has the intention to work in a
SOE, compared with a POE, the more likely he or she will choose a SOE instead of a
POE, which is further illustrated by two sub-hypotheses: hypothesis 4a predicts there
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is a positive relationship between graduating students’ intention to work in a SOE and
the career choice of SOE, and the results demonstrate the significant positive
relationship between the two (=0.28, p=0.04); and hypothesis 4b predicts that there
IS a positive relationship between graduates’ intention to work in a POE and the career
choice of POs, and the results in table 4.8 demonstrate the significant negative
relationship between the two (B=-0.44, p<0.001). Therefore, hypothesis 4a is
supported and hypothesis 4b is not supported. Hypothesis 4 is partially supported.

Hypothesis 5 predicts that there is a significantly positive and direct relationship
between perceived behavioral control and career choice of working in POE and SOE,
and the influence working in POE is stronger than SOE, and the results in table 4.9
demonstrate that there is a positive relationship between perceived behavioral control
and career choice of POE (p=0.13, p=0.78) and SOE (p=0.13, p=0.78), but not

statistically significant. Therefore, hypothesis 5 is not supported.

Hypothesis 6, which is tested by PLS and logit, predicts that there is significantly
positive and indirect relationship between PBC and career choice of working in POE
and SOE meditated by behavioral intention, and the influence working in POE is
stronger than SOE. And analysis results in figure 4.2 and 4.3 demonstrate the
significantly positive indirect relationship between the two and the mediating effect of
intention working SOE ($=0.13, p<0.01; p=0.28, p=0.04; p=0.14, p=0.78). However,
the results demonstrate that there is a significantly negative relationship between PBC
and career choice of working at POE (B=-0.44, p<0.001), even though a significant
positive relationship exists between PBC and career intention of working at POE
(B=0.30, p<0.01), and positive but not statistically significant relationship between
PBC and career choice of working at POE or SOE (p=0.14, p=0.78) and Hypothesis 6
is partially supported. In addition, the only control variable that is significantly
positive related with career choice of working at POE and SOE is age (B=0.16,
p=0.03).



Table 4.9 Logit analysis results

Variables Estimate p value
CISOE 0.28 0.04+
CIPOE -0.44 <0.002#*
PBC 0.14 0.78

Age 0.16 0.03«
Gender -0.10 0.82
Education 0.84 0.19
Family income 0.60 0.14
College 0 1

CPC 0.32 0.55

Note: CISOE=Career intention of working at SOE, CIPOE=Career intention of
working at POE, PBC= Perceived behavior control (Self-efficacy and locus of

control)

*xx *% *significant level at 0.1 percent, 1 percent and 5 percent respectively

Figure 4.2 Mediating effect of intention of working at POE
Note: CIPOE=intention of working at private-owned enterprises, PBC= Perceived

behavior control
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Figure 4.3 Mediating effect of intention of working at SOE
Note: CISOE=intention of working at state-owned enterprises, PBC= Perceived

behavior control

4.8 Summary of Hypothesis Testing

To sum up, six hypotheses are proposed in this study. Hypotheses 1-3 are test with
PLS, hypotheses 4-5 are test by logit with R, and hypothesis 6 is tested by both PLS
and logit analysis. Hypothesis 1, which predicts the more positive attitude the
graduating students have toward maintenance-oriented HR system, compared with
performance-oriented HR system, the more likely he or she will have the intention to
work in SOE rather than POE, is partially supported, that is, there is a significant
positive relationship between perceived HR maintenance-oriented system and
intention to work in SOE. Hypothesis 2, which predicts the more the parents’
expectation values POE with maintenance-oriented HR system, compared with SOE
with performance-oriented HR system, the more positive influence the parents’
expectation will have on graduating student’ career intention of working in SOE
rather than POE, is supported. Hypothesis 3, which predicts perceived behavioral
control will be significantly positively related to the career intention of working in
POE and SOE, and the higher level of perceived behavioral control of the individual,
the stronger career intention he or she will have to work in POE rather than SOE, is

supported as well.

For the logit analysis, hypothesis 4, which predicts the more a graduating student has
the intention to work in a SOE, compared with a POE, the more likely he or she will
choose a SOE instead of a POE, is partially supported, that is, there is a significant
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positive relationship between graduating students’ intention to work in a SOE and the
career choice of SOE. Hypothesis 5, which predicts that there is a significantly
positive and direct relationship between PBC and career choice of working in POE
and SOE, and the influence working in POE is stronger than SOE, is not supported.
Hypothesis 6, which predicts that there is significantly positive and indirect
relationship between PBC and career choice of working in POE and SOE meditated
by behavioral intention, and the influence working in POE is stronger than SOE, is
partially supported, that is, there is a significantly positive and indirect relationship
between PBC and career choice of working in SOE mediated by behavioral intention.

The details of the results of each hypothesis are presented in the following table 4.10.

Table 4.10 Summary of results of hypotheses

Hypotheses B p Positive or Supported or
not not
H1 Hila p=0.21 p<0.01 Yes Yes
H1b $=-0.03 p=0.24 No No
H2 H2a p=0.19 p<0.01 Yes Yes
H2b B=0.10 p=0.01 Yes Yes
H3 H3a B=0.13 p<0.01 Yes Yes
H3b p=0.30 p<0.01 Yes Yes
H3c p=0.30>p=0.13  p<0.01 Yes Yes
H4 H4a =0.28 p=0.04 Yes Yes
H4b p=-0.44 p<0.001  No No
H5 p=0.13 p=0.78 No No
H6 p=0.13 p<0.01 Yes Yes

=0.28 p=0.04 Yes

=0.30 p<0.01 Yes No

p=-0.44 p<0.001 No




CHAPTER 5

DISCUSSION AND CONCLUSION

In this chapter, the illustration of results in details, the academic contribution, the
managerial contribution, the limitations, suggestions and recommendations for future

research of this study will be discussed.

5.1 General Discussion of the Results

The study explored the relationships between human resource system (maintenance-
oriented and performance-oriented HR systems), parents’ expectation (parents valuing
maintenance-oriented or performance-oriented HR systems), career decision-making
self-efficacy and career locus of control, college graduating students’ career intention
and career choice of working at SOE or POE with the application of theory of planned

behavior.

For the analytical results, some factors influencing career intention and career choice
hypothesized in this study were supported. With respect to human resource system, a
strong and positive relationship was found between maintenance-oriented HR system
and career intention of working at SOE. In addition, parents’ expectation valuing
maintenance-oriented or performance-oriented HR systems was explored to have a
significant positive association with career intention of working at SOE or POE
respectively. It means college graduating students still value their parents expectations
and try to meet their expectation, which is in consistent with previous research (P.
Chen & Liaw, 1993; Greenberg et al., 1983). The same significantly positive
relationships were also detected between perceived behavioral control (career
decision-making self-efficacy and career locus of control) and college graduating

students’ career intention of working at SOE and POE, and the intention of working at
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POE is stronger than that of working at SOE. The results are consistent with the
findings from Norman and Hoyle (2004). In addition, the significant and positive
relationship was also found between college graduating students’ career intention and
career choice of working at SOE, which is a new finding in the management field,
according to the scope of knowledge of the author’s existing literature. At the same
time, the mediating effect was found between perceived behavioral control, career

intention of working at SOE, and career choice of working at SOE or POE.

With the found of significant and positive relationships in the results, some strong and
negative relationships were also discovered, which is opposite to the hypotheses in the
study. For instance, the negative relationships were found between maintenance-
oriented HR system and career intention of working at POE, between parents’
expectation valuing maintenance-oriented HR system and career intention of working
at POE, and between career intention of working at POE and career choice of working
at SOE or POE.

In addition, the significant beta coefficients for some control variables provided some
interesting information. In particular, the study found that age is positively related to
career intention of working at SOE ($=0.07, p=0.05) and career choice of working at
SOE or POE (B=0.16, p=0.03), and education is negatively related with career
intention of working at POE (=-0.13, p<0.01). The results show older students tend
to have the stronger intention of working at SOE (=0.07, p=0.05), while the students
with higher education level tend to have the weaker intention of working at POE (p=-
0.13, p<0.01), which is in accordance with the research of Zhu and Ye (2019).
Another control variable worth mentioning is college, which is also positively related

to college graduating students’ career intention of working at SOE ($=0.10, p=0.02).

The other factors which are positively with graduating students’ career intention of
working at SOE are gender, education, CPC membership; however, the relationships
are not significant. And the factors are positively related with graduating students
career intention of working at POE are age, gender, and CPC membership, whose
relationships are not significant either. It is worth noticing that average monthly
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family income and college are negatively related with graduating students’ career
intention of working at POE, though the relationships are not significant, neither do
the relationships between average monthly family income and career intention of
working at SOE. The last but not least, the factors which are positively related with
graduating students’ career choice of working at POE or SOE are education, average
monthly income, college and CPC membership, though not significant; and the factor
which is negatively related is gender and the relationship is not significant either. The
specific details about the relationships can be seen in the following table 5.1.

Table 5.1 Results of control variables

Control CISOE CIPOE Career choice of

variables working at SOE or
POE

Age =0.07, p=0.05 =0.04, p=0.19 =0.16, p=0.03

Gender =0.03, p=0.26 3=0.00, p=0.47 =-0.10, p=0.82

Education =0.03, p=0.23 B=-0.13, p<0.01 =0.84, p=0.19

Average =-0.02, p=0.31 =-0.01, p=0.38 =0.60, p=0.14

monthly family

income

College $=0.10, p=0.02 B=-0.07, p=0.07 3=0.00, p=1

CPC p=0.01, p=0.38 $=0.02, p=0.35 =0.32, p=0.55

5.2 Discussion of the Key Findings

5.2.1 Maintenance-oriented and performance-oriented HR subsystems
and Career intention of working at SOE or POE

This study provides empirical contribution to the current understanding of HR
research, especially the relationship between dual-concern model of HR systems

maintenance- and performance-oriented HR subsystems and college graduating
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students’ career intention of working at SOE or POE in the context of Eastern culture-
-China.

First, most prior literature of HR management focuses on the organization of Western
culture (Jackson, Schuler, & Jiang, 2014), while this study pays attention to HR
management from Eastern culture. This research intends to examine attitudes towards
HR systems may influence graduating students’ career intention, thereby contributing
to an in-depth understanding of the functioning of HR systems with respect to career
intention in emerging economies such as China. Besides, the dual-concern model of
HR systems adopted in this research, which is based on maintenance-production
subsystems distinction (Katz & Kahn, 1978) and proposed by Gong and his
colleagues, is originated from the context of China. Therefore, this study answers the
continued call for contextualization of management research (Tsui, 2007; Barkema, et
al., 2015).

Second, few prior studies have linked the dual division of HR practice--maintenance-
and performance-oriented HR subsystems to the career intention of individuals, while
this study finds the connection within from existed literature and proposed the
positive relationship between the perceived maintenance-oriented HR system of
individuals and their intention to work in SOE, and between the perceived

performance-oriented HR system of individuals and their intention to work in POE.

Third, most prior studies examine HR system from the perspectives of managers,
employees and firms (Aycan, 2000; Gong, 2009; Liu, 2017), while this study
illustrates HR systems from the aspect of would-be employees--the college graduating
students. Due to the better understanding of HR knowledge, the graduating students
majoring in management become the respondents of this study, covering business
management, public administration, finance management, management science and
engineering management, real estate management, and agriculture management.
Because the understanding of HR systems varies considerably across different groups
(Lepak& Snell, 1999), by focusing on more groups in this study, the measure of HR

systems should be more reliable.
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5.2.2 Parents’ expectations and career intention

This study offers empirical contribution to the understanding of the link between
parental expectation of valuing maintenance-oriented HR system working at SOE or
performance-oriented HR system working at POE and college graduating students’

career intention of working at SOE or POE.

First, little prior research has paid attention to the impact of parental expectation on
young adults, college students in particular (Wang & Heppner, 2002), this study
focuses on parent-child relationship in the career intention of adolescence--the college
graduating students particularly, providing empirical evidence between parental
behavior and career development of young adolescence.

Second, most prior studies of parent expectations are always related to their children,
especially with the performance, achievement, participation, and psychological issues
(Kean, 2005; Agliata & Renk, 2009; Froiland et al., 2013; Guo, 2015), this study
demonstrates the role of parental expectation on career intention of college graduating
students. With the explanation of parents’ role in Chinese culture, this study collects
data from participants and analyzes the data with PLS, statistically supporting the
positive relationship between the parents’ expectation valuing SOE with maintenance-
oriented HR system and graduating students’ intention of working at SOE, and
between parents’ expectation valuing POE with performance-oriented HR system and

graduating students’ intention of working at POE.

Third, prior studies explore the family factor in career development or career decision
from the perspectives of family relationship, parenting style, parents’ socioeconomic
status, parental involvement, parental proficiency at certain subjects, family support
or family influence (Ferry et al., 2000; Fouad et al., 2008; Chang, 2010; Fan et al.,
2014), this study demonstrates the family factor from the aspect whether parents value
maintenance- or performance-oriented HR subsystems and expect their children to
work at SOE or POE.
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5.2.3 Perceived behavioral control and career intention of SOE or POE

This study offers empirical contribution to the research of the construct perceived
behavioral control, and to the link of perceived behavioral control and college

graduating students’ career intention of working at SOE or POE.

First, prior studies typically rely on a single scale to measure perceived behavioral
control (Arnold et al., 2006; Linan& Chen, 2009; Tsang, Wang & Ku, 2015), which
may result in significant measurement errors (Gerhart et al., 2000). In this study, two
different scales are combined together to rate perceived behavioral control, career
decision self-efficacy short form (CDMSE-SF) and Career Locus of Control Scale
(CLOC) to measure perceived self-efficacy and perceived controllability respectively,
though some scholars argued there was no need to separate self-efficacy from
perceived behavioral control (Sparks et al., 1997). However, the mixing self-efficacy
and controllability demonstrate considerable internal consistency (Cheung & Chan,
2000), following several prior studies (Armitate& Conner, 1999; Conner & Armitage,
1998; Manstead & Van Eekelen, 1998; Terry & O’Leary, 1995) to analyze perceived
behavior control to apply TPB into explanation of behavior of interest. Therefore, the

results of this study should be more reliable than those with only one scale.

Second, few prior studies have examined the link between PBC and college
graduating students’ career intention of working at SOE or POE, let alone the study
whether the college graduating students with higher level perceived behavioral control
have stronger career intention to work at POE rather than SOE. This study provides
empirical contribution to not only to the construct perceived behavioral control but
also to the link between PBC and career intention of individuals working at SOE or
POE. The study shows that college graduating students with higher level of perceived
control have stronger intention to work at POE rather than SOE.
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5.2.4 Career intention and career choice of working at SOE or POE

The study offers empirical contribution to the relationship of college graduating
students’ career intention and career choice of working at SOE or POE in Easter

culture--China.

First, a wider review of literature on career intention, career development and career
choice could find that most of the studies are in relation to adolescences or young
adults living in Western contexts (Bright et al., 2005; Quimby & De Santis, 2006), in
answering the call of some researchers advocating the necessity for a developmental
perspective related to career choice (Wondracek & Reitzle, 1998; Stebletion, 2007),
this study examines the career intention and career choice from a developing Eastern

country--China.

Second, though prior studies have explored the career development and career choice
of young adults or college students, the participants of the previous researches are
either at the beginning of their campus or at the choice stage (Amit & Gati, 2013;
Rule et al., 2015), while the respondents of this study are senior college students who
have already signed contracts with paid-employment enterprises and who are going to
graduate in the near future. In other words, the career choices of the participants in
this research are the college graduating students’ actual choices, making the results of

the study more reliable.

Third, though the intention-behavioral model has been widely applied in the
vocational field, few prior researches have examined the link between career intention
and career choice, let alone the intention and choice of working at SOE or POE. This
study collects information from college graduating students who have already signed
contracts with SOE or POE, analyzes data with the help of logit model, and offers
empirical contribution to the understanding of vocational field, finding the positive
linkage between college graduating students’ career intention of working at SOE and

career choice of working at SOE.
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Fourth, a significant negative relationship is found between the career intention and
career choice of college graduating students to work at POE. Based on the theory of
planned behavior, there should be a positive relationship between the intention of
individual and his or her behavior. However, a significant negative relationship
emerged between the intentions and the graduating students’ actual choice of working
at POE. The reasons can be various. And one of the possible explanations is that even
though the graduating students have the intention of working at POE, there might be
some moderating factors influencing their real action. Another reason could be the
opportunity, because an individual is supposed to carry out the intention when
opportunities arise (Ajzen, 2002a). Due to various reasons, the time to implement the

intention is still not coming.

5.2.5 Perceived behavioral control and career choice of SOE or POE

This study offers empirical contribution to the linkage between perceived behavioral
control and college graduating students’ career choice of working at SOE or POE in

one of the Easter countries-China.

First, as it mentioned earlier, prior researches usually explore the construct perceived
behavioral control from one aspect, which may lead to significant measurement
errors, while this study puts self-efficacy and perceived controllability together to

measure the variable, making the results more reliable.

Second, prior studies usually pay attention to the career choice of young adults at the
choice stage, and the questions listed in the questionnaire are “When | grow up, |
want to be...” or “When | graduate, | want to work at...” (Amit & Gati, 2013; Rule et
al., 2015), while in this study, the career choices of respondents are the real jobs that
the college graduating students singed contract with, which makes this study offering

contribution to the vocational research.

Third, most previous studies explore the relationship between PBC and behavioral
intentions and few attempts to discover the linkage between PBC and action due to
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various reasons, while this study conducted empirical research to investigate the

relationship, though it is not statistically positive.

Fourth, as it mentioned earlier, the previous studies mainly fixates on the research of
career choice in Western culture, while this study introduces the career choice of
college graduating students working at SOE or POE from Eastern culture. In
particular, the SOE, which upheld employment security and status equality (Ding et
al., 2001), are known as the so-called “iron rice bowls” or even “golden rice bowls” in
Chinese context. The POE, which are featured with performance-oriented system that
was not given rise to until the reform in 1978, consist of a series of internally
consistent HR practices which pay attention to the development of work-related
techniques of employees, to the motivation and to the opportunities provision for the

utilization of employees.

5.2.6 Perceived behavioral control and career choice mediated by

behavioral intention

This study offers empirical contribution to the linkage among perceived behavioral
control, career intention and career choice of college graduating students working at
SOE or POE in China.

First, due to the unique institutional and economic conditions (Liu, 2017), China
provides an appropriate research setting for investigating the career intention and
career choice of working at SOE or POE which are featured with maintenance- and
performance-oriented HR sub-systems respectively. Therefore, this study answers the
continuous calls of vocational research in Eastern culture by collecting questionnaires
from China’s two key universities, discovering and analyzing some factors

influencing their choices.

Second, this study highlights the types of firms that the college graduating students
signed contract with, SOE and POE. Surprisingly, according to the scope of
knowledge of the author, no studies have tested this long discussed and attention
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drawn career choice of college graduating students in China. The situation is the same
with career intention of working at SOE or POE, and less is known about college
graduating students’ career intention in the present literature. This study expands the

research in vocational field.

Third, this study provides empirical contribution to the link between perceived
behavioral control, career intention and career choice, statistically supporting the
positive and indirect relationship between perceived behavioral control and career
choice of working in POE and SOE meditated by behavioral intention. Surprisingly,
few prior studies have explored the linkage among perceived behavioral control,
behavioral intention and action, while this study fills the gap in the current literature
by offering statistic evidence.

5.3 Academic Contribution

By linking maintenance- and performance-oriented HR subsystems and career
intention, this study contributes to the current literature more understanding of the
link between HR practices and graduating students’ career intention of working at
SOE or POE, and it adds to the empirical tests of HR practices. It shows that the
performance- and maintenance-oriented subsystems of HR practice in the enterprises
are still the concerns of college graduating students and their parents when choosing
the careers. It demonstrates college students still value their parents’ opinions
regarding to career choice--one of the most important and difficult determinations in
their life transference.

Besides, it provides more empirical evidence regarding the application of TPB in
China--a non-western context as well, offering support for the TPB that attitude,
subjective norm and perceived behavioral control will influence the behavioral
intention, which will further influence the behavior. In particularly, the study shows
there is a significant positive relationship between college graduating students’
intention to work in a SOE and their career choice of working at SOE. As most
researches in the literature focused on the relationship between behavioral intention
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and the three variables, the study fills the gap in the literature by empirically
exploring the relationship between behavioral intention and actions. In addition, the
perceived subjective norm in this research is the college students’ perception of their
parents, that is, the social pressure coming from their parents who are important to the
college graduating students and who think whether the students should choose to
work at POE or SOE or not. It demonstrates that the normative belief will influence

the subjective norm of the college graduating students to conduct their career choice.

Through the combination of self-efficacy and controllability when measuring the
concept perceived behavioral control of college graduating students, the study adds
more empirical tests and reliability to the construct and of the TPB theory, which
make the results of the study more reliable than other researches with only one scale.
In addition, this study expands the research of TPB by statistically testing the linkage
between behavioral intention and behavioral choice, between PBC and career choice,
and among PBC, career intention and career choice, since most of the prior studies
only explores the relationship between the three antecedents--attitudes, subjective

norm, and PBC-- and behavioral intention.

5.4 General Recommendation and Suggestions for Managers, Colleges,

Parents and Students

This study provides some managerial implications for the managers and colleges. For
the managers, according to Cohen (1992), a maintenance-oriented HR subsystem
encourage the exchange of resources that are at the lower preference order of
managers, such as security, therefore, it is possible to induce comparatively lower
order continuance commitment; while for performance-oriented HR subsystem, it
encourages the exchange of resources that satisfy managers’ primary needs, such as
the development of skills (Cohen, 1992; Meyer & Allen, 1997), and thus is possible to
draw higher order affective commitment. Ostroff and Bowen (2000) hold the similar
opinion and they have proposed that HR practices can shape employees’ collective
attitudes, such as organizational commitment, which in turn influences firm

performance. Therefore, to attract the new workforce joining their enterprises and
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further talents retention, the managers should find a balance between maintenance-
and performance-oriented subsystems, whether the firms are SOE or POE. In any
case, as the would-be managers of college graduating students, one of the top
concerns is the need of young talents from a job (McCleary & Weaver, 1998).
Therefore, some in-depth interviews with the would-be employees could be
conducted to better understand their requirements and hence promote the HR system.
No matter what kind of commitment, continuous or affective, the HR subsystems can
shape the employees’ organizational commitment, which will further affect their
performance, or even the firm performance. Therefore, it is quite critical for the
managers to take both maintenance- and performance-oriented subsystems into

consideration to promote their HR practices.

For the college, this study also offers some interesting managerial insights. First, the
study shows that the age of college graduating students is positively related to their
career intention of working at SOE, that is, with their ageing growing, more students
will choose working at SOE. Therefore, when providing career guidance for college
graduating students with different education levels, the universities can take their
needs in consideration and help students of different level better target their future
jobs or career. Next, among all the respondents with management major, more than
70% choose working at SOE. It can be inferred that most students still regard stability
and security as their top concerns when choosing a job. One of the possible reasons is
that they may be lack of courage or confidence, thus the universities can encourage
the students to challenge themselves more and some training sessions could also be
offered to improve the college graduating students’ career skills. In addition, to make
students better understand their truly needs and wants in their future jobs, career

related information and career guidance at campus should be offered as well.

The results of this research also provide some practical suggestions for the students
and parents. For the college graduating students, they should not simply follow their
parents’ expectation, but look inside and find out more about their truly needs. In
addition, the students should pay more attention on self-independent and self-

improvement, enhancing their comprehensive capacities. With professional
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knowledge and skills, right judgment, amazing resilience, the college graduating
students could set up right employment outlook, choose the jobs rationally, and
develop their own career path. For the parents, as one of the most influential figures
for the college graduating students, more communications about the career intention
are strongly encouraged, not only between parents and students, but between parents
and colleges. Some parents are lack of information about career status and policy, and
place more emphasis on the comparatively comfortable, stable, and decent jobs,
discouraging students’ personal development. Therefore, these parents should
advance their education and employment outlook and learn more about the majors,
career prospects, and demands of the society. Furthermore, when offering practical
and reasonable suggestions, parents should respect the needs and requirements of their
children as well, avoiding too much dependence of children on the parents.

5.5 Research Conclusion

The employment choice is one of the most critical and difficult decisions for college
graduating students to make. And decades of researches have witnessed the
exploration of students’ career intention and career choices. However, according to
the scope of knowledge of the author’s existing literature, less has been know about
the variables affecting the graduating students’ career intention and career choice in
the situation of salary-based enterprises, especially state-owned and private owned
enterprises, even less about the relationship of graduating students’ career intention
and career choice. Therefore, with the help of Theory of Planned Behavior, the study
attempts to analyze the career intention and career choice of college graduating
students from the new perspective--the dual human resource system, that is,

maintenance-oriented and performance-oriented sub human resource systems.

The study explored the relationship between human resource system, parents’
expectation, self-efficacy and career locus of control, college graduating students’
career intention and career choice of working at state-owned or private-owned
enterprises with the application of the theory of planned behavior, which can widen

the scope of literature in vocational field. In addition, to the best of the author’s
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knowledge, little previous research has been done to associate human resource system
with career intention and career choice. Therefore, the study somehow fills the gap in
the vocational field and can also improve the understanding of college graduating
students’ career intention and career choices. Moreover, with the respect to perceived
behavioral control, career decision-making self-efficacy and career locus of control
were combined together to examine the relationship between perceived behavioral
control and career intention, and career choice, which considers more about the

completeness of the variable.

Due to the concern of research objectives, quantitative research methodology was
adopted in this study and a questionnaire, which was based on previous research, were
distributed to participants who were college graduating students majoring
managements in Chongging University and Southwest University--two key
universities in Chongging, China. In total, 477 surveys were completely filled,

yielding 70.15% response rate.

There are six hypotheses, which were tested with PLS and logit model, proposed in
this study and most of them are statistically supported. This study finds that there is a
positive relationship between the perceived maintenance-oriented HR system of
individuals and their intention to work in SOE; there is a positive relationship
between the parents’ expectation valuing SOE with maintenance-oriented HR system
and graduating students’ intention of working at SOE, and between parents’
expectation valuing POE with performance-oriented HR system and graduating
students’ intention of working at POE; college graduating students with higher level
of perceived control have stronger intention to work at POE rather than SOE; there is
a significant positive relationship between graduating students’ intention to work in
SOE and the career choice of SOE; and there is a significantly positive and indirect
relationship between perceived behavioral control and career choice of working in

SOE mediated by behavioral intention.

As for the factor parents’ expectation, the results demonstrate that the college

graduating students are still affected by the people who are important to them and the
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perceived normative pressure from important others has significant influence on their

intention to join their ideal enterprises, but the influence may not as strong as before.

5.6 Limitations

This study is not without limitations. First, the snowball questionnaire collecting
technique and online survey are adopted in this study to collect data in China, and
respondents finish the questionnaires from online groups. It is quite possible that
some participants fill out the questionnaire without giving much thought, and
therefore, the questionnaires are not treated as seriously as possible. In this situation,
the researcher has little control over the questionnaires filled out and jeopardizes the
survey’s reliability (Lefever, Dal, & Matth msdd@tir, 2007). In addition to that, the
snowball sampling technique may result in bias due to non-adoption of probability
sampling and making it difficult to generalize the results to large population of

interest.

Second, a self-reported questionnaire is adopted in this study, it is possible that some
participants tend to give answers that they believe to be viewed favorably, which
results in social desirability bias. In addition, it is widely believed that the
relationships between variables which are measured by self-reported questionnaire
will be inflated by common method bias. One of the reasons is the implicit social
desirability that is related to questions answering in the questionnaire in a specific
way, which will result in Another cause is the instructions which are at the beginning
of the questionnaire may have influence on the responses offered by various
participants in the similar general direction, resulting in some common variation
shared by the indicators (Kock, 2015).

Third, the respondents are mainly from two key universities of Chongging in China.
In addition, the 477 respondents cannot truly represent the general population of
college graduating students. Therefore, this limits the ability to generalize the results

here.
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Fourth, among the 477 respondents, the ones choosing working at private-owned
enterprises are only 125. Compared with 353 at state-owned enterprises, the number
of working at private-owned ones is a small sample size. Therefore, the accuracy of
results generated in this study will be affected.

Fifth, the information attained in this study is a little bit narrow, and R? is only 20% in
PLS analysis, which means only about 20% can be explained by the constructs.
Therefore, more variables should be added into explore the influence, for instance, the
salary and bonus, the location of the enterprise, the prospects of personal and
enterprise development, and other factors which affects college graduating students’

career intention and career choice, such as peers, teachers, and best friends.

5.7 Recommendations for Future Research

The results of the research also provide some recommendations. As for the sample
size, in the future research, large size of the sample should be collected to provide
more reliable results. And it would be ideal to use more diverse samples, such as
those from different universities, colleges, and regions. In addition, probability
sampling technique should be adopted in the future research to generalize the results
to a large population of interest. Furthermore, more information can be investigated in
the future research, such as peers and teachers. Next, it will be more valuable to
examine the samples from different countries and to compare the similarities and
differences of college graduating students’ career intention of career choice.
Furthermore, the questionnaires were collected after the graduating students signed
contracts with SOE and POE. The longitudinal data can be collected in the future
research to track changes from the same subjects over time, and to generate more
accurate results, ruling out the possibility of reverse-causality issue that might bias the
interpretation of the result. At last, the qualitative research about the reasons of
graduating students’ career intention and choice of working at SOE and POE can be

carried out in the future to explore more meaningful results.



BIBLIOGRAPHY

A Agarwala, T. (2008). Factors influencing career choice of management students in
India. Career Development International, 13(4), 362-376.

Agliata, A., &Renk, K. (2008). College students' affective distress: The role of
expectation discrepancies and communication. Child& family studies, 18(4),
1341-1352.

Ajay, S.S., & Micah, B.M. (2014). Sampling techniques & determination of sample size
in applied statistics research: An overview. International Journal of Economics,
Commerce and Management, 2(11), 1-22.

Ajzen, 1. (1991). The theory of planned behavior. Organizational Behavior and Human
Decision Process, 50(2), 179-211.

Ajzen, 1. (2002a). Perceived behavioral control, self-efficacy, locus of control, and the
theory of planned behavior. Journal of Applied Social Psychology, 32(4), 665-
683.

Ajzen, I. (2002b). Perceived behavioral control, self-efficacy, locus of control, and the
theory of planned behavior. Journal of Applied Social Psychology, 32(4), 665-
683.

Ajzen, I. (2015). Consumer attitudes and behavior: the theory of planned behavior
applied to food consumption decisions. Rivista di Econmia Agraria, Anno LXX
(2), 121-138.

Ajzen, I. (Ed.). (1985). From intentions to actions: A theory of planned behavior.
Heidelberg, Germany: Springer.

Ajzen, I. (Ed.). (1989). Attitude structure and behavior. Hillsdale, NJ, England:
Lawrence Erlbaum Associates, Inc.

Ajzen, 1. (Ed.). (1996). The social psychology of decision making. New York, NY:
Guilford.

Ajzen, I, Csasch, C., & Flood, M. G. (2009). From intention to behavior:
Implementation intention, commitment, and conscientiousness. Journal of
Applied Social Psychology, 39(6), 1356-1372.

Ajzen, I., & Madden, T. J. (1986). Prediction of goal directed behavior: Attitudes,

intentions and perceived behavioral control. Journal of Experimental Social



89

Psychology, 22(5), 453-474.

Ajzen, ., & Sheikh, S. (2013). Action versus inaction: anticipated affect in the theory of
planned behavior. Journal of Applied Social Psychology, 43(1), 155-162.

Anana, E. D. S., &Nique, W. M. (2010). Personal values in relation to graduate career
choices. International Journal of Public Sector Management, 23(2), 158-168.

Armitage, C. J., & Conner, M. (2001). Efficacy of the theory of planned behavior: A
meta-analytic review. British Journal of Social Psychology, 40(4), 471-499.

Arnold, J., Clarke, J. L., Coombs, C., Wilkinson, A., Park, J., & Preston, D. (2006).
How well can the theory of planned behavior account for occupational
intentions? .Journal of Vocational Behavior, 69(3), 374-390.

Bandura, A. (1977). Self-efficacy: Toward a unifying theory of behavioral change.
Psychological Review, 84(2), 191-215.

Bandura, A. (1982). Self-efficacy mechanism in human agency. American Psychologist,
37(2), 122-147.

Bandura, A. (1991). Social cognitive theory of self-regulation. Organizational Behavior
and Human Decision Processes, 50(2), 248-287.

Bandura, A., & Adams, N. E. (1997). Analysis of self-efficacy theory of behavioral
change Cogpnitive therapy and research, 1(4), 287-310.

Barkema, H. G., Chen, X. P., George, G., Luo, Y., & Tsui, A. S. 2015. West meets East:
New concepts and theories. Academy of Management Journal, 58, 460-479.

Begley, T. M., & Boyd, D. R. (1987). Psychological characteristics associated with
performance in entrepreneurial firms and smaller businesses. Journal of Business
Venturing, 2(1), 79-93

Belsky, J. (1990). Parental and nonparental child care and children's socio-emotional
development: A decade in review. Journal of Marriage and the Family, 52(4),
885-903.

Betz, N. E., & Hackett, G. (1986). Applications of self-efficacy theory to understanding
career choice behavior. . Journal of Social and Clinical Psychology, 4(3), 279-
289.

Betz, N. E., Klein, K. L., & Taylor, K. M. (1996). Evaluation of a short form of the

career decision-making self-efficacy scale. Journal of Career Assessment, 4(1),



90

47-57.

Betz, N. E., &Voyten, K., K. (1997). Efficacy and outcome expectations infiuence
career exploration and decidedness. The Career Development Quarterly, 46(2),
179-189.

Blustein, D. L. (2011). A relational theory of working. Journal of Vocational Behavior,
79(1), 1-17.

Bounds, P. S. R. (2013). Examining the relationship between career decision self-
efficacy, ethnic identity, and academic self concept and achievement of African
American high school students (PhD (Doctor of Philosophy) ), University of
lowa. Retrieved from http://ir.uiowa.edu/etd/4948

Boyd, N. G., &Vozikis, G. S. (1994). The influence of self-efficacy on the development
of entrepreneurial intentions and actions. Entrepreneurship Theory and Practice,
18(4), 63-77.

Bright, J., Pryor, R., Wilkenfeld, S., & Earl, J. (2005). The role of social context and
serendipitous events in career decision making. International Journal for
Educational and Vocational Guidance, 5, 19-36. doi:10.1007/s10775-005-2123-
6

Buser, T., Niederle, M., & Oosterbeek, H. (2014). Gender, competitiveness, and career
choices. The Quarterly Journal of Economics, 129(3), 1409-1447.

Carr, J., & Sequeira, M. (2007). Prior family business exposure as intergenerational

influence and entrepreneurial intent: A theory of planned behavior approach.
Journal of Business Research, 60(10), 1090-1098.

Caska, B. A. (1998). The search for employment: Motivations on engage in coping
behavior. Journal of Applied Psychology, 28(3), 206-224.

Cendrowski, S. (2016). China's global 500 companies are bigger than ever--and mostly
are  stated-owned. from http://fortune.com/2015/07/22/china-global-500-

government-owned/

Chang, M. K. (1998). Predicting unethical behavior: A comparison of the theory
reasoned action and theory of planned behavior. Journal of Business Ethics,
17(16), 1825-1834.

Chang, Z. (2010). An investigation of contextual factors and dispositional


http://ir.uiowa.edu/etd/4948
http://fortune.com/2015/07/22/china-global-500-government-owned/
http://fortune.com/2015/07/22/china-global-500-government-owned/

91

characteristics in the career development of Hmong American and Caucasian
American college students: A comparison study using a social cognitive career
theory perspective. Dissertation Abstracts International: Section B: The Sciences
and Engineering, 70 (9-B).

Chen, P., & Liaw, F. (1993). Evaluation of individual counseling service for university
counseling center: National Normal University Counseling Center. Guidance &
Counseling, 1, 57-78.

Chen, X. H., & Lau, C. (2000). Enterprise Reform: A Focus on State-owned
Enterprises. Hong Kong: Chinese University Press.

Cheng, H. H., & Huang, S. W. (2013). Exploring antecedents and consequence of online
group-buying intention: An extended perspective on theory of planned behavior.
International Journal of Information Management, 33(1), 185-198.

Cheng, W. (2007). Comparative study of quantitative and qualitative methodology in
management. Market Modernization, 520, 160-161.

Cheung, S. F., & Chan, D. K. S. (2000). The role of perceived behavioral control in
predicting human behavior: A meta-analytic review of studies on the theory of
planned behavior. Chinese University of Hong Kong. Dissertation.

Chongqing Government. (2018). Annual Report of College Graduates’ Employment of
Chonggqing. http://jw.cg.gov.cn/ltem/33214.aspx

Chou, C. S., Kuppusamy, J., &Jusoh, M. (2005). Entrepreneurial career among business
graduates: Match-making using theory of planned behavior. International
Journal of Entrepreneurship, 9(1), 67-90.

Chuang, N.K., & Dellmann-Jenkins, M. (2010). Career decision making and intention:
A study of hospitality undergraduate students. Journal of Hospitality & Tourism
Research, 34(4), 512-530.

Chuene, K., Lubben, F., & Newson, G. (1999). The views of pre-service and novice
teachers on mathematics teaching in South Africa related to their educational
experience. Educational Research, 41(1), 23-34.

Cohen, A. (1992). Antecedents of organizational commitment across occupational
groups: A meta-analysis. Journal of Organizational Behavior, 13, 539-558.

Conner, M., & Armitage, C. J. (1998). Extending the theory of planned behavior: A


http://jw.cq.gov.cn/Item/33214.aspx

92

review and avenues for further research. Journal of Applied Social Psychology,
28(15), 1429-1464.

Creed, P., Doherty, F., & O'Callaghan, F. (2008). Job-seeking and job-acquisition in
high school students. Journal of Vocational Behavior, 73(2), 195-202.

Cui,Y.(2019). Discussion on China’s College students’ employment structure and
quality evaluation. Journal of Liaoning Administrative College, 3, 33-36.

Ding, D.Z., Goodall, K. & Warner, M. (2000). The end of the “iron rice bowl”: Whither
Chinese human resource management? International Journal of Human
Resource Management, 11(2), 217-236.

Ding, D. Z.,, Lan, G., & Warner, M. (2001). A new form of Chinese human resource
management? Personnel and labor-management relations in Chinese township
and village enterprises: A case study approach. Industrial Relations Journal,
32(4), 328-343.

Ding, D. Z., & Warner, M. (2001). China's labor-management system reforms: Breaking
the “three old irons™ (1978-1999). Asia Pacific Journal of Management, 18(3),
315-334.

Ding, G. (2004). Chinese college students’ employment. Journal of Chinese College

Students’ Employment, z(2), 116-118.

Ding, Z., & Ng, F. (2009). Knowledge sharing among architects in a project design
team: an empirical test of theory of reasoned action in China. China
Management Studies, 3(2), 130-142.

Dyer, W. G. (1994). Toward a theory of entrepreneurial careers. Entrepreneurship
Theory and Practice, 19(2), 7-21.

Fan, W., Cheung, F. M., Leong, F. T. L., & Cheung, S. F. (2014). Contribution of
family factors to career readiness: A cross-cultural comparison. The Career
Development Quarterly, 62(3), 194-209.

Fan, W., Hao, D., & Yuen, M. (2013). Psychometric properties of the career and talent
development self-efficacy scale when used with university students in China.
Asian Journal of Counseling, 20(1), 59-84.

Fang, L., Bai L., & Lin W. (1996). Construction on Holland Chinese career interest

scale. Journal of Psychology, 28(2), 113-120.



93

Fayolle, A., &Linan, F. (2014). The future of research on entrepreneurial intentions.
Journal of Business Research, 67(6), 663-666.

Ferry, T. R., Fouad, N. A., & Smith, P. L. (2000). The role of family context in a social
cognitive model for career-related choice behavior: A math and science
perspective. Journal of Vocational Behavior, 57(3), 348-364.

Fishbein, M. (1980). Paper presented at the Nebraska Symposium on Motivation,
Lincoln, NE.

Fishbein, M., & Ajzen, I. (1975). Belief, Attitude, Intention, and Behavior: An
Introduction to Theory and Research.

Fisher, W. A., Kohut, T., Salisbury, C. M. A., &Salvadori, M. I. (2013). Understanding
human papillomavirus vaccination intentions: Comparative utility of the theory
of reasoned action and the theory of planned behavior in vaccine target age
women and men. International Society for Sexual Medicine, 10(10), 2455-2464.

Fouad, N., Kantamneni, N., Smothers, M. K., Chen, Y. L., Fitzpatrick, M. E., &
Guillen, A. (2008). Asian American career development: A qualitative analysis.
Journal of Vocational Behavior, 72(1), 43-59.

Froiland, J. M., Peterson, A., & Davison, M. L. (2013). The long-term effects of early
parent involvement and parent expectation in the USA. School Psychology
International, 34(1), 33-50.

Gerhart, B., Wright, P., McMahan, G., & Snell, S. (2000). Research on human resource
decisions and firm performance: How much error is there, and how does it
influence effect size estimates? Personnel Psychology,53, 803-834.

Giles, M., & Larmour, S. (2000). The theory of planned behavior: A conceptual
framework to view the career development of women. Journal of Applied Social
Psychology, 30(10), 2137-2157.

Giles, M., & Rea, A. (1999). Career self-efficacy: An application of the theory of
planned behavior. Journal of Occupational and Organizational Psychology,
72(3), 393-398.

Glenn, D. 1. (1992): Sampling the Evidence of Extension Program Impact. Program
Evaluation and Organizational Development. IFAS, University of Florida.

Godin, G., & Kok, G. (1996). The theory of planned behavior: A review of its



94

applications to health-related behaviors. American Journal of Health Promotion,
11(2), 87-98.

Goldenberg, C., Gallimore, R., Reese, L., & Garnier, H. (2001). Cause or effect? A
longitudinal study of immigrant Latino Parents' aspirations and expectations, and
their children's school performance. American Educational Research Journal,
38(3), 547-582.

Gong, Y., Law, K. S., Chang, S., & Xin, K. R. (2009). Human resource management
and firm performance: The differential role of managerial affective and
continuance commitment. Journal of Applied Psychology, 94(1), 263-275.

Greenberg, M. T., Siegel, J. M., & Leitch, C. J. (1983). The nature and importance of
attachment relationships to parents and peers during adolescence. Journal of
Youth and Adolescence, 12(5), 373-386.

Guo, K. (2015). Teacher knowledge, child interest, and parent expectation: Factors
influencing multicultral programs in early childhood setting. Australasian
Journal of Early Childhood, 40(1), 326-339.

Hackett, G., & Betz, N. E. (1981). A self-efficacy approach to the career development
of women. Journal of Vocational Behavior, 18(3), 326-339.

Hampton, N. Z. (2005). Testing for the structure of the career decision self-efficacy
scale-short form among Chinese college students. Journal of Career Assessment,
13(1), 98-113.

Hampton, N. Z. (2006). A psychometric evaluation of the career decision self-efficacy
scale-short form in Chinese high school students. Journal of Career
Development, 33(2), 142-155.

Han, H., Hsu, L., & Sheu, C. (2010). Application of the theory of planned behavior to
green hotel choice: testing the effect of environmental friendly activities.
Tourism Management, 31(1), 325-334.

Han, Q., & Xu, L. (2019). The analysis of the post-90s college students’ vocational
value based on the data of CGSS2015. Theory Frontier, 12, 34-38.

Hansen, T., Jensen, J. M., & Solgaard, H. S. (2004). Predicting online grocery buying
intention: A comparison of the theory of reasoned action and the theory of

planned behavior. International Journal of Information Management, 24(6),



95

539-550.

Heirman, W., & Walrave, M. (2012). Predicting adolescent perpetration in
cyberbullying: An application of the theory of planned behavior. Psicothema,
24(4), 614-620.

Holland, J. I. (1959). A theory of vocational choice. Journal of Counseling Psychology,
6, 35-45.

Holland, J. I. (1966). The psychology of vocational choice: A theory of personality
types and environmental models. The Journal of Human Resources, 97(2), 383.

Hsu, M. S. (2012). A study of internship attitude, subjective norm, perceived behavioral
control, and career planning of hospitality vocational college students. Journal of
Hospitality, Leisure, Sport & Tourism Education, 11(1), 5-11.

Huang, J. (2007). Empirical analysis of personal factors and college graduates’
employment. Journal of Exploration on Higher Education, 4, 117-120.

Huang, J. T. (2011a). Application of planned behavior theory to account for college
students’ occupational intentions in contingent employment. The Career
Development Quarterly, 59(5), 455-467.

Huang, J. T. (2011b). Application of planned behavior theory to account for intentions
in contingent employment. The Career Development Quarterly, 59(5), 455-466.

Huang, Z., & Zhou, L. (2016). Analysis of family factors in college students’

employment choices--Based on the investigation of six universities graduates
in Fujian province. Heilongjiang Researches on Higher Education, 261(1),
114-116.

Ifinedo, P. (2002). Understanding information systems security policy compliance:
integration of the theory of planned behavior and the protection motivation
theory. Computer and Security, 31(1), 83-95.

Isik, E. (2013). Perceived social support and locus of control as the predictors of
vocational outcome expectations. Educational Science: Theory & Practice,
13(3), 1426-1430.

Jackson, S. E., Schuler, R. S., & Jiang, K. (2014). An aspirational framework for
strategic human resource management. The Academy of Management Annals,
8(1), 1-56.



96

Jiang, Y. (2011). Social Science Methodology. Chongging: Chongging University Press.

Jiang, Z. (2014). Emotional intelligence and career decision-making self-efficacy:
national and gender differences. Journal of Employment Counseling, 51(3), 112-
124,

Jimmieson, N. L., White, K. M., & Zajdlewicz, L. (2009). Psychosocial predictors of
intentions to engage in change supportive behaviors in an organizational context.
Journal of Change Management, 9(3), 233-250.

Jin, L. L, Ye, S. Q., & Watkins, D. (2012). The dimensionality of the Career Decision
Self-Efficacy Scale-Short Form among Chinese graduating students. Journal of
Career Assessment, 20(4), 520-529.

Katz, D., & Kahn, R. L. (1978). The social psychology of organizations. New York:
Wiley.

Katz, J. (1992). A psychosocial cognitive model of employment status choice.
Entrepreneurship Theory and Practice, 17(1), 29-36.

Kean, P. E. D. (2005). The influence of parent education and family income on child
achievement: The indirect role of parental expectations and the home
environment. American Psychological Association, 19(2), 294-304.

Khapova, S. N., Arthur, M. B., Wildersom, C. P. M., & Svensson, J. S. (2007).
Professional identity as the key to career change intention. Career Development
International, 12(7), 584-595.

Kim-Soon, N., Ahmad, A.R., & Ibrahim, N.N. (2016). Theory of planned behavior:
Undergraduates’ entrepreneurial motivation and entrepreneurship career
intention at public university. Journal of Entrepreneurship: Research &
Practice, 2016(2016), 1-14.

Kish, L. (1965). Survey Sampling. New York: John Wiley and Sons.

Kishor, N. (1981). The effects of self-esteem and locus of control in career decision
making of adolescents in Fiji. Journal o Vocational Behavior, 19(2), 227-232.

Knight, D.K., Crutsinger, C., & Kim, H. (2006). The impact of retail work experience,
career expectation, and job satisfaction on retail career intention. International
Textile Association, 24(1), 1-14.

Kock, N. (2015). Common method bias in PLS-SEM: A full collinearity assessment



97

approach. International Journal of e-Collaboation, 11(4), 1-10.

Kolvereid, L. (1996). Organizational employment versus self-employment: Reasons for
career choice intention. Entrepreneurship Theory and Practice, 20(3), 23-32.

Kolvereid, L., & Isaksen, E. (2006). New business start-up and subsequent entry into
self-employment. Journal of Business Venturing, 21(6), 866-885.

Koropp, C., Kellermanns, F. W., Grichnik, D., & Staney, L. (2014). Financial decision
making in family firms: An adaptation of the theory of planned behavior. Family
Business Review, 27(4), 307-327.

Kwan, K. L. K. (2000). Counseling Chinese peoples: Perspectives of filial piety. Asian
Journal of Counseling, 7(1), 23-42.

Lease, S. H. (2004). Effect of locus of control, work knowledge, and mentoring on
career decision-making difficulties: Testing the role of race and academic
institution. Journal of Career Assessment, 12(3), 239-254.

Lee, J. (2009). State Owned Enterprises in China: Reviewing the Evidence. Paris,
France. Retrieved from http://www.oecd.org/dataoecd/14/30/42095493.pdf.

Lee, M. C. (2009). Factors influencing the adoption of internet banking: An integration

of TAM and TPB with perceived risk and perceived benefit, Electronic
Commerce Research and Application, 8(3), 130-141.

Lepak, D. P., & Snell, S. A. (2002). Examining the human resource architecture: The
relationships among human capital, employment, and human configurations.
Journal of Management, 28(4), 517-533.

Lent, R. W., Brown, S. D., & Hackett, G. (1994). Toward a unifying social cognitive
theory of career and academic interest, choice, and performance. Journal of
Vocational Behavior, 45(1), 79-122.

Leung, S. A, Hou, A. J., Gati, I., & Li, X. (2011). Effects of parental expectations and
cultural-values orientation on career decision-making difficulties of Chinese
university students. Journal of Vocational Behavior, 78(1), 11-20.

Li, K. (2012). Study on Holland interest theory, majors and career choices. Journal of
Shanxi Higher College Social Science, 3, 96-98.

Ling, W., Fang, L., & Bai, L. (1999). Study on Chinese college students’ career value.
Journal of Psychology, 3, 342-348.


http://www.oecd.org/

98

Liang, X., Marler, J., & Cui, Z. (2012). Strategic human resource management in China:
East meets west. .The Academy of Management Perspectives, 26(2), 55-70.

Lin, J. Y., Cai, F., & Li, Z. (1998). Competition, policy burdens, and state-owned
enterprise reform. The American Economic Review, 88(2), 422-427.

Linan, F., & Chen, Y. W. (2009). Development and cross-cultural application of a
specific instrument to measure entrepreneurial intentions. Entrepreneurship
Theory and Practice, 33(3), 593-617.

Liu, D., Gong, Y., Zhou, J., & Huang, J. C. (2017). Human resource systems, employee
creativity, and firm innovation: The moderating role of firm ownership.
Academy of Management, 60(3), 1164-1188.

Lu, C, Siu, O., Au, W., & Leung, S.S.W. (2009). Manager’s occupational stress in
state-owned and private enterprises in the People’s Republic of China. The
international Journal of Human Resource Management, 20(8), 1670-1682.

Ma, X. (2001). Participation in advanced mathematics: Do expectation and influence of
students, peers, teachers, and parents matter? Contemporary Educational
Psychology, 26(1), 132-146.

Madden, T. J., Ellen, P. S., &Ajzen, 1. (1992). A Comparison of the Theory of Planned
Behavior and the Theory of Reasoned Action. Personality and Social
Psychology Bulletin, 18(1), 3-9.

Masser, B. M., Bednall, T. C., White, K. M., & Terry, D. (2012). Predicting the
retention of first-time donors using an extended Theory of Planned Behavior.
Transfusion, 52(6), 1303-1310.

Mathieson, K. (1991). Predicting user intentions: Comparing the technology acceptance
model with the theory of planned behavior. Information Systems Research, 2(3),
173-192.

McCleary, K. W., & Weaver, P. A. (1998). The job offers: What today's graduates want.
Cornell Hospitality Quarterly, 28(4), 28-31.

Meyer, J. P., & Allen, N. J. (1997). Commitment in the workplace: Theory, research,
and application. Thousand Oaks. CA: Sage.

Miao, X., & Dong, X. (2005). Career choice theory and college students career
guidance. Journal of Liaoning Higher Vocational College, 3, 152-153.



99

Millar, R., & Shevlin, M. (2003). Predicting career information-seeking behavior of
school pupils using the theory of planned behavior. Journal of Vocational
Behavior, 62(1), 26-42.

Millar, R., & Shevlin, M. (2007). The development and factor structure of a career locus
of control scale for use with school pupils. Journal of Career Development,
33(3), 224-249.

Mo,C. (2019). Analysis on the Employment of College Graduates under the New
Economic Normal. Proceedings of the 1st International Conference on
Business, Economics, Management Science (BEMS 2019). Retrieved from
https://doi.org/10.2991/bems-19.2019.97

Morrison, E. F. (1996). Organizational citizenship behavior as a critical link between
HRM practices and service quality. Human Resource Management, 35(4), 493-

512.

MyCOS Institute. (2012-2019). Chinese College Graduates Employment Annual Report
(2013-2019). Beijing: Social Science Academic Press.

Norman, P., & Hoyle, S. (2004). The theory of planned behavior and breast self-
examination: distinguishing between perceived control and self-efficacy. Journal
of Applied Social Psychology, 34(4), 694-708.

Nunnally, J. C. (1978). Psychometric theory. McGraw-Hill, New York.

Paul, J., Modi, A., & Patel, J. (2016). Predicting green product consumption using
theory of planned behavior and reasoned action. Journal of Retailing and
Consumer Services, 29(5), 123-134.

Pihie, Z. A. L. (2009). Entrepreneurship as a career choice: An analysis of
entrepreneurial self-efficacy and intention of university students. European
Journal of Social Science, 9(2), 338-349.

Qian, H. (2010). Study on college students’ career choices and influencing factors.
Shanghai Transportation College. Dissertation.

Ostroff, C., & Bowen, D. E. (2000). Moving HR to a higher level: HRpractices and
organizational effectiveness. In K. J. Klein & S. W. J.Koslowski (Eds.),
Multilevel theory, research, and methods in organizations(pp. 211-266). San

Francisco: Jossey-Bass.


https://dx.doi.org/10.2991/bems-19.2019.97

100

Quimby, J. L., & De Santis, A. M. (2006). The influence of role models on women’s
career choices.The Career Development Quarterly, 54, 297-306.
d0i:10.1002/j.2161-0045.2006.tb00195.x

Robert, M.G. (2004). Survey Errors and Survey Costs. New York: John Wiley & Sons

Rotter, J. B. (1996). Generalized expectancies for internal and external control of
reinforcement. Psychological Monograph: General and Applied, 609(88), 1-28.

Saks, A. M., Zikic, J., & Koen, J. (2015). Job search self-efficacy: Reconceptualizing
the construct and its measurement. Journal of Vocational Behavior, 86, 104-114.

Schein, E. (1996). Career anchors revisited: Implications for career development in the
21st century. The Academy of Management Executive, 10(4), 80-88.

Shek, D. T. L., & Chan, L. K. (1999). Hong Kong Chinese parents’ perceptions of the
ideal child. Journal of Psychology, 133(3), 291-302.

Sheppard, B. H., Hartwick, J., & Warshaw, P. R. (1988). The theory of reasoned action:
a meta-analysis of past research with recommendations for modifications and
future research. Journal of Consumer Research, 15(3), 325-343.

Solesvik, M., Westhead, P., Kolvereid, L., & Matlay, H. (2012). Student intentions to
become self-employed: the Ukrainian context. Journal of Small Business and
Enterprise Development, 19(3), 441-460.

Song J. X. (2017). Thoughts of theory and practice research on career choices of

employment for college students. Journal of Ningbo Polytechnic, 21(2), 1-10.

Song, Z., Wangberg, C., Niu, X., & Xie, Y. (2006). Action-state orientation and the
theory of planned behavior: A study of job research in China. Journal of
Vocational Behavior, 68(3), 490-503.

Sparks, P., Guthric, C.A., & Shepherd, R. (1997). The dimensional structure of the
perceived behavioural control construct. Journal of Applied Social Psychology,
27(5), 418-438.

Stebleton, M. J. (2007). Career counseling with African immigrant college students:
Theoretical approaches and implications for practice. The Career Development
Quarterly, 55(4), 290-312.d0i:10.1002/j.2161-0045.2007.tb00085.x

Stodgill, R. M., & Coons, A. E. (1951). Leader behavior: Its description and

measurement: Columbus, OH: Ohio State University, Bureau of Business



101

Research.

Sugahara, S. (2009). The factors influencing accounting school students’ career
intention to become a certified public accountant in Japan. Asian Review of
Accounting, 17(1), 5-22.

Sutton, S. (1998). Predicting and explaining intentions and behavior: How well are we
doing? Journal of Applied Social Psychology, 28(15), 1317-1338.

Szamosszegi, A., & Kyle, C. (2011). An analysis of state-owned enterprise and state
capitalism in China. U.S.-China Economic and Security Review Commission.
from
http://www.uscc.gov/sites/default/files/Research/10 26 11 CapitalTradeSOEtu
dy.pdf

Taylor, K. M., & Betz, N. E. (1983). Applications of self-efficacy theory to the
understanding and treatment of career indecision. Journal of Vocational
Behavior, 22(1), 63-81.

Taylor, K. M., &Popma, J. (1990). An examination of the relationships among career

decision-making self-efficacy, career salience, locus of control, and vocational
indecision. Journal of Vocational Behavior, 37(1), 17-31.

Taylor, S., & Todd, P. (1995). Decomposition and crossover effects in the theory of
planned behavior: A study of consumer adoption intentions. International
Journal of Research in Marketing, 12(2), 137-155.

Tennenhaus, M. (1998). Pls regression methods. Journal of Chemo metrics, 2(3), 211-
228.

Tkachev, A., &Kolvereid, L. (1999). Self-employment intentions among Russian
students. Entrepreneurship & Regional Development, 11(3), 269-280.

Tsai, K. S. (2007). Capitalism without democracy: The private sector in contemporary
China.NewYork: Cornell University Press.

Tsang, S., Wang, W., & Ku, H. (2015). The intention of job seekers to apply for jobs in
small and medium-size coastal enterprises based on the theory of planned
behavior. Journal of Coastal Research, 73(special issue), 665-675.

Tucker, I. B. (1990). Employer seniority discrimination: Evidence from entrepreneurial

occupational choice. Economic Letters, 32(2), 85-89.


http://www.uscc.gov/sites/default/files/Research/10_26_11_CapitalTradeSOEStudy.pdf
http://www.uscc.gov/sites/default/files/Research/10_26_11_CapitalTradeSOEStudy.pdf

102

J.M. (2003). Job characteristics, physical and psychological symptoms, and
social support as antecedents of sickness absence among men and women in the
private industrial sector. Social Science and Medicine, 57(5), 807-824.

Van Hooft, E. A. J., Born, M. P., Taris, T. W., & Flier, H. (2004). Job search and the
theory of planned behavior: Minority-majority group differences in the
Netherlands. Journal of Vocational Behavior, 65(3), 366-399.

Vermeir, 1., & Verbeke, W. (2008). Sustainable food consumption among young adults
in Belgium: Theory of planned behavior and the role of confidence and values.
Ecological Economics, 64(3), 542-553.

Vondracek, F. W., & Reitzle, M. (1998). The viability of career maturity theory: A
developmental-contextual perspective. The Career Development Quarterly, 47,
6-15. doi:10.1002/j.2161-0045.1998.tb00724.x

Wang, L., & Heppner, P. P. (2002). Assessing the impact of parental expectations and
psychological distress on Taiwanese college students. The Counseling
Psychologist, 30(4), 582-608.

Wang,P., & Chang, L.(2019). Research on Graduate Employment -Tracking Survey of
2005-2009 Graduates Based on Human Resource Management Major of
Zhejiang Sci-Tech University, International Conference on Business,
Economics, Management Science (BEMS 2019). Retrieved from
https://doi.org/10.2991/icmete-19.2019.76

Warmerdam, A., Lewis, |., & Banks, T. (2015). Gen Y recruitment: Understanding
graduate intentions to join an organization using the theory of planned behavior.
Education + Training, 57(5), 560-574.

Walsh, K., & Taylor, M.S. (2007). Developing in-house careers and retaining
management talent: What hospitality professionals want from their jobs. Cornell
Hotel and Restaurant Administration Quarterly, 48, 163-182.

Wei, L. Q., & Lau, C. M. (2005). Market orientation, HRM importance and
competency: Determinants of strategic HRM in Chinese firms. International
Journal of Human Resource Management, 16(10), 1901-1918.

Whiston, S. C., & Keller, B. K. (2004). The influences of family of origin on career


https://dx.doi.org/10.2991/icmete-19.2019.76

103

development: A review and analysis. The Counseling Psychologist, 32(4), 493-
568.

Wilson, F., Kickul, J., &Marlino, D. (2007). Gender, entrepreneurial self-efficacy, and
entrepreneurial career intentions: Implications for entrepreneurship education.
Entrepreneurship Theory and Practice, 31(3), 387-401.

Woodbury, C. A. J. (1999). The relationship of anxiety, locus of control and hope to
career indecision of African American college students. Dissertation Abstracts
International, 59(11A), 4072.

Wu, J, & Wang, L.(2005). The history, status and development of career interests.

Journal of vocational education, 11, 174-175.

Wu, G. J., Tian, Z. L., & Wang, A. W. 2000. Comparative study between state-owned
and private enterprises’ financial environment. Reform, 2, 61-64.

Xiong, Y.(2012). Analysis of factors affecting female college students’ career choices.

Commodity and Quality, 4, 221-222.

Ye, Y. (2013). Role of career decision-making self-efficacy and risk of career options
on career decision-making of Chinese graduates. Psychological Reports:
Employment Psychology & Marketing, 114(2), 625-634.

Yeung, A. S., Kuppan, L., Foong, S. K., Wong, D. J. S., Kadir, M. S., Lee, P. C. K., &
Yao, C. M. (2010). Domain-specificity of self-concept and parent expectation
influences on short-term and long-term learning of physics. New Horizons in
Education, 58(2), 54-72.

Young, R. A, Valach, L., Ball, J., Turkel, H., & Wong, Y. S. (2003). The family career
development project in Chinese Canadian families. Journal of Vocational
Behavior, 62(2), 287-304.

Youniss, J., &Smollar, J. (1985). Adolescent relations with mothers, fathers, and
friends. Chicago: The University of Chicago Press.

Yu, X. Z. (2013). Comparative analysis on performance between state-owned and
private enterprises: From the perspective of contractor. Economic Research
Guide, 192 (10), 43-44.

Yue,C., & Bai,Y. (2018). An empirical study on the employment status of college

graduates in 2017.Journal of East China Normal University (Educational



104

Science Edition), 36(5), 20-32.

Yue, D., & Tian, Y. (2016). Human capital and college students’ employment quality:
The meditating role of career identity. Journal of Jiangsu Higher Education,
2016(1), 101-104.

Zellweger, T., Sieger, P., & Halter, F. (2010). Should I stay or should I go? Career
choice intentions of students with family business background. Journal of
Business Venturing, 26(5), 521-536.

Zhang, B., & Niu Z. (2018). Study on employment status of college students and

countermeasures. Shanxi Science and Technology, 33(4), 119-123.

Zhang, J.Y., Ma, H.S., & Ma, LJ. (2018). Study on the factors affecting college career
choice and career identity--Based on the quality analysis of occupation names.
Journal of Educational Development, 627(2), 30-35.

Zhang, W. (2001). The definition and features of state-owned enterprises. Frontier, 3,

36-39.

Zhang, Y. Y. (2014). Study on the differences between state-owned and private
enterprises. China Management Informationization, 17(20), 57-58.

Zhou, H. (2013). Study on career quality of higher vocational college minority students.
Study on Guizhou Minorities, 5, 219-221.

Zhu, Z.,& Ye, Y. (2019) The influencing factors on high level college graduates’
employment options. China Higher Education, 3(4), 61-63.



Appendix 1 English version of questionnaire

1. Age:

2. Gender:

3. Education:(1. Bachelor Degree 2. Master Degree 3. Doctor Degree)

4. Average monthly family income:(1. Less than $1,500 2. $1,500-$3,000 3. More
than $3,000)

5. Major:(1. Business management 2. Public administration 3. Culture industry
management)

6. Communist party of China membership:_ (1. Yes 0. No)

7. What enterprise did you sign contract with:(1. State-owned enterprise 0. Private-

owned enterprise)

Tasks Strongl | Disagre | Neutra | Agre | Strongl
y e I e y agree
disagre
e
1 2 3 4 5

Perceived maintenance-oriented HR systems

Employment security

ES1 I can expect to stay for as long as | | 1 2 3 4 5

wish in my future enterprise.

ES2 | My future enterprise will try to avoid | 1 2 3 4 5

dismissing employees.

ES3 | Job security is almost guaranteed to | 1 2 3 4 5

employees in the enterprise.

ES4 If the enterprise were facing |1 2 3 4 5

economic problems, | would be the
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last to get cut.

ESS

My future enterprise will offer me a

pledge of employment security.

ES6

Compared to other close competitors,
my future enterprise will offer higher

employment security to me.

Reduct

ion of status distinction

RSD1

In my future enterprise, | can share
the same cafeteria with employees at
different levels.

RSD2

In my future enterprise, | can wear a
common uniform with employees at

different levels.

RSD3

In my future enterprise, | can use the
same company vehicles for business
purposes with employees at different

levels.

RSD4

In my future enterprise, | can stay in
hotels of similar standards on
business trips with employees at
different levels.

RSDS

The rights of employees at different
levels will be equally respected in my

future enterprise.

RSD6

Compared to our close competitors,
my future enterprise will respect
more the equal rights of employees at

different levels.

Perceived performance-oriented HR systems

Selective hiring

SH1

For the positions that my future
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enterprise hires most frequently, we
have many qualified applicants per
position.

SH2

All newly hired employees in my
future enterprise had been selected
based primarily on the results of
validated selection tests.

SH3

All employees are administered many
assessment tools—including
personality, aptitude, and skill tests—
prior to employment in my future

enterprise.

SH4

A strict selection procedure was used
in my future enterprise to hire new

employees.

SHS5

It is difficult to pass our selection

process.

SH6

Compared to our close competitors,
my future enterprise is more selective

in hiring employees.

Participation in decision making through teams

DMT
1

I can participate in  highly
decentralized work groups in my

future enterprise.

1

DMT

I can be involved in formal or
informal management committees or
other related problem-solving

activities in my future enterprise.

DMT

I can receive training in group

problem solving

DMT

I can meet other employees on a
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regular  basis in  management
committees to discuss  critical
company matters in my future

enterprise.

DMT

Management committees in my
future enterprise can exert significant
influence  on  major company

decisions.

DMT

Compared to our close competitors,
my future enterprise relies more
heavily on decentralized management

committees to make major decisions.

Compa

ratively high pay contingent on performance

HPC1

Compensation for employees in my
future enterprise is above the market

average.

1

HPC2

A large proportion of employees’
total compensation is accounted for

by cash plus deferred bonuses.

HPC3

Employees are eligible for annual
deferred incentive plans, profit-
sharing plans, and/or gain-sharing

plans in my future enterprise.

HPC4

Employees own a large amount of the

shares of my future enterprise.

HPCS

The incentive pay of employees in
my future enterprise matches well
with my future enterprise’s financial

performance.

HPC6

Compared to our close competitors,

the average total employment cost per
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employee is larger in my future

enterprise.

Extensive training

ET1

New employees in their first year of
employment typically receive long
hours of training in my future

enterprise.

ET2

Experienced employees (i.e., those
employed more than one year)
typically receive long hours of
training per year in my future

enterprise.

ET3

A large proportion of employees in
my future enterprise are qualified to
perform more than one job through

training or job rotation.

ET4

Employees often participate in cross-
functional training or job rotation in

my future enterprise

ETS

Employees in my future enterprise
often receive training outside their

own functional areas.

ET6

Compared to our close competitors,
my future enterprise offers more

extensive training to employees.

Career

planning and advancement

CPAl

Many managerial positions in my
future enterprise are filled from

within.

CPA2

Employees are promoted based on

merit rather than seniority in my
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future enterprise.

CPA3

Employees have clear career paths

within my future enterprise.

CPA4

Employees have a very bright future

within my future enterprise.

CPAS

Employees’ career aspirations within
my future enterprise are known by

their superiors.

CPAG6

Compared to our close competitors,
Employees in my future enterprise
have better career prospects within

the firm.

Performance appraisal

PAl

Employees regularly receive formal
performance appraisals in my future

enterprise.

PA2

Employees’ performance appraisals
are based on objective, quantifiable

results in my future enterprise.

PA3

Employees often receive
development-focused appraisals in

my future enterprise.

PA4

Employees often receive appraisals

for pay purposes.

PAS

Employees often receive appraisals

for promotion purposes.

PAG

Compared to our close competitors,
my future enterprise has a better-
designed  performance  appraisal

system.

Career locus of control scale
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CLCS

If I am to get the job I want I will

have to do well and try hard.

CLCS

If | get a good job it will be a direct
result of my own ability and

motivation.

CLCS

If 1 do not get the job offers | want
then I will have to work harder at my

job search.

CLCS

The job I will get will depend mainly
on how well I do and how hard | try.

CLCS

| believe that through my own efforts

I will be able to be anything I choose.

CLCS

Whether | get the job | want or not
will depend on whether chance
factors, or luck, are working in my

favor.

CLCS

Luck is the most important factor in
determining whether | will get the job

| want.

CLCS

I expect luck to play a major part in
determining what job I will get.

CLCS

Luck or timing will matter more than
careful planning in determining
whether 1 will be successful in getting
the job I want.

CLCS
10

Whether | get a good job in the future
will depend a lot on whether | get the

right turn of fate.

CLCS
11

It will be an absolute waste of time
for me to make any effort because

there will be no relationship between
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how able | am or how hard I try and

whether or not | get the job | want.

CLCS
12

It does not matter what | want or
what | want to do because | will
simply have to take whatever job I

am offered.

CLCS
13

There is nothing | can do to increase

my chances of getting a decent job.

CLCS
14

Most of the time it doesn’t pay to try
too hard because things never turn

out right anyway.

CLCS
15

The job I will get will not be chosen
by me as the most suitable, but it will
be chosen by society for me.

CLCS
16

It is not what | do that will get me the
job that I want—rather it will be more
dependent on what my parents or

relatives do for me.

CLCS
17

It makes absolutely no difference
whether | prepare well for the job |
want or whether I don’t because in
the long run employers will not give

their jobs to people like me.

CLCS
18

I don’t think that it is worth my while
trying hard because the job I’ll get
will be completely determined by

what other people do.

CLCS
19

It doesn’t matter what career [
want—what | will be is in the hands
of other people, like teachers and

employers.
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CLCS | Whether | get the job I want or not | 1 2 3 4 5
20 will depend on whether | meet the
right people.
Career decision-making self-efficacy short form (CDMSE-SF)
No Very | Moder | Much | Compl
Confid | Little | ate Confid | ete
ence at | Confid | Confid | ence Confid
All ence ence 4 ence
1) ) @) (5)
Decision making
DM1 | Make a plan of your goals for the | 1 2 3 4 5
next 5 years.
DM2 | Determine the steps you need to take | 1 2 3 4 5
to successfully complete your chosen
major.
DM3 | Persistently work at your major or | 1 2 3 4 5
career goal even when you get
frustrated.
DM4 | Determine what your ideal job would | 1 2 3 4 5
be.
DM5 | Make a career decision and then do | 1 2 3 4 5
not worry whether it was right or
wrong.
DM6 | Successfully manage the job |1 2 3 4 5
interview process.
Information gathering
IG1 Find information in the library about | 1 2 3 4 5
occupations you are interested in.
1G2 Find out the employment trends for | 1 2 3 4 5
an occupation over the next 10 years.
IG3 Talk with a person already employed | 1 2 3 4 5
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in the field you are interested in.

1G4

Define the type of lifestyle you would
like.

Problem solving

PS1

Prepare a good resume.

pPS2

Change majors if you did not like

your first choice.

PS3

Change occupations if you are not

satisfied with the one you enter.

Parents’ expectation

PE1

My parents expect me to work in a
firm with maintenance-oriented HR

system.

PE2

My parent would feel proud if 1 work
in a firm with maintenance-oriented

HR system.

Parents’ expectation

PE1 My parents expect me to work in a
firm with performance-oriented HR
system.

PE2 My parent would feel proud if 1 work
in a firm with performance-oriented
HR system.

Career intention

CISO | I intend to engage in Stated-owned

El enterprise employment after
graduating.

CISO | I will try to work in state-owned

E2 enterprise after graduating.

CISO |1 plan to work in state-owned

E3 enterprise after graduating.
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Career intention

CIPO
El

| intend to engage in private-owned
enterprise employment after

graduating.

CIPO
E2

I will try to work in private-owned

enterprise after graduating.

CIPO
E3

| plan to work in private-owned

enterprise after graduating.

Thanks for your cooperation!
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(v WA | AFEE | i | FE | FEER
[Eib=3 =
1 2 3 4 5)
Perceived maintenance-oriented HR systems fa EHY N FHE A
Employment security ZK 424
ES1 | Ay EAEFRRI TR > BT |1 2 3 4 5
EFIRERECHE
ES2 | MBI TR RERNTIER | 1 2 3 4 5
AT
ES3 | LI RA LAEsA Ay TAEEE R | 1 2 3 4 5
E
ESA | FPRERE) TARSRALH B SFRE > | 1 2 3 4 5
i PR R e — MOE BRI -
ESS | v SRk TR gE W BAR (R | 1 2 3 4 5
TEHIPRRE -
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ES6

B ERwfatE, Ar2insairgs
AT AR DIfE e LAE -

Reduct

ion of status distinction Iy ZE 4 it

RSD1

FEBRERI LIRS - FHEENH
B TAE N AR — 125K -

RSD2

FETRIRA LIRehlr - 58 T
o A NI T T (R
R -

RSD3

TEBRERI TR - B 7
LR PRIH G TRaRAA A8 T
HAAIE] -

RSD4

FEBRERA LIRS - S
S ENRHIE G LA RS EETR
A e

RSD5

TEBRERI TARRAY - FHEARFER
A A THINZRREIR S F S EH -

RSD6

GEMNITEF N FHHEE - HERR
SR TAF SR S N B A [F] R 5l
TAY[EZALA] -

Perceived performance-oriented HR systems 53¢ A H &4

Selective hiring ZE£EHE/ZRE

SH1

TERPRAY TR - AR
I EH S R E AL
PMRABIFRZ SR GHIE -

SH2

TERPRAO LIESBf s hr it
WNGPN AU e it
-
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SH3 | fEIFRA LIEARr » HEA SR | 1 2 3
TN GBS - FOiERs -
RESIRIREA -
SHA | fEfFRm TRl » VAR | 1 2 3
7 TR -
SH5 | fEffkfy TiEsafy » @A THE |1 2 3
B JEHSEE
SH6 | GHETEN T » Bk T |1 2 3
1E By N7 B T e Bk -
Participation in decision making through teams #1525 45%
DMT | fERpskil LR - HERAESS |1 2 3
1 — A I LR/ N e
DMT | fERE TAReAML - HERAEESS |1 2 3
2 B FA IS T A e
5 (AR SRR SN ©
DMT | 75k LRy - A RARE | L 2 3
3 ST R RRfE S HE T/ NHEEY <
DMT | 7Esk TAEeafy - A RAEER | 1 2 3
% I R SR H AR 7 B
(OANCIEN=
DMT | fEFRRIV LA > FEEEER |1 2 3
S SHENT AT F B B
M o
DMT | G essnFA - ikl |1 2 3
6 T S S A EE T LA R R
BHE RSB AT EE R
IHE o
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Comparatively high pay contingent on performance A FIZEHIEESS

HPCL | 7 SEAEFRI TAE A > #MEE T | L 2 3
7 K o

HPC2 | fE ok TR - HELRTHIAR | 1 2 3
HTUATE LTIESRHIH S - es.

HPC3 | ek TARSRf » AT AL, | 1 2 3

FIGE N SIRYEERERURN TR > AlZmor
AR IR et S

HPC4 | fE1fsk i TAEBAMr » FHEH THIY |1 2 3
21 5 AT AE U S

HPCS | ki) TR flr - AL TAYEL | 1 e 3
L OTAN S EI R YRR R AR IEEE -

HPC6 | G =&y FAHL » A5k T | 1 2 3
TERARIH 5 TP B %

Extensive training A7Z/Z 1)

ET1 | fERORA LIRS - HEFHAT | 1 2 3
REFRIF R (BB -
ET2 | fERPRTAESAL » HEEHRT |1 2 3

(LIFEd—FNRT) FFEHRE
PEZBHACIS [RIHYES I -

ET3 | fEfkmy TR - FERFIEARAL | 1 2 3
e JE > AEARHE S B T REE

EAFEEAAL -

ET4 | fEfRRI TR - AT AL, | 1 2 3
ZESGEE B ER T -

ETS | fEfRkiy TR » AT ALl | 1 2 3

KEZSEH %A T ITEEN 125k
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ET6

AYHEERI -
GHETESWTHELL - ARk
TAESR A Aef (B ASuRIAY 0 5
il

Career

planning and advancement &£ IR

CPAl

TEFPRR LIFsRfr - MRS EH
B 2 =N G TR -

1

CPA2

TERPRR LIRS AL - A 01 TAHYER
THERATHITERHAMAZ LIEF
PR -

CPA3

TEFPR TR - HER A
TR ER Al A -

CPA4

TEFPR TR - HERTITH
—PNIEE RIS -

CPAS

TERPRI TARRfL - Y LEIREA
R TR AL G THYRRAE R -

CPAG6

GREE WAL - AERERIYLIE
BATREN D1 L - FEAFEINHE - et
AP TAERIS -

Performance appraisal ZE¢&#%

PAl

TERPRA TR fir - 752 5 TRER
BERIIGOEL -

PA2

TEFPRR TARSRAL - A 51 THIS
SR AT 2OWA ~ mEHYZE
B

PA3

FERFRAY TARERAL » AE S TR A
HLHIRGSE DAL RATF
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fili -
PAd | FERPRI) AN - A TAH
R THTUCAAH R -
PAS | 7ERFRA) TR - A TEH
IRIFAHRAL TR T AH SR A -
PA6 | G3sXFHEEL - MERERAY IR
AL IA I GTROHE R £ -
Career locus of control scale B\ #xEE 75
CLCS | HHAGBIFRARMN TIE, Fo—ES
1 TR B b
CLCS | B — M TAE, BERH T
2 B CHIRE ) AR,
CLCS | HHRGRFAZEN TAE, MK E
8 E RIS TIHIFHK -
CLCS | FEB ARy LA, fFEZRk T3k
4 HIRE ST, LAMGRAIES DFREE,
CLCS | Blg(5 - Mt IRE CHIBS ) - ke
> | PRI E L -
CLCS | ESRESRITABERY T1E, T2
6 Bk T840 A 5 AR AL -
CLCS | 3235 5572 Bk THRAE A ER B 47 T
! VERO S F BRI,
CLCS | M ETRIK TIERTHE - 2l
8 I -
CLCS | T RERIIIRG— {7 T > 5
O | SURHLELITARAT I -
CLCS | P M aEFR S —n4F L1F » F%H
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AT BRI ERIX

CLCS
11

5 5e IR E] > ROV ERAYAE
77~ BREE RS INRAERFEX
PLIFELRR

CLCS
12

B 2 A B AR e
B A ATAE Rk
fF -

CLCS
13

TieBMt2  ASHIIBASE]
— AR ER LAEAINL=

CLCS
14

RZHmte] - FRATEFELS ST - BN
BT MASHETE

CLCS
15

PORFEAABIN TR, SRTEHY
A RRIEEEN » MRS
BEAEHY -

CLCS
16

AR FE I LRSS A
HITAE - T2 TEREVACRI R

CLCS
17

BRI HE s oo R - IR
KIIRE - EREASIELIELRT
DXAEHY AL -

CLCS
18

NN FLHNEELST) - RN
EEREEEIX TIF » SEREURT
ft A -

CLCS
19

BABM A2 ARG REEL (R
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ACIE S EIESITE
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20 PR B EMII N,
Career decision-making self-efficacy short form(CDMSE-SF) R\ A% 5 ZiF i 7
Jea | &M | BIE | FEE | Kl
®’A |8 AfE | B
Bfg |1&
Decision making &
DML | fillE 4 N BARAYF A& - 1 2 3 4 5
DM2 | plZhse e ™ N AR B iR > SEFTRE |1 2 3 4 5
KA IR o
DM3 | HifsLEiHYe - ZRIRERVEEE |1 2 3 4 5
CHYERM H 73577 -
DM4 | ZniE B CBER) TR 4 1 2 3 4 5
DMS5 | IR SR - AAEEFHAOHE |1 2 3 4 5
55 -
DM6 | D RN AT ITAS © 1 2 3 4 5
Information gathering /5.8 W £
IG1 | 7EE B IEE R IRAT RSB | 1 2 3 4 5
PLULHIES. -
G2 | FREIC TR BRI FRY LR |1 2 3 4 5
s -
IG3 | BfrprsmLeE LT |1 (2 |3 |4 |5
e
1G4 | kB B C = WREYAETE = - 1 2 3 4 5
Problem solving /&/&i#Z #
PS1 [ UE&HTE - 1 2 3 4 5
PS2 | BHAERECHYELE » L& 1 2 3 4 5
Al o
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AR o M TAE -

Parents’ expectation 5T HIEY

PE1 | FerOA KA LEAE TR ERY A H]
TAE -
PEZ | HEAEAANS R E R T TAF -

B HSWERESE -

Parents’ expectation X FHFTFIEY

PE1

TRAGS R SR AE v B N B
YA EI T -

PE2

FHRAFEEEN AR T
fE» AV BE B IRES -

Career

intention B EH

CISO
El

Enlf5 - EREEA RSB
TAE -

CISO
E2

g - MBS HEEF SRR
fir TAE -

CISO
E3

T RIS AL FE A ol i T
fF -

Career

intention B

CIPO
El

EELE R LAF,

CIPO
E2

LS - RESBIERE LI,

CIPO
E3

Bt el mfErhd TAE,

WS E |
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Appendix 3 Back-translation of questionnaire

Questionnaire about graduating students’ career intention and career

choice
1. Age:
2. Gender:
3. Education:(1. Bachelor Degree 2. Master Degree 3. Doctor Degree)
4. Average monthly family income: (1. Less than $1,500 2. $1,500-$3,000 3. More
than $3,000)
5. Major:(1. Business management 2. Public administration 3. Culture industry
management)
6. CPC membership:(1. Yes 0. No)
7. The enterprise you signed contract with is a :(1. State-owned enterprise 0.

Private-owned enterprise)

Tasks Strongl | Disagre | Neutra | Agre | Strongl
y e I e y agree
disagre
e
1 2 3 4 5

Perceived maintenance-oriented HR systems

Employment security

ES1 | can expect to stay for as long as | | 1 2 3 4 5

want in my future enterprise.

ES2 | My future enterprise will try to avoid | 1 2 3 4 5

expelling employees.

ES3 | Job security is almost guaranteed to | 1 2 3 4 5
employees in the enterprise.

ES4 If the enterprise were facing |1 2 3 4 5
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economic problems, | would be the

last to be cut.

ESS

My future enterprise will offer me a

pledge of employment security.

ES6

Compared to other close competitors,
my future enterprise will offer higher

employment security to me.

Reduct

ion of status distinction

RSD1

In my future enterprise, | can share
the same cafeteria with employees at

different levels.

RSD2

In my future enterprise, | can wear a
common uniform with employees at

different levels.

RSD3

In my future enterprise, | can use the
same company vehicles for business

with employees at different levels.

RSD4

In my future enterprise, | can stay in
hotels of similar standards on
business trips with employees at
different levels.

RSDS

The rights of employees at different
levels will be equally respected in my

future enterprise.

RSD6

Compared to our competitors, my
future enterprise will respect more the
equal rights of employees at different

levels.

Perceived performance-oriented HR systems

Selective hiring

SH1

For the positions that my future




127

enterprise hires most frequently, we
have many competent applicants per
position.

SH2

All newly hired employees in my
future enterprise had been selected
based mainly on the results of
validated selection tests.

SH3

All employees are administered many
assessment tools—including
personality, aptitude, and skill tests—
prior to employment in my future

enterprise.

SH4

A strict selection procedure was
applied in my future enterprise to hire

new employees.

SHS5

It is difficult to pass our selection.

SH6

Compared to other competitors, my
future enterprise is more selective in

hiring employees.

Participation in decision making through teams

DMT | I can take part in highly decentralized | 1

1 work panels in my future enterprise.

DMT |1 can be involved in formal or |1

2 informal management committees or
other related problem-solving
activities in my future enterprise.

DMT |1 can receive training in group |1

3 problem solving

DMT || can meet other employees on a |1

4 regular  basis in  management

committees to discuss key company
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matters in my future enterprise.

DMT

Management committees in my
future enterprise can exert huge
influence  on  main  company

decisions.

DMT

Compared to other competitors, my
future enterprise counts more heavily
on decentralized management

committees to make main decisions.

Compa

ratively high pay contingent on performance

HPC1

Compensation for employees in my
future enterprise is above the average

market level.

1

HPC2

A large part of employees’ total
compensation is accounted for by

cash plus deferred bonuses.

HPC3

Employees are eligible for annual
deferred incentive plans, profit-
sharing plans, and/or gain-sharing

plans in my future enterprise.

HPC4

Employees own a large amount of the

shares of my future enterprise.

HPCS

The incentive pay of employees in
my future enterprise well matches
with my future enterprise’s financial

performance.

HPC6

Compared to other competitors, the
average total employment cost per
employee is larger in my future

enterprise.

Extensive training
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ET1

New employees in my future
enterprise receive long hours of
training in their first year of

employment typically.

ET2

Experienced employees (i.e.,
employed more than one year) in my
future enterprise typically receive

long hours of training per year.

ET3

A large part of employees in my
future enterprise are qualified to
perform more than one job through

training or job rotation.

ET4

Employees often take part in cross-
functional training or job rotation in

my future enterprise

ETS

Employees often receive training
outside their own functional areas in

my future enterprise.

ET6

Compared to other competitors, my
future enterprise provides more

extensive training to employees.

Career

planning and advancement

CPAl

Many managerial positions in my
future enterprise are filled from

inside.

CPA2

Employees are promoted based on
merit rather than seniority in my

future enterprise.

CPA3

Employees have clear career paths

within my future enterprise.

CPA4

Employees have a very bright future
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within my future enterprise.

CPAS

Employees’ career aspirations are
known by their superiors in my future

enterprise.

CPAG

Compared to other competitors,
Employees have better career
prospects within the firm in my future

enterprise.

Performance appraisal

PAl

Employees regularly receive formal
performance evaluations in my future

enterprise.

PA2

Employees’ performance evaluations
are based on objective, quantifiable

results in my future enterprise.

PA3

Employees often receive
development-focused evaluations in

my future enterprise.

PA4

Employees often receive evaluations

for pay purposes.

PAS

Employees often receive evaluations

for promotion purposes.

PAG

Compared to our close competitors,
my future enterprise has a better-
designed performance evaluation

system.

Career

locus of control scale

CLCS
1

If I wish to get the job I want I will

have to do well and try hard.

CLCS
2

If 1 get a good job it will be a direct

result of my own ability and
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motivation.

CLCS

If I do not get the job offer | want
then I will have to work harder at my

job search.

CLCS

The job I will get will depend mainly
on how well I do and how hard I try.

CLCS

| believe that | will be able to be
anything | choose through my own

efforts.

CLCS

Whether | get the job | want or not
will depend on whether opportunity
factors, or luck, are working in my

favor.

CLCS

Luck is the most important factor in
determining whether | will get the job

| want.

CLCS

I expect luck to play a main role in
determining what job I will get.

CLCS

Luck or timing will matter more than
careful planning in determining
whether I will be successful in getting

the job I want.

CLCS
10

Whether | get a good job in the future
will depend mainly on whether | get
the right turn of fate.

CLCS
11

It will be an absolute waste of time
for me to make any effort because
there will be no relationship between
how able | am or how hard I try and

whether or not | get the job | want.

CLCS

It does not matter what | want or
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12

what | want to do because | will
simply have to take whatever job |
am offered.

CLCS
13

There is nothing | can do to increase

my chances of getting a decent job.

CLCS
14

Most of the time it doesn’t pay to try
too hard because things never turn

out right anyway.

CLCS
15

The job I will get will not be chosen
by me as the most suitable, but it will

be chosen by society for me.

CLCS
16

It is not what | do that will get me the
job that | want—rather it will be more
dependent on what my parents or

relatives do for me.

CLCS
17

It makes absolutely no difference
whether | prepare well for the job |
want or not because in the long run
employers will not give their jobs to

people like me.

CLCS
18

I don’t think that it is worth my hard
trying because the job I’ll get will be
totally determined by what other
people do.

CLCS
19

It doesn’t matter what career [
want—what | will be is in the hands
of other people, like teachers and

employers.

CLCS
20

Whether | get the job | want or not
will depend on whether | meet the

right people.
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Career decision-making self-efficacy short form (CDMSE-SF)

No No No No No
Confid | Confid | Confid | Confid | Confid
ence at | ence at | ence at | ence at | ence at
All All All All All
(1) (1) 1) 1) (1)
Decision making
DM1 | Make a plan of your goals for the | 1 2 3 4 5
next 5 years.
DM2 | Determine the steps you need to take | 1 2 3 4 5
to complete your chosen major
successfully.
DM3 | Persistently work at your main or |1 2 3 4 5
career goal even when you are
frustrated.
DM4 | Determine what your ideal job would | 1 2 3 4 5
be.
DM5 | Make a career decision and then do | 1 2 3 4 5
not worry whether it was right or
wrong.
DM6 | Successfully manage the job |1 2 3 4 5
interview process.
Information gathering
IG1 Find information in the library about | 1 2 3 4 5
occupations you are interested in.
1G2 Find out the employment trends for | 1 2 3 4 5
an occupation over the next 10 years.
IG3 Talk with a person already employed | 1 2 3 4 5
in the field you are interested in.
1G4 Define the type of lifestyle you would | 1 2 3 4 5
like.
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Problem solving

PS1 | Prepare a good resume.

PS2 Change majors if you did not like
your first choice.

PS3 Change occupations if you are not

satisfied with the one you enter.

Parents’ expectation

PE1 My parents expect me to work in a
company with maintenance-oriented
HR system.

PE2 My parent would feel proud if 1 work

in a company with maintenance-

oriented HR system.

Parents’ expectation

PE1

My parents expect me to work in a
company with performance-oriented

HR system.

PE2

My parent would feel proud if 1 work
in a company with performance-

oriented HR system.

Career

intention

CISO
El

After graduating | intend to engage in

Stated-owned enterprise employment.

CISO
E2

after graduating | will try to work in

state-owned enterprise.

CISO
E3

After graduating | plan to work in

state-owned enterprise.

Career

intention

CIPO
El

After graduating | intend to engage in
private-owned enterprise

employment.
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CIPO | After graduating I will try to work in | 1 2 3 4
E2 private-owned enterprise.
CIPO | After graduating | plan to work in |1 2 3 4
E3 private-owned enterprise.

Thanks for your cooperation!
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