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Abstract 

Rapid economic development has significantly impacted the job market and 

career attitudes of Chinese millennials, posing challenges to workplace sustainability 

and people management. This study seeks to investigate the perceptions of Chinese 

millennial workers regarding career success and mobility. Specifically, we examine 

the relationship between career adaptability and turnover intention and whether 

protean career orientation, internal career success, and employability, act as distal 

mediators in this relationship. We collected two-wave survey data from 715 

employees working in the e-commerce and financial sectors of China. Although we 

are still in the process of testing and analysing our hypothesized model, this paper will 

provide a comprehensive understanding of the complex and dynamic careers of 

Chinese millennials. We aim to provide valuable insights for both theory and practice, 

extending protean career knowledge for talent management in China and beyond.  
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Introduction: 

China's economic transformation over the past few decades has resulted in significant 

growth, industrialization, and advancements in technology and infrastructure 

(Morrison, 2019; Knight and Ding, 2012). As a result, China has become one of the 

world's fastest-growing economies, with a rising middle class and increased foreign 

investment. This rapid economic development has had a profound impact on the job 

market, workforce, and career attitudes of the younger generation of workers, 

commonly referred to as Chinese millennials (Wan and Cao, 2022; Zhao et al., 2022). 

Chinese organisations face the challenge of retaining these valued millennial workers 

in a highly competitive job market, as the millennials prioritize career development 

and fulfilment. 

We investigated the career attitudes of Chinese millennial employees in response 

to this challenge. Specifically, we examined the relationship between protean career 

orientation (PCO), career adaptability (CA) and internal career success (ICS), as well 

as PCO’s mediating effect on intention-to-quit (ITQ). Although previous research has 

investigated the relationships among career adaptability, internal career success, and 

intention-to-quit, little is known about the possible mediating role of protean career 

orientation when analysing Chinese millennials’ labour market behaviour.  

Furthermore, as millennial employees have become a major part of the global 

workforce (Rigoni and Nelson, 2016), they have been increasingly theorised as a 

controversial generation of careerists, whose dynamic career views and demands have 

been criticized (Costanza et al., 2012; Adkins, 2016). Countering this, the labour 



market has become more heterogenized and less able to provide the relatively secure 

organisational careers of the past. It could be argued that protean career orientation is 

a rational survivalist response to this instability. Thus, we specifically focused on 

Chinese millennial employees whose career values are achievement-oriented and self-

oriented (Fang et al., 2019), using the concept of protean career orientation to 

understand understanding their career development. 

The study aims to contribute to both the theoretical and practical understanding of 

career attitudes among Chinese millennial employees. By examining the mediating 

role of protean career orientation in the relationship between career adaptability, 

internal career success and intention-to-quit, as well as exploring the impact of 

employability on these variables, we provide a comprehensive understanding of how 

Chinese millennial employees view their careers and make decisions regarding their 

job prospects, and explore the role of protean career orientation across diverse 

antecedents and outcomes. 

To better understand how Chinese millennial workers perceive their career 

success and consider prospective career moves, two research questions are posed: (1) 

Does protean career orientation mediate the relationship between career adaptability 

and internal career success? and (2) Does protean career orientation mediate the 

relationship between career adaptability and intention-to-quit? 

Overall, we contribute to both theoretical and practical understanding of the 

complex and dynamic relationships among career adaptability, protean career 

orientation, internal career success, and intention-to-quit among Chinese millennial 



employees, providing valuable insights for both academia and industry. This is 

important in extending protean career orientation knowledge and ensuring that it can 

be applied to workplaces around career management to provide sustainability and 

financial gains. 



Literature review: 

The turnover of Chinese millennials and protean career orientation 

China's collectivist society has unique institutional characteristics and a state 

capitalist economic system that offer interesting insights into career development in 

various Chinese organisations. However, research on Chinese careers is 

underdeveloped (Yao et al., 2020). 

China's economic growth has positioned it as one of the world's fastest-growing 

economies, leading to increased foreign investment and a rising middle class 

(Morrison, 2019; Knight and Ding, 2012). The abolition of the "iron rice bowl" policy 

has changed the employer-employee relationship, resulting in higher rates of 

voluntary turnover among employees (Tsui et al., 2006; Zhang and Morris, 2014), 

particularly Chinese millennials who prioritize career growth and personal satisfaction 

over job security (Ding et al., 2000; Liu et al., 2019). This has made it challenging for 

organisations to retain millennial employees who highly value career flexibility (Wan 

and Cao, 2022; Zhao et al., 2022).  

The high turnover rate among millennials is a significant economic concern not 

only in China, with empirical data indicating that 21% of millennials are job hoppers, 

costing the US economy $30.5 billion annually Gallup (2016). In a global millennial 

survey that included 500 Chinese millennials, approximately 24% of millennials 

planned to leave their current jobs within two years, with 32% indicating that they 

would quit their jobs without having another lined up (Deloitte, 2022). Given these 

trends, retaining millennial employees is a significant challenge that requires HR 



managers to address the complexities of employee turnover and retention. (Lee et al., 

2018; Zacher and Froidevaux, 2021). 

Contemporary careers are increasingly unpredictable and dynamic (Hall, 2002; 

Guan et al., 2019; Haenggli and Hirschi, 2020) due to intensified competition in the 

labour market and fluid macro work environments. This has challenged the traditional 

career mode (Cappelli, 1999), and various theories have been proposed, including 

protean (Hall, 1996; Baruch and Sullivan, 2022) and boundaryless careers (Arthur and 

Rousseau, 2001; Sullivan and Arthur, 2006; Arthur, 2014). 

The emergence of millennials in the global workforce has generated debate 

concerning their career perspectives. (Costanza et al., 2012; Adkins, 2016; Rigoni and 

Nelson, 2016). Simultaneously, the labour market has become more diverse, thus 

reducing its ability to offer stable organisational careers as it did previously. 

Consequently, adopting a PCO could be considered a logical survival strategy for 

managing this volatility. 

Protean career orientation refers to an individual's flexible and self-directed 

approach to career development, which presents challenges for organisations aiming 

to retain their highly valued employees (Rodrigues et al., 2015). Working on the 

assumption that Chinese millennials hold achievement-oriented and self-oriented 

career values, the concept of protean career orientation is utilised here to better 

understand their career development (Fang et al., 2019). 

The distal mediation between career adaptability and intention-to-quit  

CA is a crucial concept in career construction theory. It refers to an individual's 



ability to cope with current and future career challenges, transitions, and traumas 

(Savickas and Porfeli, 2012). This ability is characterized by self-regulatory strengths 

and the capacity to deal with changing work situations, particularly in unfamiliar and 

turbulent circumstances (Savickas, 2002).  Career adaptability is made up of four 

personal attributes: career concern, control, curiosity, and confidence, which facilitate 

planning, decision-making, exploration, and problem-solving in relation to one's 

career (Bocciardi et al., 2017). 

According to Hall et al. (2018), there are three protean career processes that can 

lead to various vocational outcomes: identity awareness, adaptability, and agency. 

Previous research has established a positive relationship between protean career 

orientation and career adaptability (Chan et al., 2016; Stauffer et al., 2019; Chui et al., 

2022). Practitioners with protean career orientation are thought to be able to develop 

career adaptability as a career-related competency (Direnzo et al., 2015), and 

individuals with high protean career orientation tend to have a strong sense of control 

that fosters the development of career adaptability (Li et al., 2019). Although protean 

career orientation and career adaptability are closely related, they should be 

distinguished, as argued by Hirschi et al. (2016). 

Previous research has often treated protean career orientation as an antecedent or 

moderator, but the role of protean career orientation as a possible mediator in the 

relationship between career adaptability and intention-to-quit has not been fully 

explored, which is an important gap in the literature, and the current study seeks to 

demonstrate the different functions of protean career orientation in influencing career 



outcomes such as employability, internal career success, and intention-to-quit, with 

career adaptability as the antecedent. Given that career orientations are often 

associated with intention-to-quit (Li et al., 2022), we aim to contribute to the 

understanding of the relationship between protean career orientation, career 

adaptability, and intention-to-quit. 

According to Lee et al. (2018), the cost of replacing employees who leave an 

organisation can be substantial and may have a negative impact on organisational 

performance. When employees leave, they can take valuable knowledge and skills 

with them, leading to a decrease in organisational productivity. Additionally, the 

departure of one employee can create a ripple effect and influence others to leave, 

resulting in a turnover spiral. Therefore, the measurement of intention-to-quit is 

crucial in understanding career moves, which can help organisations develop policies 

to retain talent. Intention-to-quit refers to an employee's inclination to leave, and by 

assessing its level, organisations can predict actual turnover (Tett and Meyer, 1993). 

Lowering turnover rates can lead to increased productivity, quality, profit, and 

competitive advantage, as demonstrated by Redondo et al. (2021). 

Research indicates that employees with higher levels of career adaptability are 

less likely to quit their jobs due to greater career satisfaction (Chan et al., 2016). This 

is because career adaptability can enhance professional competence and facilitate 

proactive coping with complex circumstances, leading to successful occupational 

choices and a satisfying work life (Dobrow and Tosti-Kharas, 2011). Therefore, 

investigating the relationship between career adaptability and intention-to-quit can 



help individuals navigate their career paths and reduce thoughts of leaving (Chan et 

al., 2016). For organisations, the findings may be instrumental in managing careers to 

reduce undesired turnover.  

Conversely, some scholars suggest that career adaptability is a double-edged 

sword that can enhance affective commitment but also increase intention-to-quit, 

directly and indirectly through its associations with dependence (Ito and Brotheridge, 

2005, pp.14) High-involvement practices, such as encouraging autonomy, can satisfy 

employees' personal growth and build affective commitment but can also increase 

career adaptability and employability, leading to intention-to-quit (Zikic and Hall, 

2009). Although some studies indicate that career adaptability triggers intention-to-

quit and has no bearing on career satisfaction (i.e., internal career success), this may 

be due to their limited focus on one dimension of career adaptability, for example, the 

research conducted by Klehe et al. (2011) and Karatepe and Olugbade (2017),  which 

consists another gap in current literature.  

It is essential to investigate the impact of career adaptability on internal career 

success and employability, as these are important factors for understanding 

millennials' decision-making processes regarding their personal career development 

(Van Laer et al., 2021). Thus, to explore the relationship between career adaptability 

and intention-to-quit, and the potential mediation role of protean career orientation on 

this relationship, we will test the following hypotheses： 

H1: The increased career adaptability will be negatively related to reduced 

intention-to-quit. 



H2: The higher level of protean career orientation will be positively related to 

internal career success. 

H3: The positive association between career adaptability and internal career 

success will be mediated by protean career orientation, in a sequence of CA-PCO-ICS. 

Employability as a link between career adaptability and intention-to-quit 

De Vos et al. (2017) propose a framework to explore the relationship between 

employability and two dimensions, namely internal and external employability. 

Internal employability is marked by employers' investment in enhancing their 

employees' skills, engagement, and expertise. This, in turn, leads to increased career 

opportunities, individual confidence, job security, career gains, and internal career 

success, as explained by Baranchenko et al. (2019) and De Cuyper and De Witte 

(2011). 

Conversely, external employability is defined as an employee's commitment to 

lifetime employability rather than a lifetime career in a single organisation Emanuel 

Froehlich et al. (2014). Individuals with strong external employability are less 

dependent on organisations and believe that they can control their career development 

opportunities (De Vos et al., 2017). These employees are motivated by their 

aspirations and seek maximum positive outcomes. De Cuyper and De Witte (2011) 

explain that employees with high external employability are confident in securing 

career development opportunities beyond their current work organisations. Therefore, 

we consider employability as a predictor of intention-to-quit, and how it mediates the 

relationship between career adaptability, protean career orientation and intention-to-



quit, which indicates the following hypotheses: 

H4: The higher level of protean career orientation will be positively related to 

employability. 

H5: The negative association between career adaptability and intention-to-quit 

will be mediated by protean career orientation and employability, in a sequence of 

CA-PCO-employability-ITQ. 

H6: The negative association between career adaptability and intention-to-quit 

will be mediated by employability. 

H7: The negative association between career adaptability and intention-to-quit 

will be mediated by protean career orientation, internal career success, and 

employability, in a sequence of CA-PCO-ICS-employability-ITQ. 



Method and current progression: 

Baruch and Sullivan (2022) recommended the use of longitudinal research to 

study within-person changes in protean career orientation, which entails tracking an 

individual's protean career orientation over time. In line with this recommendation, 

we administered two waves of surveys, separated by a six-month interval, in two 

major Chinese organisations from the e-commerce and financial sectors. The surveys 

encompassed items adopted from previously validated measures, and these were 

back-translated into Chinese to ensure cultural and linguistic appropriateness. 

By measuring protean career orientation at two distinct points in time, we were 

able to capture within-person changes in this variable. The longitudinal data collected 

at the individual level allowed us to examine the trajectories of protean career 

orientation changes in the sampled population. This approach offered us the 

opportunity to not only understand the overall trends but also to observe the 

variability and individual differences in these trends. 

Our model then applied this individual-level data to explore the relationships 

between changes in protean career orientation and other variables, namely internal 

career success, employability, and turnover intention. This dynamic and granular 

approach provided a more nuanced understanding of the role of protean career 

orientation in shaping career outcomes. By observing how shifts in protean career 

orientation influenced these outcomes over time, we were able to better understand 

the longitudinal effects and potential causal relationships. 



In essence, the utilization of individual-level longitudinal data enabled us to 

address our hypotheses in a detailed and rigorous manner. It allowed us to delve into 

the complex dynamics of protean career orientation, shedding light on its evolving 

influence on career success, employability, and turnover intention. This approach, 

therefore, enriches our understanding of the intricate pathways of career development 

in the specific context of major Chinese organisations. 

Data collection has been completed, 788 valid responses were obtained from 

individuals born between 1981-2000 in first wave (response rate 48%), and 715 valid 

responses in second wave (response rate 91%, low attrition rate). The proposed model 

is currently being analysed using SPSS version 28 and structural equation modelling 

(Amos version 29). Initial finding largely supports the anticipated hypothesised model 

and answer the proposed research questions. We anticipate more compelling outcomes 

for the full paper. 

Here is the initial finding about variables’ correlation: 

CAt1 PCOt1 PCOt2 ICSt2 Et2

CAt1

PCOt1 .59**

PCOt2 .42** .33**

ICSt2 .33** .27** .46**

Et2 .44** .29** .44** .42**

ITQt2 0.07 0.03 0.06 0.05 .18**

Correlations

** Correlation is significant at the 0.01 level (2-tailed).  



Contribution: 

This study offers significant contributions to both managerial practice and 

academic understanding. From a practical perspective, it addresses an urgent need for 

managers to gain a deeper understanding of the motivations of millennials, enabling 

them to refine their retention strategies accordingly. Our innovative methodology 

validates protean career measures in the context of millennials in China, a non-

western, socialist, and collectivist country. China, with its unique aspects of state 

capitalism, provides interesting perspectives for examining career development 

variations across different types of organisations. This unique context allows for an 

intriguing exploration of diverse career development pathways. 

Consequently, our research illuminates the motivations and protean career 

orientations of Chinese millennials, an area previously underexplored. With this 

knowledge, practitioners can tailor their strategies to align with the values and 

aspirations of millennials, potentially leading to increased employee engagement, 

satisfaction, and retention. 

Theoretically, our research integrates protean career orientation as a mediating 

variable in organisational behaviour, deepening our understanding of the dynamic 

career paths of Chinese millennials. This addition enriches protean career theory and 

offers valuable insights for talent management, both within China and globally. 

The validation of our protean career orientation mediation model provides a 

framework that could improve cooperation between individuals and organisational 

managers. Specifically, our findings can guide practitioners in retaining protean-

oriented millennial employees, thereby contributing to more effective talent 



management within China's unique socio-economic context and globally. This 

knowledge could allow organisations to leverage the benefits of a protean career 

orientation, such as increased adaptability and self-directedness, to cultivate a more 

engaged and resilient workforce. This substantial contribution thus encourages further 

exploration in the field of protean careers. 

In summary, our findings not only enrich protean career theory but also provide 

key implications for talent management strategies. These insights can guide the 

retention of protean-oriented millennial employees, enhancing talent management 

within China's unique socio-economic context and globally. This significant 

contribution encourages further exploration in the field of protean careers. The 

relevance of protean career orientation for Chinese millennials is a further indication 

for increasing individualization of China and the changing nature of its labour market. 



Reference: 

Adkins, A. (2016). Millennials: the job-hopping generation. Gallup Business Journal. 

Arthur, M. B. and D. M. Rousseau (2001). The boundaryless career: A new employment principle 

for a new organizational era, Oxford University Press on Demand. 

B. Arthur, M. (2014). 'The boundaryless career at 20: where do we stand, and where can we go?', 

Career Development International, 19, pp. 627-640. 

Baranchenko, Y., X. Yizhong, Z. Lin, C. K. Lau and J. Ma (2019). 'Relationship between 

employability and turnover intention: The moderating effects of organizational support 

and career orientation', Journal of Management & Organization, 26, pp. 1-22. 

Baruch, Y. and S. E. Sullivan (2022). 'The why, what and how of career research: a review and 

recommendations for future study', Career Development International, 27, pp. 135-159. 

Bocciardi, F., A. Caputo, C. Fregonese, V. Langher and R. Sartori (2017). 'Career adaptability as a 

strategic competence for career development', European Journal of Training and 

Development, 41, pp. 67-82. 

Cappelli, P. (1999). New deal at work, Harvard Business School Press Boston. 

Chan, S. H. J., X. Mai, O. M. K. Kuok and S. H. Kong (2016). 'The influence of satisfaction and 

promotability on the relation between career adaptability and turnover intentions', 

Journal of Vocational Behavior, 92, pp. 167-175. 

Chui, H., H. Li and H.-y. Ngo (2022). 'Linking Protean Career Orientation with Career Optimism: 

Career Adaptability and Career Decision Self-Efficacy as Mediators', Journal of Career 

Development, 49, pp. 161-173. 

Costanza, D. P., J. M. Badger, R. L. Fraser, J. B. Severt and P. A. Gade (2012). 'Generational 

Differences in Work-Related Attitudes: A Meta-analysis', Journal of Business and 

Psychology, 27, pp. 375-394. 

De Cuyper, N. and H. De Witte (2011). 'The management paradox: Self-rated employability and 

organizational commitment and performance', Personnel Review, 40, pp. 152-172. 

De Vos, A., A. Forrier, B. Van der Heijden and N. De Cuyper (2017). 'Keep the expert! 

Occupational expertise, perceived employability and job search: A study across age 

groups', The Career Development International, 22, pp. 318-332. 

Deloitte (2022). The Deloitte Global 2022 Gen Z and Millennial Survey. 

Ding, D. Z., K. Goodall and M. Warner (2000). 'The end of the'iron rice-bowl': whither Chinese 

human resource management?', International journal of human resource management, 

11, pp. 217-236. 

Direnzo, M. S., J. H. Greenhaus and C. H. Weer (2015). 'Relationship between protean career 

orientation and work-life balance: A resource perspective', Journal of Organizational 

Behavior, 36, pp. 538-560. 

Dobrow, S. R. and J. Tosti-Kharas (2011). 'CALLING: THE DEVELOPMENT OF A SCALE MEASURE', 

Personnel Psychology, 64, pp. 1001-1049. 

Emanuel Froehlich, D., S. Beausaert, M. Segers and M. Gerken (2014). 'Learning to stay 

employable', Career Development International, 19, pp. 508-525. 

Fang, Y.-C., J.-Y. Chen, M.-J. Wang and C.-Y. Chen (2019). 'The Impact of Inclusive Leadership 

on Employees’ Innovative Behaviors: The Mediation of Psychological Capital', Frontiers 

in Psychology, 10. 



Gallup (2016). How Millennials Want to Work and Live. 

Guan, Y., M. B. , S. N. Khapova, R. J. Hall and R. G. Lord (2019). 'Career boundarylessness and 

career success: A review, integration and guide to future research', Journal of Vocational 

Behavior, 110, pp. 390-402. 

Haenggli, M. and A. Hirschi (2020). 'Career adaptability and career success in the context of a 

broader career resources framework', Journal of Vocational Behavior, 119, p. 103414. 

Hall, D. T. (1996). 'Protean careers of the 21st century', Academy of Management Perspectives, 

10, pp. 8-16. 

Hall, D. T. (2002). Careers in and out of organizations, Sage. 

Hall, D. T., J. Yip and K. Doiron (2018). 'Protean Careers at Work: Self-Direction and Values 

Orientation in Psychological Success', Annual Review of Organizational Psychology and 

Organizational Behavior, 5, pp. 129-156. 

Hirschi, A., V. K. Jaensch and A. Herrmann (2016). 'Protean career orientation, vocational identity, 

and self-efficacy: an empirical clarification of their relationship', European Journal of 

Work and Organizational Psychology, 26, pp. 208-220. 

Ito, J. K. and C. M. Brotheridge (2005). 'Does supporting employees' career adaptability lead to 

commitment, turnover, or both?', Human Resource Management, 44, pp. 5-19. 

Karatepe, O. M. and O. A. Olugbade (2017). 'The effects of work social support and career 

adaptability on career satisfaction and turnover intentions', Journal of Management & 

Organization, 23, pp. 337-355. 

Klehe, U.-C., J. Zikic, A. E. Van Vianen and I. E. De Pater (2011). 'Career adaptability, turnover and 

loyalty during organizational downsizing', Journal of Vocational Behavior, 79, pp. 217-

229. 

Knight, J. and S. Ding (2012). China's remarkable economic growth, Oxford University Press. 

Lee, T. W., P. Hom, M. Eberly and J. Li (2018). 'Managing employee retention and turnover with 

21st century ideas', Organizational Dynamics, 47, pp. 88-98. 

Li, C. S., D. D. Goering, M. R. Montanye and R. Su (2022). 'Understanding the career and job 

outcomes of contemporary career attitudes within the context of career environments: 

An integrative meta‐analysis', Journal of Organizational Behavior, 43, pp. 286-309. 

Li, H., H. y. Ngo and F. Cheung (2019). 'Linking protean career orientation and career 

decidedness: The mediating role of career decision self-efficacy', Journal of Vocational 

Behavior, 115, p. 103322. 

Liu, X., Q. Huang, H. Wang and S. Liu (2019). 'Employment security and employee organizational 

citizenship behavior: does an ‘iron rice bowl’make a difference?', The International 

Journal of Human Resource Management, 30, pp. 2077-2096. 

Morrison, W. M. (2019). 'China's economic rise: History, trends, challenges, and implications for 

the United States', Current Politics and Economics of Northern and Western Asia, 28, pp. 

189-242. 

Redondo, R., P. Sparrow and G. Hernández-Lechuga (2021). 'The effect of protean careers on 

talent retention: examining the relationship between protean career orientation, 

organizational commitment, job satisfaction and intention to quit for talented workers', 

The International Journal of Human Resource Management, 32, pp. 2046-2069. 

Rigoni, B. and B. Nelson (2016). Few Millennials Are Engaged at Work. Gallup Business Journal. 

Rodrigues, R., D. Guest, T. Oliveira and K. Alfes (2015). 'Who benefits from independent careers? 



Employees, organizations, or both?', Journal of Vocational Behavior, 91, pp. 23-34. 

Savickas, M. L. (2002). 'Career construction', Career choice and development, 149, pp. 14-38. 

Savickas, M. L. and E. J. Porfeli (2012). 'Career Adapt-Abilities Scale: Construction, reliability, and 

measurement equivalence across 13 countries', Journal of Vocational Behavior, 80, pp. 

661-673. 

Stauffer, S. D., M. Abessolo, G. Zecca and J. Rossier (2019). 'French-Language Translation and 

Validation of the Protean and Boundaryless Career Attitudes Scales: Relationships to 

Proactive Personality, Career Adaptability, and Career Satisfaction', Journal of Career 

Assessment, 27, pp. 337-357. 

Sullivan, S. E. and M. B. Arthur (2006). 'The evolution of the boundaryless career concept: 

Examining physical and psychological mobility', Journal of vocational behavior, 69, pp. 

19-29. 

Tett, R. P. and J. P. Meyer (1993). 'Job satisfaction, organizational commitment, turnover 

intention, and turnover: path analyses based on meta‐analytic findings', Personnel 

psychology, 46, pp. 259-293. 

Tsui, A. S., H. Wang and K. R. Xin (2006). 'Organizational culture in China: An analysis of culture 

dimensions and culture types', Management and Organization Review, 2, pp. 345-376. 

Van Laer, K., M. Verbruggen and M. Janssens (2021). 'Understanding and addressing unequal 

career opportunities in the ‘new career’ era: an analysis of the role of structural career 

boundaries and organizational career management', The International Journal of Human 

Resource Management, 32, pp. 3547-3567. 

Wan, W. and T. Cao (2022). 'Linking Decent Work and Well-Being Among Chinese Millennial 

Employees: A Psychology of Working Perspective', Front Psychol, 13, p. 909423. 

Yao, C., Z. Duan and Y. Baruch (2020). 'Time, Space, Confucianism and Careers: A Contextualized 

Review of Careers Research in China – Current Knowledge and Future Research Agenda', 

International Journal of Management Reviews, 22, pp. 222-248. 

Zacher, H. and A. Froidevaux (2021). 'Life stage, lifespan, and life course perspectives on 

vocational behavior and development: A theoretical framework, review, and research 

agenda', Journal of Vocational Behavior, 126, p. 103476. 

Zhang, B. and J. L. Morris (2014). 'High-performance work systems and organizational 

performance: testing the mediation role of employee outcomes using evidence from PR 

China', The International Journal of Human Resource Management, 25, pp. 68-90. 

Zhao, L., W. Li and H. Zhang (2022). 'Career Adaptability as a Strategy to Improve Sustainable 

Employment: A Proactive Personality Perspective', Sustainability, 14, p. 12889. 

Zikic, J. and D. T. Hall (2009). 'Toward a more complex view of career exploration', The Career 

Development Quarterly, 58, pp. 181-191. 

 



Appendix 1. Measurement model: 

 


