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ABSTRACT

WhilecareeranchorshavemainlystudiedintheUSsociety;thisstudydemonstratesthedifference
inthecareeranchorsoftheinformationtechnology/informationsystem(IT/IS)personnelrootedin
differentcultures.ThesurveywasconductedinthePRC(202),Taiwan(145),India(223),theUAE
(167),and theUS(122) totaling859respondents.Thisstudyexamines therelationshipbetween
theguanxiculture,careeranchor,jobsatisfaction,andturnoverintentionamongthesefivecultural
societies’IT/ISpersonnel.Theresultshowsthattheguanxiculturehasadifferenteffectoneachcareer
anchor,andeachonealsohasadifferenteffectonjobsatisfactioninthefivedifferentculturalsocieties
aswell;thus,theyhavedifferentresultsintheresearchmodel.Alsodiscussedaretheimplications
ofthestudyanditscontributiontotheresearchandmanagementpractice.
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1. INTRodUCTIoN

Informationtechnology(IT)andinformationsystems(IS)arethecorecapabilityofanorganization
incontrollingcriticaldownstreamandupstreamdata(Changetal.,2011).ItistheIT/ISpersonnel
thatmaintainthiscorecapabilityfortheorganizationmakingtheturnoveroftheIT/ISpersonnel
costly,notonlyintermsofreplacingstaffandtrainingnewemployees,butalsointermsofsystems
developmentproductivity,andquality(Jiang&Klein,1999;Thatcheretal.,2003).Sincethe1960s,
theturnoverrateoftheIT/ISpersonnelweremuchhigherthanthatforotherprofessionalworkers
(BLS,2011;Dingeretal.,2015).Inthe21stcentury,notwithstandingtherecenttrendtowardrelocating
ISjobsoffshore,theIT/ISpersonnel’sturnoverremainsachronicproblem(Lo,2015).

Onthebasisoftheaforementionedinformation,therisingturnoverrateposes,forprofessionals
andacademicsalike,seriousconcernsabouthowtoretainqualifiedIT/ISpersonnel(Adamset
al.,2006;Josephetal.,2007).Withrespecttotheseissues,thispaperfindsthatincomparison
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withotheroccupations,theIT/ISpersonnelaremoreaffectedbythenewly-developedIT(Chang
etal.,2012;Armstrongetal.,2015).Inaddition,theIT/ISpersonnelneedtostaycurrentwith
respect tootherprofessionalknowledgewhichextendsbeyondtheirownfield(Armstronget
al.,2015;Lounsburyetal.,2014).IfthefactorscausingtheIT/ISpersonnel’sturnovercanbe
ascertained,itwillthenbepossibleforsolutionstobefoundtopreventit,andthus,toreduce
thecostsincurredfromtheturnover.Inthisregard,numerousresearchesintotheMISdomain
haveacknowledgedtheimportanceoftheinfluenceofcareerplanningontheturnoverrateof
theIT/ISpersonnel(Sumner&Yager,2004).

In light of this, researchers argue that understanding the needs of the IT/IS personnel by
determining their requirements is important, because an employee’s career anchor1 needs the
influence selection of occupation and an intention to leave an organization (Agarwal & Ferratt,
2000;Quesenberry&Trauth,2007;Kannabiranetal.,2016).Theconceptofcareeranchorwas
originallyproposedbySchein(1978),whodescribeditasthatwhichguidesanemployee’scareer
decisions.Ifanemployee’scareeranchorwassatisfied,thentheindividualhasahigherlevelofjob
satisfaction.Forthisreason,positiveattainmentofjobsatisfactionisimportanttoretainqualityIT/
ISpersonnel.Moreover,thefirstandsecondresearchquestionstoberesolvedinthispaperare:What
istherelationshipbetweenjobsatisfactionandturnoverintentionoftheIT/ISpersonnel?Whatisthe
relationshipbetweenthecareeranchorsandjobsatisfactionoftheIT/ISpersonnel?

Accordingly, culture is another important factor influencing the turnover of the IT/IS
personnel(Gerpottetal.,1988;Josephetal.,2007;Marshall&Bonner,2003;Wong,2007),
whilepreviousstudieshaveestablishedthedifferenttypesofcareeranchorsfromthecontext
oftheUSsocietyonly(e.g.,Igbariaetal.,1999;Wynneetal.,2002;Hsuetal.,2003;Sumner
&Yager,2004).Meanwhile,ChristianityinEuropeandNorthAmerica(e.g.,Westernsociety
(US)),ConfucianisminEastAsia(e.g.,Chinesesociety(PRCandTaiwan)),HinduisminSouth
Asia(e.g.,Indiasociety),andIslamintheMiddle-EastandSoutheastAsia(e.g.,UAEsociety).
Theseareasbelongtosignificantlydifferentculturalgroups,andtheirreligionexertsadefinite
impactonpeopleinthoseareas,anditwillbethemostinterestingofresearchtopicsforscholars
(Hwang,2015).Therefore,thisstudyattemptstoexplorecareeranchorswithinthecontextof
thePRC,Taiwan,India,theUAEandtheUScultures,andtocompareitsfindingswiththose
oftheaforementionedstudies.WeexpectthattheIT/ISpersonnelfromdifferentculturesmay
developdifferentneedsandvaluesattachedtotheircareers.

Moreover, some researchers have treated networking in Western culture as being similar to
guanxi2,andguanxiismorelikelytomixsocio-emotionalconcernswithinstrumentalconcernsin
theworkplaceinteractions(Chang&Chen,2017;Chen&Chen,2004;Huang&Aaltio,2014;Hung,
2004);therefore,guanxicanbeusedtoanalyzeinterpersonalinteractionsinanyculture(Hwang,
2015).Forthisreason,thisstudyincorporatestheguanxiculturetobetheculturaldimension.Thus,
thethirdresearchquestiontoberesolvedis:Whatistherelationshipbetweentheguanxiandcareer
anchorsoftheIT/ISpersonnelinthesefivedifferentculturalsocieties?

DuetothecomparisonbetweentheIT/ISpersonnelfromthesefivedifferentculturalsocieties,
itwillalsoshedlightonthedifferenceinthecareeranchor’scontributiontoworldglobalization.
Therefore,thefourthquestiontoberesolvedis:Whatarethedifferencesbetweenthesefivedifferent
culturalsocietiespreviouslymentionedthreeresearchquestions?

Finally, in this research, the key objective is to investigate career anchors among the IT/IS
personnelinfivedifferentculturalcontexts,anditsimpactonjobsatisfactionandsubsequentturnover
intention.Besides,wewillalsoextendtheresearchoncareeranchorstoincorporatetheimpactofthe
guanxiculture.Theresultofthestudywillprovideinsightintotheimportancefortheorganizations
retentionoftheIT/ISpersonnelinthesefivedifferentculturalsocieties.
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2. LITeRATURe ReVIew

2.1 Career Anchors
Acareeranchorisshapedbylong-termexperience,intermsoftheself-development,learning,family,
andwork(Schein,1978).DeLong(1982)adoptedthefivecareeranchorsofSchein(1978)ashis
basicmodel,hesuggestedthatthreemorecareeranchors:service,variety,andidentity.Anumberof
scholarsfoundthatsecurityembracesdifferentmeanings,thentheysuggesteditshouldbeseparated
intoorganizationalstabilityandgeographicalsecurity(Crepeauetal.,1992;Igbaria&Baroudi,1993).
Inaddition,Chang(2010)highlightedtheimportanceof“learningmotivation”asacareeranchor.

ThemajorityofextantresearchrelatedtocareeranchorsoriginallyproposedbySchein(1978),
adjustedbyDeLong (1982), andmeasuredby Igbaria&Baroudi (1993),Crepeauet al. (1992),
Sumner&Yager(2004),onthebasisoftheaboveliteraturereview(Chang,2010;Crepeauetal.,
1992;DeLong,1982;Igbaria&Baroudi,1993;Schein,1978),thefollowing13careeranchorsare
proposed:(1)TechnicalCompetence:focusedontheexerciseoftechnicalexpertise.(2)Managerial
Competence:pursuithighermanageriallevelandgreaterresponsibility.(3)Autonomy:theindividual
isfreefromorganizationalconstraintsandcontrol.(4)OrganizationalStability:seekingloyalty,and
tenuresecurity.(5)Challenge:preferenceforconqueringdifficulttasksorproblems.(6)Lifestyle:
integrationofindividual,family,andcareer.(7)Identity:Strongdesireforstatusandprestigepertaining
tospecificorganizations.(8)Creativity:thebuildingofself-affirmationthroughcreation.(9)Variety:
Desiretoworkonanumberofdifferenttasks.(10)Service:dedicationtohelpingandcontributing
others.(11)Entrepreneurship:establishinganewbusinessand/oranewproductindependentlyof
others.(12)GeographicSecurity:linkingtoaparticularareaonalong-termbasis.(13)Learning
Motivation:anincentivewhichmotivatesanindividualtoachieveaspecificgoal,tosatisfyone’s
knowledgegrowth,andinitiatethelearningbehavior.

2.2 Culture and Career Anchors
Accordingly,culturemayinfluencehowdifferentlycareeranchorsarevaluedandtheirimplications
intheworkingenvironment(Arnoldetal.,2017;Costiganetal.,2018;Kim,2005;Wechtleretal.,
2017).Schein(1984,1986),DerrandLaurent(1987)suggestedthatmoreinvestigationwasrequired
intotheIT/ISpersonnel’scareeranchorsfromtheperspectivesofdifferentcultures.Instudiesby
MarshallandBonner(2003),HuangandAaltio(2014),ithasbeenassertedthatthecultureconstruct
hasasignificanteffectonthecareeranchoroftheIT/ISpersonnel,asone’sneedsandwantsare
shapedbycertainculturethroughsocializationandinternalization(Kim,2005).

Chang(2010)exploredcareeranchorsandsubsequentjobsatisfactionandturnoverintention
amongtheIT/ISpersonnelinTaiwansociety.Basedoninterviews,shereporteddifferentpriorities
incareeranchorsofTaiwan’sIT/ISpersonnelfromthoseintheUS.Suchfindingsimplythecultural
impactoncareeranchorsoftheIT/ISpersonnelandsuggestthenecessitytoincorporatecultureasthe
endogenousfactorsincareeranchorresearch.Similarqualitativeevidencewasalsoreportedinprior
research(suchasGerpottetal.,1988).However,theculturalimpactoncareeranchorshasreceived
littleempiricalsupport.AnotherlimitationinpriorresearchwasthatmoststudiesfollowtheHofstede’s
(1983)cultureofconceptualizationandfocusesontheculturalimpactoncareeranchors(Chang,
2010).Althoughthisapproachiswidelyappliedinpriorresearchwhencomparingdifferentcultures,
theHofstede’sculturaldimensionsmaynotbesufficienttocapturetheuniquenessinnon-Western
cultures (Hwang,2015).Forexample, the IndividualismofHofstede (1983)overemphasizes the
relationshipoftheinstrumentaltieofHwang(1987).Itignoresorneglectsothertypesofinterpersonal
relationships;thus,thisisundoubtedlyabiasedapproach(Hwang,2015).

Inaddition,Igbariaetal.(1995),andIgbariaandMcCloskey(1996)hypothesizedthatculture
hasanimpactontechnicalcompetence,managerialcompetence,organizationalstability,geographical
security,autonomy,service,entrepreneurship,purechallenge,andlifestyleoftheIT/ISpersonnelin
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SouthAfrica,Taiwan,andtheUS.MarshallandBonner(2003)assertedthatculturehasasignificant
impactonentrepreneurship,technicalcompetence,organizationalstability,andlifestyle.

However,mostoftheexistingempiricalresearchisconductedinWesterncountriesandthere
isadearthofresearchintheotherculturalcontexts(Igbariaetal.,1999;Wynneetal.,2002;Hsuet
al.,2003;Sumner&Yager,2004).Todate,theseperspectiveshaveremainedignored,leadingtoa
distinctlackofresearchinthisfield.Practically,withincreasingdiversityintheworkforceoftheIT/
ISindustry,itisimperativetounderstandthepeculiarityintheIT/ISpersonnel’careeranchorfrom
differentculturalcontexts.Likewise,Josephetal.(2007)developedacontextualturnovermodelfor
theIT/ISpersonnel,believingculturetobeanotherimportantfactor.Theculturehasasignificant
effectonthecareeranchoroftheIT/ISpersonnelastheirneedsandwantsareshapedbyspecific
culturethroughsocializationandinternalization(Kim,2005).

Meanwhile,acareeranchorisrootedinculturewhichprofoundlyshapesone’svaluesandneeds
(Arnoldetal.,2017;Costiganetal.,2018;Fei,2017;Gerpottetal.,1988;Josephetal.,2007;Wong,
2007),andguanxicanbeusedtoanalyzeinterpersonalinteractionsinanyculture(Hwang,2015);
thus,thisstudyadoptstheguanxiculturetoexploretherelationshipbetweentheguanxiandcareer
anchorsoftheIT/ISpersonnelindifferentculturalsocieties.

2.3. Guanxi Culture
GuanxiconsistsoftwoChinesewords.Theword“guan”meansagate,and“xi”referstoatie,a
relationship,or a connection.Therefore,guanximeans “pass thegate toget connected” (Lee&
Dawes,2005),anditissocialconnectionsandreciprocalfavorsandobligationstotheguanxicircle.
Outsidesuchacircle,thereis‘notie,noobligation,andnorights’(Lee&Dawes,2005).Guanxiis
morelikelytomixsocio-emotionalconcernswithinstrumentalconcernsinworkplaceinteractions,
andittypicallyinvolvespersonalgifts,sharedmeals,andaddressingfriendsasbrothersandsisters
(Sanchez-Burks,2002).

Hwang(1987)subdividesrelationshipsintothreekindsofguanxi:(1)Expressiveties:thisis
relativelypermanentandstablesocialrelationshipwithinfamilies.(2)Mixedties:whichhasbeen
termedaparticularistictie,occursmainlyamongrelatives,neighbors,classmates,colleagues,teachers,
andstudentswhoshareacommonarea.Themembersneverasstrongthatalltheparticipantsinthis
tieareabletoexpresstheirauthenticbehaviorasfreelyasthemembersintheexpressivetie.(3)
Instrumentalties:anindividualmustestablishinstrumentaltieswithothersoutsideone’sfamilyto
attainone’smaterialgoals.Inviewofthis,guanxiinChinesecultureisbasedonfactorsthatpromote
sharedsocialexperiencebetweenandamongindividuals(Chiao,1982;King,1991).

Due toguanxibeingacritical factor to impactona femalemanagers’careerplanning (Fei,
2017),andcareer-orientatedIT/ISpersonnel(Huang&Aaltio,2014).Forthisreason,thepresent
studyfocusesonthemixedtietounderstandtheextenttowhichtheguanxiculturehasaneffecton
thecareeranchorsoftheIT/ISpersonnel.

3. HyPoTHeSeS deVeLoPMeNT

3.1. Job Satisfaction and Turnover Intention
AccordingtoFishbeinandAjzen(1975,p.369),thebestindicatortoforecastbehavioristhe
intentionresultsinbehavior.Inpointoffact,Mobleyetal.(1979)assertedthatintentionis
thebestwaytomeasuretheturnoveroftheemployees.Turnoverintentionconcepthasalready
beenadoptedinmanyscholarlyfieldsasthebestindicatorforforecastingturnoverbehavior
(Mobleyetal.,1979).

Studieshavefoundarelationshipsuchthatjobsatisfactionisanindicatorofturnover(Chan&
Mai,2015;El-Masrietal.,2018;Guanetal.,2014;Jiangetal.,2018;Kangetal.,2015;Nautaet
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al.,2009;Taylor&Joshi,2019).Thus,jobsatisfactionnegativelyaffectstheintentiontoleavean
organization(Guanetal.,2014;Laschinger,2012).Hence,weposit:

H1:JobsatisfactionoftheIT/ISpersonnelhasanegativeeffectontheirturnoverintention.

3.2. Career Anchors and Job Satisfaction
JobsatisfactionishighlyrelatedtocareeranchorsthathaveimpactedonsuccessfulIT/ISpersonnel
management(Guptaetal.,1992;Igbariaetal.,1991;McLeanetal.,1991).Accordingtotheresultsof
theabovestudies,careeranchorshavehadsignificanteffectsontheIT/ISpersonnel’sjobsatisfaction
(Agarwal&Ferratt,2000;Chang,2010;Hsuetal.,2003;Jiangetal.,2018;Wynneetal.,2002).
Hence,weposit:

H2a~2m:CareeranchorsoftheIT/ISpersonnelhavehadaneffectontheirjobsatisfaction.

3.3. Guanxi Culture and Career Anchors
Theabilitytobuildinterpersonalrelationships(guanxi)wasveryimportantduetothefactthatit
willhaveapositiveeffectonthesocialstandingoftheirfamily,andsociety;hence,theyhaveto
achieveahigherposition(managerialcompetence)(Chang,2010).Inaddition,howtobuildagood
relationships(guanxi)withtheIT/ISdomainexpertsisalsoimportantduetothefactthatitcanhelp
themtoimprovetheirtechnicalcompetencetoo(Changetal.,2016).Whilepriorresearchhaspartly
demonstratedtheculturalimpactoncareeranchors(Arnoldetal.,2017;Costiganetal.,2018;Igbaria
etal.,1995;Igbaria&McCloskey,1996;Josephetal.,2007;Marshall&Bonner,2003),thisresearch
aimstocontributetotheexistingliteraturebyinvestigatingtheroleoftheguanxicultureincareer
anchorformation,jobrelatedassessment,anddecisions.

Thus,thestudysetsouttounderstandthewayinwhichtheguanxicultureimpactsontheIT/
ISpersonnelinthePRC,Taiwan,India,theUAEandtheUS,beingfivedifferentculturalsocieties.
Therefore,weposit:

H3a~3m:GuanxiculturehasaneffectonthecareeranchorsoftheIT/ISpersonnel.

Finally,thisstudyproposestheresearchmodel(seeFigure1)onthebasisoftheliteraturereview
providedabovetounderstandtheinteractionsamongthecareeranchorsoftheIT/ISpersonnel,guanxi
culture,jobsatisfaction,andturnoverintention.

Figure 1. Research Model (Compare of Five Societies)
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4. ReSeARCH MeTHod

4.1. Survey Administration
DataofthisstudyhasbeenprimarilycollectedviaanInternetsurvey.Anannouncementwasposted
ontheInternetdiscussionforumoffivedifferentculturalsocieties(thePRC,Taiwan,India,theUAE
andtheUS)torecruitparticipantswhowerefulltimeIT/ISpersonnelinacompany.Wereleased
theinvitationwithlimiteddistributionontheInternet,andtheannouncementstatedthepurposeof
thisstudyandspecifiedthatonlythosewithIT/ISpersonnelwouldbequalifiedtoparticipateinthe
survey.Toensureconfidentiality,alltheparticipantswereinformedthattheirresponseswouldremain
anonymousandwouldbeusedforacademicpurposesonly.Theone-yearsurveywasconductedfrom
2016to2017.

Outof 859 (including:PRC:202;Taiwan:145; India: 223;UAE:167;US:122) responses
received;179fromthePRC,111fromTaiwan,207fromIndia,131fromtheUAE,and113fromthe
USvalidsurveyswerecompleted,witharesponserateofthePRC88.61%,Taiwan76.55%,India
92.83%,theUAE78.44%,andtheUS92.62%.Thedemographicinformationoftheserespondents
is listedinTable1.Thedatashowsthatmoremales(Taiwan:74.77%;India:79.71%;theUAE:
74.81%;and theUS:73.45%) than females (Taiwan:23.42%; India:20.29%; theUAE:24.43%;
theUS:25.66%)inTaiwan,India,theUAE,andtheUShaveresponded,butnotinthePRC.Most
respondentswereundertheageof40andobtainedaBachelor’sorMaster’sdegree.Thesample
structureoftherespondentsinthisstudywassimilartothatusedinthestudyofArmstrongetal.
(2015),FuandChen(2015),whosetargetsamplewasinformationtechnologyprofessionalsoncareer
experience,therepresentativenessofoursamplewasthereforeassured.

4.2. Measurement development
Wedevelopedmeasurementitemsbyadoptingmeasuresthathadbeenvalidatedinpriorstudies,
andmodifiedtheitemstofitourcontext.Thequestionnaireconsistedof68itemstomeasurefour
constructs in theresearchmodel(seeAppendix).Atotalof56questionsobtainedfromDeLong
(1982), IgbariaandBaroudi(1993),andChangandLin(2008)wereusedtomeasure thecareer
anchors.AtotalofsixquestionsobtainedfromZhuangetal.(2010)wereusedtomeasurethemixed
tiesoftheguanxiculture.AtotalofthreequestionsobtainedfromGreenhausetal.(1990)wereused
tomeasurejobsatisfaction.AtotalofthreequestionsobtainedfromMobleyetal.(1978)wereused
tomeasureturnoverintention.

Since traditionalChinese is themostcommonlyused language inTaiwan, thequestionnaire
itemsweretranslatedintoChineseforahigherresponserate.Abackwardtranslationwasemployed
toensureconsistencybetweenChineseand theoriginalEnglishversionsof the instrument.Two
professionaltranslatorsindependentlytranslatedtheEnglishquestionsintoChinese.Thetranslated
Chinesequestionsetswerethenreviewedbyaprofessortoensurethatthemeaningswereconsistent
withtheEnglishones.ThisfinalsetofChinesequestionswastranslatedbackintoEnglishbyanother
professionaltranslatorinordertocheckthetranslationequivalence.Thetranslatorsthencollaborated
onthecomparisonoftheoriginalEnglishquestionswiththebacktranslation.Basedonthediscussions
amongthetranslators,afinalsetofquestionswasconfirmed.Domainexpertsreviewedtheinstrument
toensureitsvalidityandtoidentifyambiguity.Thewordingofcertainitemswasmodified,basedon
suggestionsfromthedomainexperts.

Alloftheconstructsweremeasuredbyatleastthreeindicators,usinga5-pointLikertscale.
Theanchorsforallitemsrangedfrom1(stronglydisagree)to5(stronglyagree).Weconceptualized
andmeasuredalloftheconstructs,respectively,thussettingthedirectionofcausalityfromindicator
toconstruct.

A pre-test of the questionnaire was performed with help from three specialists in the MIS
departmentandthreeprofessorsintheISdomaintoassessthevalidityofitscontent;thisincluded
theeaseofunderstanding,sequenceofitems,andcontextualrelevance.Thequestionnairewasslightly
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Table 1. Sample demographics

Demographical 
Characteristics Contents

PRC Taiwan India UAE US

# % # % # % # % # %

Gender

(1)Male 89 49.72 83 74.77 165 79.71 98 74.81 83 73.45

(2)Female 90 50.28 26 23.42 42 20.29 32 24.43 29 25.66

(3)Others 0 0.00 2 1.80 0 0.00 1 0.76 1 0.88

Age

(1)<=25 7 3.91 12 10.81 30 14.49 21 16.03 13 11.50

(2)>25and<=30 52 29.05 26 23.42 76 36.71 43 32.82 41 36.28

(3)>30and<=35 61 34.08 27 24.32 63 30.43 33 25.19 32 28.32

(4)>35and<=40 55 30.73 31 27.93 24 11.59 21 16.03 15 13.27

(5)>40and<=45 1 0.56 7 6.31 9 4.35 11 8.40 7 6.19

(6)>45and<=50 1 0.56 6 5.41 2 0.97 2 1.53 2 1.77

(7)>50and<=60 2 1.12 1 0.90 1 0.48 0 0.00 3 2.65

(8)over60 0 0.00 0 0.00 0 0.00 0 0.00 0 0.00

(9)Others 0 0.00 1 0.90 2 0.97 0 0.00 0 0.00

Education

(1)Highschool 1 0.56 0 0.00 0 0.00 0 0.00 8 7.08

(2)Juniorcollege
graduates 1 0.56 4 3.60 6 2.90 3 2.29% 9 7.96

(3)Bachelor’s
degree 126 70.39 43 38.74 129 62.32 87 66.41 64 56.64

(4)Master 49 27.37 61 54.95 70 33.82 39 29.77 31 27.43

(5)Ph.D 2 1.12 1 0.90 0 0.00 1 0.76 1 0.88

(6)Others 0 0.00 2 1.80 2 0.97 1 0.76 0 0.00

Industry

(1)Government 0 00.00 19 17.12 12 5.80 28 21.37 5 4.42

(2)Information
Service 114 63.69 73 65.77 121 48.45 25 19.08 66 58.41

(3)Medicine 1 0.56 10 9.01 8 3.86 11 8.40 7 8.19

(4)Financial 3 1.68 0 0.00 14 6.76 12 9.16 3 2.65

(5)Others 61 34.07 9 8.10 52 35.13 55 41.99 32 26.33

JobTitle

(1)Systemengineer 30 16.76 14 12.61 23 11.11 16 12.21 3 2.65

(2)Software
engineer 56 31.28 24 21.62 23 11.11 8 6.11 8 7.08

(3)Hardware
engineer 21 11.73 6 5.41 0 0.00 4 3.05 1 0.88

(4)Network
engineer 6 3.35 7 6.31 9 4.35 17 12.98 6 5.31

(5)Programmer 23 12.85 25 22.52 28 13.53 8 6.11 24 21.24

(6)DBA 18 10.06 1 0.90 4 1.93 2 1.53 1 0.88

(7)Projectmanager 9 5.03 3 2.70 13 6.28 20 15.27 15 13.27

(8)MISManager 3 1.68 2 1.80 24 11.59 7 5.34 10 8.85

(9)Systemanalyst 9 5.03 8 7.21 18 8.70 9 6.87 13 11.50

(10)MISsales 4 2.23 4 3.60 2 0.97 0 0.00 1 0.88

(11)Others 0 0.00 17 15.31 63 30.44 40 30.54 31 27.43

continued on following page
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modifiedaccordingtothecommentsfromtheseexperts.Toensurethereliabilityofthequestions
andthefeasibilityofthesurveyprocess,apilottestwastakeninvolving10IT/ISpersonnel.The
wordingofthequestionswerealsoslightlychangedbasedonthemembers’commentsfromthepilot
test.Inaddition,the10pilottestmembersassertedthatG1,G8,andG9,threeitemsofZhuanget
al.(2010),werenotsuitabletothisstudy;therefore,thisstudyonlyusedsixitems(G2,G3,G4,G5,
G6,G7,andG8)oftheguanxiofZhuangetal.(2010).

4.3. Assessment of Reliability and Validity
ConstructreliabilitywasmeasuredbyFornell’scompositereliability(CR).Toachievetherequired
reliability,theCRshouldbegreaterthan0.7andallthefactorloadingsareabove0.5(Jiangetal.,
2009).Inordertosatisfythereliabilityofthecorrespondingconstructsofthefivedifferentcultural
data; thus, some itemsareomitted fromeachof the followingconstructs: technical competence
(TECH2,TECH4,andTECH5),managerialcompetence(MANG1,MANG2,andMANG5),autonomy
(AUTO1,AUTO2,andAUTO3),challenge(CHAL1,andCHAL3),lifestyle(LIFE1,LIFE4,and
LIFE5),identity(IDEN3,IDEN4,andIDEN5),creativity(CREA3),variety(VARI2,VARI4,and
VARI5),service(SER1,andSER4),entrepreneurship(ENTE1,andENTE4),learningmotivation
(LEAR1, and LEAR4), guanxi (GGX2, GGX4, GGX5, and GGX7), and job satisfaction (JS3).
Subsequently,theremainingconstructshaveadequatereliability(seeTable2).

The result in Table 2 shows the proper reliability of the measurement items, and adequate
convergent validity of the measurement items. To achieve adequate discriminant validity, the
correlationbetweenthepairsofconstructsshouldbelessthan0.90,andthesquarerootofAVEshould
begreaterthantheinter-constructcorrelationcoefficients(Fornell&Bookstein,1982).Asshownin
Table2andTables3-7,thediagonalcellsinTables3-7arethesquare-rootofthe(AVE),andthese
valuesarehigherthanalltheothersinthesamerow,indicatingahigherdiscriminantvalidityforthe
constructs;itcanthusbeobservedthatthissurveyisvalid.

Demographical 
Characteristics Contents

PRC Taiwan India UAE US

# % # % # % # % # %

Jobexperience

(1)1~3years 16 8.94 26 23.42 48 23.19 26 19.85 22 19.47

(2)4~6years 48 26.82 19 17.12 56 27.05 28 21.37 27 23.89

(3)7~9years 45 25.14 16 14.41 46 22.22 26 19.85 22 19.47

(4)10~13years 42 23.46 25 22.52 31 14.98 24 18.32 19 16.81

(5)14~17years 24 13.41 13 11.71 11 5.31 13 9.92 14 12.39

(6)18~21years 1 0.56 5 4.50 6 2.90 6 4.58 4 3.54

(7)22yearsor
more 3 1.68 6 5.41 8 3.86 3 2.29 5 4.42

(8)Others 0 0.00 1 0.90 1 0.48 5 3.82 0 0.00

Married

(1)Yes 152 84.92 42 37.84 118 57.00 74 56.49 57 50.44

(2)No 27 15.08 68 61.26 88 42.51 51 38.93 53 46.90

(3)Others 0 0.00 1 0.90 1 0.48 6 4.58 3 2.65

CareerStage

(1)Stage1 8 4.47 27 24.32 49 23.67 23 17.56 24 21.24

(2)Stage2 77 43.02 41 36.94 81 39.13 39 29.77 41 36.28

(3)Stage3 83 46.37 26 23.42 60 28.99 52 39.69 34 30.09

(4)Stage4 11 6.15 2 1.80 14 6.76 13 9.92 13 11.50

(5)Others 0 0.00 15 13.51 3 1.45 4 3.05 1 0.88

Table 1. Continued
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Table 2. Standardized loadings and reliability estimates

Constructs Items

PRC Taiwan India UAE US

Factor 
Loadings

CR 
(AVE)

Factor 
Loadings

CR 
(AVE)

Factor 
Loadings

CR 
(AVE)

Factor 
Loadings

CR 
(AVE)

Factor 
Loadings

CR 
(AVE)

Technical 
Competence

TECH1 0.86 0.79
(0.65)

0.66 0.81
(0.68)

0.77 0.77
(0.62)

0.75 0.82
(0.70)

0.90 0.74
(0.60)TECH3 0.75 0.97 0.81 0.91 0.62

Managerial 
Competence

MANG3 0.87 0.91
(0.83)

0.97 0.86
(0.76)

0.77 0.83
(0.71)

0.81 0.84
(0.72)

0.84 0.87
(0.78)MANG4 0.95 0.75 0.91 0.89 0.93

Autonomy
AUTO4 0.96 0.82

(0.70)

0.97 0.79
(0.67)

0.80 0.79
(0.66)

0.98 0.85
(0.74)

0.91 0.76
(0.62)AUTO5 0.69 0.63 0.82 0.72 0.95

Organizational 
Stability

ORGS1 0.63
0.76
(0.51)

0.81
0.77
(0.53)

0.75
0.75
(0.51)

0.85
0.80
(0.58)

0.88
0.83
(0.63)ORGS2 0.83 0.55 0.73 0.78 0.87

ORGS3 0.67 0.80 0.65 0.63 0.59

Challenge

CHAL2 0.74
0.79
(0.56)

0.91
0.84
(0.64)

0.70
0.80
(0.57)

0.65
0.75
(0.51)

0.89
0.83
(0.62)CHAL4 0.66 0.68 0.81 0.88 0.87

CHAL5 0.84 0.79 0.75 0.57 0.55

Lifestyle
LIFE2 0.90 0.79

(0.65)

0.83 0.82
(0.69)

0.78 0.72
(0.57)

0.90 0.76
(0.61)

0.86 0.84
(0.72)LIFE3 0.70 0.83 0.73 0.65 0.83

Identity
IDEN1 0.86 0.81

(0.68)

0.86 0.85
(0.73)

0.81 0.83
(0.71)

0.85 0.80
(0.75)

0.91 0.89
(0.80)IDEN2 0.78 0.85 0.87 0.88 0.88

Creativity
CREA1 0.76 0.75

(0.60)

0.75 0.83
(0.71)

0.82 0.83
(0.70)

0.76 0.78
(0.64)

0.81 0.82
(0.70)CREA2 0.80 0.92 0.86 0.84 0.86

Variety
VARI1 0.77 0.80

(0.67)

0.79 0.84
(0.72)

0.81 0.81
(0.68)

0.71 0.79
(0.65)

0.77 0.81
(0.68)VARI3 0.86 0.91 0.83 0.90 0.88

Service
SER2 0.82 0.83

(0.70)

0.74 0.83
(0.72)

0.68 0.78
(0.64)

0.89 0.82
(0.69)

0.80 0.82
(0.70)SER3 0.86 0.94 0.91 0.77 0.87

Entrepreneurship
ENTE2 0.90 0.80

(0.67)

0.99 0.80
(0.68)

0.75 0.81
(0.68)

0.92 0.85
(0.75)

0.93 0.85
(0.74)ENTE3 0.75 0.60 0.90 0.81 0.78

Geographical 
Security

GEO1 0.54
0.76
(0.52)

0.72
0.79
(0.56)

0.77
0.85
(0.65)

0.90
0.88
(0.72)

0.93
0.85
(0.66)GEO2 0.77 0.90 0.87 0.87 0.72

GEO3 0.79 0.59 0.79 0.77 0.79

Learning 
Motivation

LEAR2 0.81 0.82
(0.69)

0.70 0.77
(0.62)

0.78 0.80
(0.67)

0.85 0.85
(0.73)

0.86 0.86
(0.76)LEAR3 0.86 0.87 0.85 0.87 0.88

Guanxi Culture
CGX3 0.74 0.73

(0.57)

0.77 0.79
(0.65)

0.82 0.81
(0.69)

0.77 0.82
(0.70)

0.79 0.84
(0.72)CGX6 0.78 0.84 0.84 0.90 0.91

Job Satisfaction
JS1 0.79 0.76

(0.61)

0.93 0.92
(0.86)

0.93 0.92
(0.85)

0.94 0.93
(0.88)

0.92 0.91
(0.83)JS2 0.84 0.92 0.91 0.94 0.90

Turnover 
Intention

LINT1 0.82
0.88
(0.71)

0.87
0.88
(0.72)

0.88
0.89
(0.73)

0.93
0.92
(0.79)

0.87
0.87
(0.69)LINT2 0.84 0.79 0.91 0.89 0.84

LINT3 0.86 0.88 0.78 0.84 0.77

SRMRCommonFactorModel 0.08 0.09 0.08 0.08 0.09

CR: Composite Reliability; AVE: Average Variance Extracted
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Table 3. Descriptive statistics, correlations, and square root of AVE (PRC)
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Diagonal elements (bold) are the square root of AVE
M2: Standard deviation; M3: Skewness; M4: Kurtosis; K-S: Kolmogorov-Smirnov statistic with Lilliefors significance correlation (all p < .05)
VIF: Variance Inflation Factor (Dependent Variable: Job Satisfaction)
TECH: Technical; MANG: Management; AUTO: Autonomy; ORGS: Organizational Stability; CHAL: Challenge; LIFE: Lifestyle; IDEN: Identity; CREA: 

Creativity; VARI: Variety; SER: Service; ENTE: Entrepreneur; GEO: Geography; LEAR: Learning; GuXi: GuanXi; JS: Job Satisfaction; LINT: Leave Intention
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Table 4. Descriptive statistics, correlations, and square root of AVE (Taiwan)
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Diagonal elements (bold) are the square root of AVE
M2: Standard deviation; M3: Skewness; M4: Kurtosis; K-S: Kolmogorov-Smirnov statistic with Lilliefors significance correlation (all p < .05)
VIF: Variance Inflation Factor (Dependent Variable: Job Satisfaction)
TECH: Technical; MANG: Management; AUTO: Autonomy; ORGS: Organizational Stability; CHAL: Challenge; LIFE: Lifestyle; IDEN: Identity; CREA: 

Creativity; VARI: Variety; SER: Service; ENTE: Entrepreneur; GEO: Geography; LEAR: Learning; GuXi: GuanXi; JS: Job Satisfaction; LINT: Leave Intention
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Table 5. Descriptive statistics, correlations, and square root of AVE (India)
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Table 6. Descriptive statistics, correlations, and square root of AVE (UAE)
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Table 7. Descriptive statistics, correlations, and square root of AVE (US)
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Diagonal elements (bold) are the square root of AVE
M2: Standard deviation; M3: Skewness; M4: Kurtosis; K-S: Kolmogorov-Smirnov statistic with Lilliefors significance correlation (all p < .05)
VIF: Variance Inflation Factor (Dependent Variable: Job Satisfaction)
TECH: Technical; MANG: Management; AUTO: Autonomy; ORGS: Organizational Stability; CHAL: Challenge; LIFE: Lifestyle; IDEN: Identity; CREA: 
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Inthispaper,weassessedthatthePLSisconsideredanappropriateanalyticaltoolbecauseof
itsabilitytovalidatemultiplecausalrelationshipssimultaneously.WeusedtheSmartPLS3with
bootstrappingasaresamplingtechnique(5000randomsamples)toestimatethestructuralmodeland
thesignificanceofthepaths(t-value)(Chinetal.,2003).

Figure1representsthestructuralmodelthathasbeenexaminedanddescribestherelationshipsor
pathsamongthetheoreticalconstructs.ForeachconstructinthisFigure,thereisarelatedmeasurement
model,whichlinkstheconstruct inthediagramtoasetof items.Thus, thePLSrecognizestwo
componentsofmodelbuilding:themeasurementmodelandthestructuralmodel.

Theresearcherhastofirstassessthemeasurementmodel,andthentestforsignificantconsistency
intherelationshipbetweentheconstructsandmeasuringitems.Theconvergentanddiscriminant
validity(Tables3a~3e)indicatesthattheinstrumentcanbeusedtotesttheproposedmodelinthis
research.Thestructuralmodelassesses theexplanatorypowerof the independentvariables,and
examinesthesizeandsignificanceofthepathcoefficients.Together,themeasurementandstructural
modelsformanetworkofmeasuresandconstructs(Fornell,1982;Fornell&Larcker,1981).

Next,thepathsignificanceintheresearchmodelisevaluated,whilethevariancewillbeexplained
(R2value)byeachexaminedpath.Toexaminethespecifichypotheses,wefirstassessedthet-statistics
forthepathcoefficientsandcalculatedthep-valuesbasedona2-tailedtestwithasignificancelevel
of0.001~0.1.Thesignificanceandtherelativestrengthofthespecifiedindividualpathsarealso
evaluated,assummarizedinTable8.Finally,Tables3-7showthateachVIFislowerthanthreefor
boththeindependentvariables.Therefore,itissuggestedthatthereisnocollinearityproblem.

5. ReSULT ANd dISCUSSIoN

5.1. Career Anchors to Job Satisfaction
5.1.1. IT/IS Personnel in PRC
Theservice(H2j),geographicsecurity(H2l),andlearningmotivation(H2m)anchorshaveasignificantly
positiveeffectonjobsatisfactionoftheIT/ISpersonnel.Firstly,duetotherapiddevelopmentofthe
IT,therehasbeenanunprecedentedchangefortheIT/ISpersonnel,therefore,forsustainingtheir
competence,theyhavetokeeplearning(learningmotivation,H2m)thenewanddifferenttypesof
information,technicalknowledge,andtheITindustryisextremelycompetentinthePRC.Secondly,
service(H2j)isveryimportantduetotheeffortoftheIT/ISpersonnelasitcanprovideachievement,
aswellas improvingtheirself-confidence.Thirdly,because theITindustryhas thepotential for
development in some metropolitan areas in the PRC, thus, geographic security (H2l) for the IT/
ISpersonnelisalsoamajorfactortoinfluencetheirjobsatisfaction,hence,theyhavemanymore
opportunitiestolearnstate-of-the-artITknowledgeinthesemetropolitanareas.Inlightofthefact
thatmanagementshouldprovideenoughofthesethreeanchorstosatisfytheirIT/ISpersonnel’sneed
forimprovingtheirjobsatisfactioninthePRC.

5.1.2 IT/IS Personnel in Taiwan
Thetwoanchorsoftechnicalcompetence(H2a),andgeographicsecurity(H2l),haveasignificantly
positiveeffectonjobsatisfactionoftheIT/ISpersonnel.Firstly,duetotechnicalcompetence(H2a)
beingthebasicabilityfortheIT/ISpersonnel,thus,thisanchorisverysignificantforthem.Secondly,
thejobopportunitiesintheITindustryaremorepopularinthenorthofTaiwan,thus,geographic
security(H2l)isalsoacriticalfactortoinfluencetheIT/ISpersonnel’sjobsatisfaction.Thismeans
thatthemanagementshouldprovideenoughofthesetwoanchorstosatisfytheirneedtoimprove
theirjobsatisfactioninTaiwan.
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5.1.3 IT/IS Personnel in India
Challenge (H2e), creativity (H2h), and geographic security (H2l), are three anchors that have a
significantlypositiveeffectonjobsatisfactionoftheIT/ISpersonnel.Thefindingisconsistentwith
theresultofKannabiranetal.,(2016).Firstly,duetotheITindustryinIndiabeingfamousworldwide,
due to it beingvery competent; thus, the abilityof take challenge (H2e), andcreativenew ideas
(creativity,H2h)isquiteimportantfortheIT/ISpersonnel.Secondly,becausetheITindustryhasthe
potentialfordevelopmentinsomemetropolitanareasinIndiaaswellasthePRC,thus,geographic
security(H2l)fortheIT/ISpersonnelisalsoamajorfactortoinfluencetheirjobsatisfaction.Forthis
reason,managementshouldprovideenoughofthesethreeanchorstosatisfytheIT/ISpersonnel’s
needforimprovingtheirjobsatisfactioninIndia.

5.1.4 IT/IS Personnel in UAE Society
Onlythelearningmotivation(H2m)anchorhasasignificantlypositiveeffectonthejobsatisfaction
oftheIT/ISpersonnelintheUAEsociety.Firstly,ofcourse,becauseoftherapiddevelopmentofthe
informationtechnicalknowledge,theyhavetobeupdatedallthetime,forsustainingthecompetence
oftheIT/ISpersonnel,astheyhavetokeeplearning(learningmotivation,H2m)thenewanddifferent
typesofITknowledge.Thismeansthatmanagementshouldprovideenoughofthisanchortosatisfy
theIT/ISpersonnel’sneedforimprovingtheirjobsatisfactionintheUAE.

5.1.5. IT/IS Personnel in USA
Lifestyle(H2f),andvariety(H2i)aretwoanchorsthathaveasignificantlypositiveeffectonthejob
satisfactionoftheIT/ISpersonnel.Firstly,theUShasalwaysemphasizedthebalancebetweenthe
jobandfamilylife(lifestyle,H2f),asthisisveryimportanttotheIT/ISpersonnelintheUS.Secondly,
desiretoworkonanumberofdifferenttasks(variety,H2i)isalsoacriticalfactortoinfluencejob
satisfactionforthem.Thismeansthatthemanagementshouldprovideenoughofthesetwoanchors
tosatisfytheirneedforimprovingtheirjobsatisfactionintheUS.

Insum,service(H2j) in thePRC,technicalcompetence(H2a) inTaiwan,challenge(H2e)and
creativity(H2h)inIndia,lifestyle(H2f)andvariety(H2i)intheUS,arethesixanchorsthathavea
significantlypositiveeffectontheIT/ISpersonnel’sjobsatisfaction.Therefore,managementshould
providethesesixanchorsbasedondifferentandappropriateculturalareas;thentheycanachieve
thegoaltoincreasetheirjobsatisfaction.Meanwhile, thelearningmotivation(H2b)anchorhasa
significantlypositiveeffectontheIT/ISpersonnel’sjobsatisfactioninthePRCandtheUAE.Forthis
reason,managementcanprovidethisanchortotheIT/ISpersonnelinthesetwosocietiesmuchmore
thantoothersocieties.Finally,thegeographicsecurity(H2l)anchoralsohasasignificanteffecton
theIT/ISpersonnel’sjobsatisfactioninthePRC,Taiwan,andIndia.Accordingtothesethreeareas
belongingtoEasternsocieties,andtheirITindustrydevelopmentinsomecities;hence,management
shouldprovidethisanchortotheIT/ISpersonnel,andthentheycanachievethegoalofretentionto
qualifyasIT/ISpersonnel.

AlltheabovefindingsareconsistentwiththeconceptionofAgarwalandFerratt(2000),Chang
(2010),Hsuetal.(2003),Jiangetal.(2018),Wynneetal.(2002),inthatcareeranchorsshouldbean
antecedentvariableofjobsatisfaction.Theresultofthisstudyexhibitsthatonlyafewcareeranchors
haveaneffectontheIT/ISpersonnel’sjobsatisfactionineachsociety;thus,theypartiallysupportedthe
H2a~2m.Meanwhile,careeranchorshavehaddifferenteffectsontheIT/ISpersonnel’sjobsatisfaction
indifferentculturalsocieties.Final,ComparisontheresultsoftheH2a~H2masshowninTable9.

5.2. Guanxi Culture to Career Anchors
5.2.1. IT/IS Personnel in PRC
Guanxiculturehashadasignificanteffectonall12anchorsoftheIT/ISpersonnelinthePRC,except
managerialcompetence(H3b)Theresultscouldbedueto:(1)peoplelivingingoodguanxisocieties
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Table 8. The results of the hypothesis test

Hypotheses
PRC Taiwan India UAE US

β t Value β t Value β t Value β t Value β t Value

H1:JobSatisfaction->
TurnoverIntention -0.65*** 13.61*** -0.63*** 9.25*** -0.38*** 5.33*** -0.46*** 6.14*** -0.43*** 5.18***

H2a:TechnicalCompetence->
JobSatisfaction 0.01 0.14 0.46*** 3.82*** 0.07 0.95 0.02 013 0.14 1.33

H2b:ManagerialCompetence
->JobSatisfaction -0.05 0.71 0.01 0.05 -0.01 0.13 -0.12 0.87 0.11 0.87

H2c:Autonomy->Job
Satisfaction -0.05 0.73 -0.19 1.57 -0.12 1.60 0.07 0.66 0.001 0.01

H2d:OrganizationalStability->
JobSatisfaction -0.04 0.45 0.04 0.29 0.03 0.36 -0.01 0.11 -0.09 0.75

H2e:Challenge->Job
Satisfaction 0.14 1.78 -0.11 0.64 0.16* 2.01* -0.05 0.43 -0.09 0.56

H2f:Lifestyle->Job
Satisfaction 0.03 0.31 0.003 0.02 0.10 1.10 0.05 0.40 0.31* 2.46*

H2g:Identity->JobSatisfaction 0.14 1.47 -0.13 1.50 -0.13 1.56 0.08 0.62 0.08 0.64

H2h:Creativity->Job
Satisfaction 0.08 0.83 -0.16 1.15 0.22* 2.35* 0.01 0.07 -0.05 0.35

H2i:Variety->JobSatisfaction -0.004 0.05 0.17 1.08 -0.02 0.20 0.14 1.13 0.27* 2.23*

H2j:Service->JobSatisfaction 0.18* 2.15* 0.04 0.31 0.14 1.48 -0.09 0.67 0.06 0.48

H2k:Entrepreneurship->Job
Satisfaction 0.05 0.79 0.06 0.57 0.05 0.61 0.08 0.73 -0.10 0.86

H2l:GeographicalSecurity->
JobSatisfaction 0.20* 2.35* 0.28* 2.22* 0.14* 1.99* -0.07 0.52 0.02 014

H2m:LearningMotivation->
JobSatisfaction 0.17* 2.15* 0.11 0.96 0.10 1.28 0.23* 1.97* -0.02 0.13

H3a:GuanxiCulture->
TechnicalCompetence 0.36*** 5.32*** 0.40*** 4.65*** 0.23** 2.80** 0.13 1.25 0.34*** 4.16***

H3b:GuanxiCulture->
ManagerialCompetence 0.13 1.95 0.19 1.59 0.19* 2.38* 0.08 0.94 0.23* 2.49*

H3c:GuanxiCulture->
Autonomy 0.20** 2.84** 0.35*** 4.16*** 0.18* 2.55* 0.10 0.91 0.04) 0.32

H3d:GuanxiCulture->
OrganizationalStability 0.24** 3.11** 0.33*** 4.17*** 0.16 1.77 -0.05 0.39 0.33*** 3.65***

H3e:GuanxiCulture->
Challenge 0.29*** 3.90*** 0.25* 2.44* 0.29*** 3.44*** 0.22* 2.43* 0.28** 2.83**

H3f:GuanxiCulture->
Lifestyle 0.27*** 3.77*** 0.49*** 6.76*** 0.20** 2.80** 0.18 1.76 0.13 1.15

H3g:GuanxiCulture->Identity 0.40*** 5.99*** 0.18 1.50 0.11 1.22 0.22* 2.45* 0.35*** 4.44***

H3h:GuanxiCulture->
Creativity 0.25** 3.19** 0.23* 2.28* 0.31*** 3.96*** 0.21* 2.51* 0.19 1.83

H3i:GuanxiCulture->Variety 0.29*** 4.43*** 0.32** 3.14** 0.28*** 3.57*** 0.19* 1.96* 0.28** 3.22**

H3j:GuanxiCulture->Service 0.38*** 5.47*** 0.46*** 5.80*** 0.28*** 4.18*** 0.06 0.52 0.30** 2.89**

H3k:GuanxiCulture->
Entrepreneurship 0.21** 2.96** 0.20 1.30 0.14* 2.04* 0.20* 2.12* 0.16 1.50

H3l:GuanxiCulture->
GeographicalSecurity 0.28** 3.16** 0.42*** 4.46*** 0.22** 2.68** -0.16 1.49 0.14 1.02

H3m:GuanxiCulture->
LearningMotivation 0.40*** 5.73*** 0.42*** 5.51*** 0.10 1.07 0.14 1.49 0.31** 3.27**

***: p < 0.001(t > 3.29); **: p < 0.01(t > 2.58); *: p < 0.05(t > 1.96)
PLS-Bootstrap method was applied and bootstrap 5000 samples for parameters estimation.
All values in table are presented by standardized regression coefficient.
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Table 9. Comparison the results of the H2a~ H2m

Hypotheses PRC Taiwan India UAE US

H2a:Technical
Competence->Job
Satisfaction

Technical
competencebeingthe
basicabilityforIT/IS
personnelinTaiwan

H2b:Managerial
Competence->Job
Satisfaction

H2c:Autonomy->
JobSatisfaction

H2d:Organizational
Stability->Job
Satisfaction

H2e:Challenge->Job
Satisfaction

TheITindustryin
Indiabeingfamous
worldwide;thus,
theabilityoftake
challengeiscritical
forIT/ISpersonnel

H2f:Lifestyle->Job
Satisfaction

TheUShasalways
emphasizedthe
balanceofthejob
andfamilylife,andit
isveryimportantto
theIT/ISpersonnelin
theUS

H2g:Identity->Job
Satisfaction

H2h:Creativity->Job
Satisfaction

TheITindustryin
Indiabeingfamous
worldwide;thus,the
abilityofcreative
newideasiscritical
forIT/ISpersonnel
inIndia

H2i:Variety->Job
Satisfaction

Desiretoworkona
numberofdifferent
tasksiscriticalfor
IT/ISpersonnelin
theUS

H2j:Service->Job
Satisfaction

ServiceforIT/IS
personnel,duetoit
canimprovetheir
self-confidence

H2k:Entrepreneurship
    ->JobSatisfaction

H2l:Geographical
Security->Job
Satisfaction

ITindustryhas
thepotentialfor
developmentinsome
metropolitanareas
inthePRC,thus,
geographicsecurity
forIT/ISpersonnelis
acriticalfactor

Thejobopportunities
intheITindustry
aremorepopularin
thenorthofTaiwan,
thus,geographic
securityisacritical
factorforIT/IS
personnel

ITindustryhas
thepotentialfor
developmentin
somemetropolitan
areasinIndia,thus,
geographicsecurity
forIT/ISpersonnelis
acriticalfactor

H2m:Learning
Motivation->Job
Satisfaction

ITindustryis
extremelycompetent
inthePRC,IT/IS
personnelhaveto
keeplearningthe
newanddifferent
typesofinformation,
technicalknowledge

IT/ISpersonnel
havetobeupdated
theirITknowledge,
forsustainingtheir
competence
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(thePRCandIndia)havetohonortheirfamily,thus,theywilltrytheirbesttoimprovetheirability
(technicalcompetence,H3a;learningmotivation,H3m)andtakerisks(challenge,H3e,creativity,H3h;
variety,H3i);moreover,iftheyhavegoodguanxiintheirorganization,beaboss(entrepreneurship,
H3k),theycanarrangetheirtimemoreeasily(autonomy,H3c);hence,theirfamilywillbeveryproud
oftheirsuccess.Meanwhile,maintaininggoodguanxi inanorganizationcanhelptheirworkfor
acompanywhichisfamous,stable,andclosetohome(organizationalstability,H3d;identity,H3g;
geographicalsecurity,H3l),tobalancetheirworkandfamily(lifestyle,H3f).Forthisreason,notonly
cantheytakecareoftheirfamily,buttheycanalsohonortheirfamily.(2)Duetobuildinggoodguanxi
withotherscanbe“helpingandservingothersisthefoundationofhappiness”(H3j),andthisisthe
mostimportantadagechildrenaretaughtwithinaChineseculturalsociety,otherwise,theywillnot
berespectedbyothersinthissociety.Forthisreason,iftheIT/ISpersonnelinthePRChavegood
guanxiintheirorganizationitwillimprovetheirserviceability.

Accordingtotheabovediscussion,theIT/ISPersonnelinChinesesocietywhomaintaingood
guanxiintheirorganizationwillbeusefultoinfluencealmostallofthe12typesofcareeranchors,
anditmaywellbeapossiblewaytoimprovetheirjobsatisfactionindirectly.

5.2.2. IT/IS Personnel in Taiwan
Guanxi culture has had a significant effect on technical competence (H3a), autonomy (H3c),
organizationalstability(H3d),challenge(H3e),lifestyle(H3f),creativity(H3h),variety(H3i),service
(H3j),geographicalsecurity(H3l),andlearningmotivation(H3m),beingthe10anchorsoftheIT/IS
personnelinTaiwan.IthassimilarreasonswiththePRCaccordingtobothofthemhavinginherited
thesameChineseculture.

However,duetotherebeingonlyafewchancesofpromotiontoanIT/ISmanager’sposition
(managerialcompetence,H3b)inTaiwan,eveniftheIT/ISpersonnelhasgoodguanxiwithothers,
itisstillverydifficulttohaveanopportunityforpromotion.Meanwhile,mostofthecompaniesare
small-tomiddle-sizedenterprises,anditishardtogainagoodreputationfrommostpeople,thus,
eveniftheIT/ISpersonnelhavegoodguanxiwithothersitwillbenousefortheiridentity(H3g).
Moreover,theriskistoohighandcannotguaranteesuccesstocreateanewbusinessfortheIT/IS
personnel(entrepreneurship,H3k);thus,eveniftheyhavegoodguanxiwithothersitisstilluseless
forthisanchor.Forthisreason,managerialcompetence(H3b),identity(H3g),andentrepreneurship
(H3k)oftheIT/ISpersonnelinTaiwanwillnotbesignificantlyinfluencedbyguanxi.

5.2.3. IT/IS Personnel in India
Guanxiculturehashadasignificanteffectontechnicalcompetence(H3a),managerialcompetence
(Hb), autonomy (H3c), challenge (H3e), lifestyle (H3f), creativity (H3h), variety (H3i), service (H3j),
entrepreneurship(H3k),andgeographicalsecurity(H3l),beingthe10anchorsoftheIT/ISpersonnel
inIndia.IthassimilarreasonsaswiththePRCandTaiwan,suggestingsimilarityamongthesethree
societies.However,themanagerialcompetence(Hb)isonlysignificantinIndia,thePRC,andTaiwan;
accordingtotheITindustryinIndiabeingfamousworldwide,therearemanyopportunitiestobe
promotedtoamanagerialpositionfortheIT/ISpersonnel.

However,astheITindustryisverydynamicinIndia,thus,eveniftheIT/ISpersonnelhavegood
guanxiintheorganization,organizationalstability(H3d),goodreputationoforganization(identity,
H3g),arenotcriticaltothem.Meanwhile,learningmotivation(H3m)isbasedontheIT/IS’spersonal
cognitiontopursuenewknowledgebehavior,andguanxiisnotsorelevantastoeffecttheirlearning
motivationanchorinIndiansociety.

Accordingtotheabovediscussion,theIT/ISpersonnelinIndiawhomaintaingoodguanxiin
theirorganizationwillbeusefultoinfluencealmost10typesofcareeranchors,andmaywellbea
possiblewaytoimprovetheirjobsatisfactionindirectly.
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5.2.4. IT/IS Personnel in UAE Society
Challenge (H3e), identity (H3g), and creativity (H3h), variety (H3i), and entrepreneurship (H3k) are
thefiveanchorsof theIT/ISpersonnel thathavebeensignificantlyandpositively influencedby
Guanxi culture. However, technical competence (H3a), managerial competence (H3b), autonomy
(H3c), organizational stability (H3d), lifestyle (H3f), service (H3j), geographical security (H3l), and
learningmotivation(H3m)aretheeightanchorsoftheIT/ISpersonnelthathavenotbeensignificantly
influencedbytheguanxiculture.

Firstly,duetotheITindustryintheUAEthatremainsintheearlystage,asthispushestheIT/IS
personneltoprefertryingsomethingnewandtakingriskstodotheirjob(challenge,H3e;creativity,
H3h),thus,maintaininggoodguanxiwithotherswillenhancethesetwoanchors’ability.Inaddition,
accordingtotheresourceallocatorthatalwaysconsiderstherelationshipwiththepetitionerbefore
distributingtheresource,whichmeansthattheITpersonnelalwaysbehaveastheconsequenceof
considerationoftheirrelationshipswithothers;therefore,cultivatingandmaintainingguanxiismore
importantandrelevantforconductingvarioustasks(H3i)andentrepreneurship(H3k).Incontrast,
beinginastablelocationofanorganization(organizationalstability,H3d;geographicalsecurity,H3l)
fortheIT/ISpersonnelisnotsorelevanttoguanxicultureinthisstudy.

Secondly,thebalanceofworkandfamily(lifestyle,H3f),tokeeplearningnewITknowledge
(technical competence, H3a; learning motivation, H3m), being promoted to a manager’s position
(managerialcompetence,H3b),andhelpingothers(service,H3j)willnotbeinfluencedbytheguanxi
cultureaccordingly if the IT/ISpersonnel in theUAEdonothavemotivation topursuenew IT
knowledge,lifestyle,higherpositionintheorganization,andhelpingothers;thus,evengoodguanxi
isuselessforthesefiveanchors.

Thirdly,buildingguanxiwithotherswillhelptheIT/ISpersonnel intheUAEtoworkfora
reputablecompany(identity,H3g)tohonortheIT/ISpersonnel’sfamilytomaintaintheirclosefamily
relationship.Forthisreason,theautonomy(H3c)willnotbesoimportantandwillnotbeinfluenced
bytheguanxiculture.

5.2.5. IT/IS Personnel in USA
Guanxiculturehasasignificanteffectonthetechnicalcompetence(H3a),managerialcompetence
(H3n),organizationalstability(H3d),challenge(H3e),identity(H3g),variety(H3i),service(H3j),and
learningmotivation(H3m)beingtheeightanchorsoftheIT/ISpersonnelintheUS.

Firstly,duetotheIT/ISpersonnelpreferringtotakerisks(challenge,H3e;variety,H3i),trying
theirbesttoimprovetheirability(technicalcompetence,H3a;learningmotivation(H3m),andhaving
theambitiontobepromotedtoahigherpositionintheworkplace(managerialcompetence,H3b).
Meanwhile,workingforacompanywhichisfamous,andstable(organizationalstability,H3d;identity,
H3g),andhelpingtoserveothers(service,H3j)canalsoenhancetheirreputationintheIT/ISdomain;
alloftheabovecanemphasizetheirabilitytoachievetheirambition.Forthisreason,maintaining
goodguanxiwithotherswillhelpthemtoachievetheseanchors.

Secondly,becausebuildinggoodguanxiwithothersisuselesstohelptheIT/ISpersonnelinthe
UStoarrangetheirtimemoreeasily(autonomy,H3c),andtobalancetheirworkandfamily(lifestyle,
H3f). Inaddition,creating(creativity,H3h)anewbusiness(entrepreneurship,H3k)for themis too
risky,andaworkplaceclosetohome(geographicalsecurity,H3l)isnotimportantforthem,hence,
maintaininggoodguanxiwithothersisalsouselesstoinfluencethesetwoanchors.

Inlightofabovediscussion,theresultofthisstudyclearlystatesthatguanxi,indeed,hasaneffect
onmostofthecareeranchorsoftheIT/ISpersonnelinfivedifferentculturalareas;thus,partially
supportingtheH3a~3m.ThisresultisconsistentwiththeconceptionofArnoldetal.(2017),Chang
(2012),Costiganetal.(2018),Fei(2017),HuangandAaltio(2014),Josephetal.(2007),andKim
(2005),thatguanxishouldbeacriticalfactorthatimpactsoncareeranchors.Meanwhile,guanxihas
aneffectonmostofthecareeranchorsoftheIT/ISpersonnelinthePRC,Taiwan,andIndia.This
couldbeduetothesethreeareasbelongingtoEasternsocieties,andguanxihasasimilareffectonthe
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careeranchorsoftheIT/ISpersonnel.Inlightofthis,theguanxiculture,indeed,hashadadifferent
effectonthecareeranchorsoftheIT/ISpersonnelindifferentculturalsocieties.Final,Comparison
theresultsoftheH3a~H3masshowninTable10.

5.3. Turnover Intention
JobsatisfactionhasasignificantlynegativeeffectontheIT/ISpersonnel’sturnoverintentioninthe
PRC,Taiwan,India,theUAE,andtheUS.OurfindingisconsistentwiththeconceptionofChan
andMai(2015),El-Masrietal.(2018),Guanetal.(2014),Jiangetal.(2018),Kangetal.(2015),
Laschinger(2012),andNautaetal.(2009);hence,supportingH1.

However,thevariancesexplanatorypower(R2)oftheturnoverintentionhasonly0.1inIndia,
0.2intheUAE,and0.1intheUS,lowerthan0.42inthePRC,and0.30inTaiwan;thus,theresults,
indeed,havehadadifferenteffecton their turnover intention indifferentculturalsocieties.This
indicatesthatthejobsatisfactionoftheIT/ISpersonnelinthePRC,andTaiwan,hasahigherlevel
andisacriticalfactortoinfluencetheturnoverintentionmorethaninIndia,theUAE,andtheUS.
ItcouldbeduetotheITindustrybeingverypopularinthePRC(Cao,2015;Jon,2015;Zhu,2016),
whichcanattractboththePRCandTaiwan’sIT/ISpersonnelintothePRCmarket.Forthisreason,
thesetwoareashaveanumberofITjobopportunitiestochoosefrom;therefore,thejobsatisfaction
isaverycriticalfactortoimpacttheirturnoverintention.

Moreover,althoughIndia,theUAE,andtheUShavethelowerR2,thisdoesnotmeanthatthe
jobsatisfactionislessimportant/criticalaccordingly,andindeed,hasmadeasignificantimpacton
the turnover intentionof the IT/ISpersonnel.Simplystated, ifmanagementexpects retention to
qualifyoftheIT/ISpersonnel,satisfyingtheirjobsatisfactionisapossibleway,especiallyinthe
PRCandTaiwan;buttheresultshowsthatjobsatisfactionisnottheonlywaytoinfluencetheir
turnoverintention.

6. CoNTRIBUTIoNS

Of themost immense importance toanorganizationare itshuman resources,which include the
employees’capacitytocontributetothecompany,stafftrainingprovidedbythecompany,andimplicit
agreement,whichmaybecharacterizedasaids/enhancementstohumanresources(Chang,2010).

6.1. For Academic
Firstly, only a fewcareer anchors of the IT/ISpersonnel have significant influence on their job
satisfactioninallfivedifferentculturalsocieties,andjobsatisfactionhasbeeninfluencedbydifferent
anchorsineachsociety.TheresulthasexhibitedthateachanchorfortheIT/ISpersonnelhavedifferent
meaningsindifferentculturalsocieties.

Secondly,turnoverintentionoftheIT/ISpersonnelhasasignificantlynegativeinfluenceon
jobsatisfactioninallfivedifferentculturalsocieties;andthevariancesexplanatorypower(R2)of
theturnoverintentionfromjobsatisfactioninthePRCandTaiwanarehigherthanIndia,theUAE,
andtheUS.Inlightofthis,theresultshouldserveasaremindertoresearchersthatjobsatisfaction
isacriticalfactorfortheturnoverintentionoftheIT/ISpersonnelinChineseculturalsociety.This
findingisquiteimportantaccordingtotherebeingnoscholarsthathavehadthesameresultuntilnow.

Inaddition,guanxihasasignificantinfluenceonmanycareeranchorsoftheIT/ISpersonnelin
fivedifferentculturalsocieties.Itshowsthatguanxiismeaningfulfortheircareeranchors,andthe
resulthasproventheargumentofHwang(2015)thatguanxicanbeusedtoanalyzeinterpersonal
interactionsinanyculture.Therefore,theresultofthisstudysignifiesthatguanxicanbeaddedin
theCareerAnchorTheoryduetoitbeingsignificantasanindependentvariabletoimpactoncareer
anchorsinfivedifferentculturalsocieties;andthisisacriticalcontributionofthisstudy.
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Table 10. Comparison the results of the H3a~ H3m

Hypotheses PRC Taiwan India UAE US

H3a:GuanxiCulture
->Technical
Competence

Honortheirfamily Notbeinfluencedby
guanxiculture

Maintaininggood
guanxiwithothers
willhelpthemto
achievethisanchor

H3b:GuanxiCulture
->Managerial
Competence

Guanxiisnot
socriticalasto
haveaneffecton
theirmanagerial
competence

Fewchancesof
promotiontoanIT/IS
manager’spositionin
Taiwan

ITindustryis
famousinthe
worldandthereare
manyopportunities
topromotetoa
managerpositionfor
IT/ISpersonnel

Notbeinfluencedby
guanxiculture

Maintaininggood
guanxiwithothers
willhelpthemto
achievethisanchor

H3c:GuanxiCulture
->Autonomy Arrangetimemoreeasilytocultivatingguanxi Notbeinfluencedbyguanxiculture

H3d:GuanxiCulture
->Organizational
Stability

Goodguanxicanhelptheirworkforastable
company

ITindustryisvery
dynamicinIndia

Beinginastable
organizationforIT/
ISpersonnelisnot
sorelevanttoguanxi
culture

Maintaininggood
guanxiwithothers
willhelpthemto
achievethisanchor

H3e:GuanxiCulture
->Challenge Honortheirfamily

ITindustryinthe
UAEthatremainsin
theearlystage

Maintaininggood
guanxiwithothers
willhelpthemto
achievethisanchor

H3f:GuanxiCulture
->Lifestyle Goodguanxicanhelpbalancetheirworkandfamily Notbeinfluencedbyguanxiculture

H3g:GuanxiCulture
->Identity

Goodguanxican
helptheirworkfor
afamouscompany

Mostofcompaniesare
small-to-middle-sized
enterprises,ifIT/IS
personnelhavegood
guanxiwithothers
willbenousefortheir
identity

ITindustryisvery
dynamicinIndia

Goodguanxican
helptheirworkfora
famouscompany

Maintaininggood
guanxiwithothers
willhelpthemto
achievethisanchor

H3h:GuanxiCulture
->Creativity Honortheirfamily

ITindustryinthe
UAEthatremainsin
theearlystage

Maintaininggood
guanxiwithothers
isalsouselesstothis
anchor

H3i:GuanxiCulture
->Variety Honortheirfamily Maintaininggoodguanxiwithotherswillhelp

themtoachievethisanchor

H3j:GuanxiCulture
->Service

goodguanxiwithotherscanbe“helpingandservingothersisthe
foundationofhappiness”

Notbeinfluencedby
guanxiculture

Maintaininggood
guanxiwithothers
willhelpthemto
achievethisanchor

H3k:GuanxiCulture
->Entrepreneurship

Familyproudfor
theirsuccess

Theriskistoohigh
andcannotguarantee
successtocreatea
newbusinessforthe
IT/ISpersonnel

Familyproudfor
theirsuccess

Cultivatingand
maintainingguanxi
ismoreimportant
andrelevantfor
conductingvarious
tasks

Maintaininggood
guanxiwithothers
isalsouselesstothis
anchor

H3l:GuanxiCulture
->Geographical
Security

Goodguanxicanhelptheirworkforacompanywhichisclosetohome

beinginalocationof
anorganizationfor
IT/ISpersonnelisnot
sorelevanttoguanxi
culture

Maintaininggood
guanxiwithothers
isalsouselesstothis
anchor

H3m:Guanxi
Culture->Learning
Motivation

Honortheirfamily

Guanxiisnotso
relevantastoeffect
theirlearning
motivationanchor
inIndia

Notbeinfluencedby
guanxiculture

Maintaininggood
guanxiwithothers
willhelpthemto
achievethisanchor
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6.2. For Practice
Firstly,how touse job satisfaction to retain thevaluable IT/ISpersonnel fromdifferent cultural
societiesisachallengetomanagement,andtheresultofthisstudyprovidesanappropriateapproach
toorganizations.

Secondly,accordingtoguanxi,itsignificantlyinfluencesthecareeranchorsoftheIT/ISpersonnel
infivedifferentculturalsocieties,thus,managementshouldusetheguanxiculturetoinfluencetheir
anchors’cognition,asthiswill,inturn,beagoodwaytoincreasetheirjobsatisfaction.Inaddition,
guanxihasasimilareffectonthecareeranchorsoftheIT/ISpersonnelinthePRC,Taiwan,and
India;asitcouldbeduetothembelongingtoEasternsocieties.

Finally,ifmanagementexpectstheretentionofvaluableIT/ISpersonnel,usingguanxiaswell
assatisfyingtheirjobsatisfactionwillbeapossibleway,especiallyinthePRC,Taiwan,andIndia,
Therefore,consideringsuitableandappropriatestrategytokeepthemwillbenecessaryaswell.

7. CoNCLUSIoN

WhilecareeranchorshavebeenmainlystudiedintheUS;thisstudydemonstratesthedifferencein
careeranchorsrootedinfivedifferentculturalsocieties.BycomparisonbetweentheIT/ISpersonnel
fromthePRC,Taiwan,India,theUAE,andtheUS,thisstudyshowsthatthecareeranchorsoftheIT/
ISpersonnelhavehadadifferenteffectontheirjobsatisfactionindifferentculturalsocieties.Guanxi
cultureisanimportantfactortoinfluencetheircareeranchors,andhasadifferenteffectiveness.Given
themobilityoftheIT/ISpersonnelintheglobaljobmarket,thisresearchenrichesourunderstanding
about career anchors in different cultural contexts and provides important guidelines for human
resource(HR)managerstoattract,recruit,andtreatIT/ISpersonnel.However,duetotheR2value
ofjobsatisfactionnotbeingover0.3inIndia,theUAE,andtheUS,itmeansthat,exceptforjob
satisfaction,thereareotherconstructsthatshouldbeexplored(e.g.,professionalidentification,career
stage)intotheorization;andthisisalimitationofthisstudy.Meanwhile,astowhysomecareeranchors
ineachsocietyhavenorelationshipwiththeguanxiculturecannotbeclarifiedbythisstudy,and
itisalsoanotherlimitationofthisstudy.Therefore,itisnecessarytoadoptthequalitativeresearch
methodtoexplorethereasons;andunderstandguanxi,astowhetheritisamoderatorbetweenjob
satisfactionandturnoverintention.Bydemonstratingsignificantdifferencesincareeranchorsfrom
differentcontexts,thisresearchalsoimpliesthenecessitytocontinueexploringtheunderlyingreasons
forsuchdifferencesandcontexts.
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APPeNdIX: MeASUReMeNT ITeMS

TechnicalCompetence

TECH1.Tobuildmycareeraroundsomespecificfunctionalortechnicalarea
TECH2.Remaininginmyspecializedareaasopposedtobeingpromotedoutofmyareaofexpertise
TECH3.Remaininginmyareaofexpertisethroughoutmycareer
TECH4.Iwillacceptamanagementpositiononlyifitisinmyareaofexpertise
TECH5.Iwouldratherleavemycompanythanbepromotedoutofmyareaofexpertise

ManagerialCompetence

MANG1.Theprocessofsupervising,influencing,leading,andcontrollingpeopleatalllevels
MANG2.Tobeinchargeofawholeorganization
MANG3.Torisetoahighpositioningeneralmanagement
MANG4.IwouldliketoreachalevelofresponsibilityinanorganizationwherebyIwouldsupervise

othersinvariousbusinessfunctionsandmyrolewouldprimarilybetointegratetheirefforts
MANG5.IwillfeelsuccessfulinmycareeronlyifIbecomeahigh-levelgeneralmanagerinsome

organization

Autonomy

AUTO1.Thechancetodothingsmyownwayandnottobeconstrainedbytherulesofanorganization
AUTO2.Acareerthatisfreefromorganizationrestrictions
AUTO3.Acareerthatpermitsamaximumamountoffreedomandautonomytochoosemyown

work,hours,etc
AUTO4.DuringmycareerIhavebeenmainlyconcernedwithmyownsenseoffreedomandautonomy
AUTO5.Idonotwanttobeconstrainedbyeitheranorganizationorthebusinessworld

OrganizationalStability

ORGS1.Anemployerwhowillprovidesecuritythroughguaranteedwork,benefits,agoodretirement
program,etc.

ORGS2.Anorganizationthatwillgivemelong-runstability
ORGS3.Iprefertoworkforanorganizationthatprovidestenure(lifetimeemployment)

Challenge

CHAL1.Workingonproblemsthatarealmostinsolvable
CHAL2.Competingwithandwinningoutoverothers
CHAL3.Theonlyrealchallengeinmycareerhasbeenconfrontingandsolvingtoughproblems,no

matterwhatareatheywerein
CHAL4.Competitionandwinningarethemostimportantandexcitingpartsofmycareer
CHAL5.IfeelsuccessfulonlyifIamconstantlychallengedbyatoughproblemoracompetitive

situation
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Lifestyle

LIFE1.Developingalifecyclethatbalancesmycareerandfamilyneeds
LIFE2.Developingacareerthatpermitsmetocontinuetopursuemyownlife-style
LIFE3.Ihavealwaystriedtogiveequalweighttomyfamilyandtomycareer
LIFE4.Acareerisworthwhileonlyifitenablestoleadmylifeinmyownway
LIFE5.Choosingandmaintainingacertainlife-styleismoreimportantthaniscareersuccess

Identity

IDEN1.Iwantotherstoidentifymebymyorganizationandmyjobtitle
IDEN2.Toberecognizedbymytitleandstatusisimportanttome
IDEN3.Iliketobeidentifiedwithaparticularorganizationandtheprestigethataccompaniesthat

organization
IDEN4.Itisimportantformetobeidentifiedbymyoccupation
IDEN5.Beingidentifiedwithapowerfulorprestigiousemployerisimportanttome

Creativity

CREA1.Tobeabletocreateorbuildsomethingthatisentirelymyownproductoridea
CREA2.IhavebeenmotivatedthroughoutmycareerbythenumberofproductsthatIhavebeen

directlyinvolvedincreating
CREA3.IwouldliketoaccumulateapersonalfortunetoprovetomyselfandothersthatIamcompetent

Variety

VARI1.AnendlessvarietyofchallengesiswhatIreallywantfrommycareer
VARI2.Acareer thatprovidesamaximumvarietyof typesofassignmentsandworkprojects is

importanttome
VARI3.Ihavebeenmotivatedthroughoutmycareerbyusingmytalentsinavarietyofdifferent

areasofwork
VARI4.Theexcitementofparticipatinginmanyareasofworkhasbeentheunderlyingmotivation

behindmycareer
VARI5.AcareerthatgivesmeagreatdealofflexibilityisImportanttome

Service

SER1.Usingmyskillstomaketheworldabetterplacetoliveandworkin
SER2.Beingabletousemyskillsandtalentsintheserviceofanimportantcause
SER3.IhavealwayssoughtacareerinwhichIcouldbeofservicetoothers
SER4.IwantacareerinwhichIcanbecommittedanddevotedtoanimportantcause

Entrepreneurship

ENTE1.Buildinganewbusinessenterprise
ENTE2.Iamalwaysonthelookoutforideasthatwouldpermitmetostartandbuildmyownenterprise
ENTE3.Entrepreneurialactivitiesarethecentralpartofmycareer
ENTE4.Ihavealwayswantedtostartandbuildupabusinessofmyown
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GeographicSecurity

GEO1.Remaininginonegeographicalarearatherthatmovingbecauseofapromotion
GEO2.Itismoreimportantformetoremaininmypresentgeographicallocationthantoreceivea

promotionornewjobassignmentinanotherlocation
GEO3.Iprefertoworkforanorganizationthatwillpermitmetoremaininonegeographicalarea

LearningMotivation

LEAR1.Whethercompanycanprovidegoodtrainingprogramsandeducationalopportunitiesisa
veryimportantissuetome

LEAR2.WhetherIamabletolearnnewknowledgeandskillsfrommycurrentjobisaveryimportant
issuetome

LEAR3.Thepresentjobcouldprovideanylearningopportunitytomeisimportant
LEAR4.Whethercompanyallowsmetogotoschoolforcontinuestudyisaveryimportantissuetome

Guanxi

GGX2.MycolleaguesandIfrequentlymeetinactivitiessuchasdinnerorsocialevents
GGX3.Mycolleaguesoftenlookaftermeindoingbusiness
GGX4.Idonotforgetmycolleaguesatfestivaleventsandalwaysgivethemvaluablegifts
GGX5.Mycolleaguesdonotforgetmeeitheratfestivaleventsandalwaysgivemesomethingvaluable
GGX6.IthinkthatmycolleaguesandIaremembersofthesamenetwork
GGX7.Therelationshipbetweenmycolleaguesandmehaslastedforalongtime

JobSatisfaction

JS1.Generallyspeaking,Ifeelsatisfiedwiththisjob
JS2.Overall,IfeelsatisfiedwiththekindofworkIdointhisjob
JS3.Ingeneral,Ifeelsatisfiedwithmyjob

TurnoverIntention

LINT1.Ithinkalotaboutleavingthisorganization
LINT2.Iamactivelysearchingforanacceptablealternativetothisorganization
LINT3.WhenIcan,Iwillleavetheorganization
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