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ABSTRACT

While career anchors have mainly studied in the US society; this study demonstrates the difference
in the career anchors of the information technology/information system (IT/IS) personnel rooted in
different cultures. The survey was conducted in the PRC (202), Taiwan (145), India (223), the UAE
(167), and the US (122) totaling 859 respondents. This study examines the relationship between
the guanxi culture, career anchor, job satisfaction, and turnover intention among these five cultural
societies’ IT/IS personnel. The result shows that the guanxi culture has a different effect on each career
anchor, and each one also has a different effect on job satisfaction in the five different cultural societies
as well; thus, they have different results in the research model. Also discussed are the implications
of the study and its contribution to the research and management practice.
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1. INTRODUCTION

Information technology (IT) and information systems (IS) are the core capability of an organization
in controlling critical downstream and upstream data (Chang et al., 2011). It is the IT/IS personnel
that maintain this core capability for the organization making the turnover of the I'T/IS personnel
costly, not only in terms of replacing staff and training new employees, but also in terms of systems
development productivity, and quality (Jiang & Klein, 1999; Thatcher et al., 2003). Since the 1960s,
the turnover rate of the IT/IS personnel were much higher than that for other professional workers
(BLS, 2011; Dinger et al., 2015). In the 21* century, notwithstanding the recent trend toward relocating
IS jobs offshore, the IT/IS personnel’s turnover remains a chronic problem (Lo, 2015).

On the basis of the aforementioned information, the rising turnover rate poses, for professionals
and academics alike, serious concerns about how to retain qualified I'T/IS personnel (Adams et
al., 2006; Joseph et al., 2007). With respect to these issues, this paper finds that in comparison
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with other occupations, the I'T/IS personnel are more affected by the newly-developed IT (Chang
et al., 2012; Armstrong et al., 2015). In addition, the IT/IS personnel need to stay current with
respect to other professional knowledge which extends beyond their own field (Armstrong et
al., 2015; Lounsbury et al., 2014). If the factors causing the IT/IS personnel’s turnover can be
ascertained, it will then be possible for solutions to be found to prevent it, and thus, to reduce
the costs incurred from the turnover. In this regard, numerous researches into the MIS domain
have acknowledged the importance of the influence of career planning on the turnover rate of
the IT/IS personnel (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 anchor! needs the
influence selection of occupation and an intention to leave an organization (Agarwal & Ferratt,
2000; Quesenberry & Trauth, 2007; Kannabiran et al., 2016). The concept of career anchor was
originally proposed by Schein (1978), who described it as that which guides an employee’s career
decisions. If an employee’s career anchor was satisfied, then the individual has a higher level of job
satisfaction. For this reason, positive attainment of job satisfaction is important to retain quality I'T/
IS personnel. Moreover, the first and second research questions to be resolved in this paper are: What
is the relationship between job satisfaction and turnover intention of the IT/IS personnel? What is the
relationship between the career anchors and job satisfaction of the I'T/IS personnel?

Accordingly, culture is another important factor influencing the turnover of the IT/IS
personnel (Gerpott et al., 1988; Joseph et al., 2007; Marshall & Bonner, 2003; Wong, 2007),
while previous studies have established the different types of career anchors from the context
of the US society only (e.g., Igbaria et al., 1999; Wynne et al., 2002; Hsu et al., 2003; Sumner
& Yager, 2004). Meanwhile, Christianity in Europe and North America (e.g., Western society
(US)), Confucianism in East Asia (e.g., Chinese society (PRC and Taiwan)), Hinduism in South
Asia (e.g., India society), and Islam in the Middle-East and Southeast Asia (e.g., UAE society).
These areas belong to significantly different cultural groups, and their religion exerts a definite
impact on people in those areas, and it will be the most interesting of research topics for scholars
(Hwang, 2015). Therefore, this study attempts to explore career anchors within the context of
the PRC, Taiwan, India, the UAE and the US cultures, and to compare its findings with those
of the aforementioned studies. We expect that the IT/IS personnel from different cultures may
develop different needs and values attached to their careers.

Moreover, some researchers have treated networking in Western culture as being similar to
guanxi?, and guanxi is more likely to mix socio-emotional concerns with instrumental concerns in
the workplace interactions (Chang & Chen, 2017; Chen & Chen, 2004; Huang & Aaltio, 2014; Hung,
2004); therefore, guanxi can be used to analyze interpersonal interactions in any culture (Hwang,
2015). For this reason, this study incorporates the guanxi culture to be the cultural dimension. Thus,
the third research question to be resolved is: What is the relationship between the guanxi and career
anchors of the IT/IS personnel in these five different cultural societies?

Due to the comparison between the IT/IS personnel from these five different cultural societies,
it will also shed light on the difference in the career anchor’s contribution to world globalization.
Therefore, the fourth question to be resolved is: What are the differences between these five different
cultural societies previously mentioned three research questions?

Finally, in this research, the key objective is to investigate career anchors among the IT/IS
personnel in five different cultural contexts, and its impact on job satisfaction and subsequent turnover
intention. Besides, we will also extend the research on career anchors to incorporate the impact of the
guanxi culture. The result of the study will provide insight into the importance for the organizations
retention of the I'T/IS personnel in these five different cultural societies.

161



Journal of Global Information Management
Volume 28 « Issue 4 « October-December 2020

2. LITERATURE REVIEW

2.1 Career Anchors

A career anchor is shaped by long-term experience, in terms of the self-development, learning, family,
and work (Schein, 1978). DeLong (1982) adopted the five career anchors of Schein (1978) as his
basic model, he suggested that three more career anchors: service, variety, and identity. A number of
scholars found that security embraces different meanings, then they suggested it should be separated
into organizational stability and geographical security (Crepeau et al., 1992; Igbaria & Baroudi, 1993).
In addition, Chang (2010) highlighted the importance of “learning motivation” as a career anchor.

The majority of extant research related to career anchors originally proposed by Schein (1978),
adjusted by DeLong (1982), and measured by Igbaria & Baroudi (1993), Crepeau et al. (1992),
Sumner & Yager (2004), on the basis of the above literature review (Chang, 2010; Crepeau et al.,
1992; DeLong, 1982; Igbaria & Baroudi, 1993; Schein, 1978), the following 13 career anchors are
proposed: (1) Technical Competence: focused on the exercise of technical expertise. (2) Managerial
Competence: pursuit higher managerial level and greater responsibility. (3) Autonomy: the individual
is free from organizational constraints and control. (4) Organizational Stability: seeking loyalty, and
tenure security. (5) Challenge: preference for conquering difficult tasks or problems. (6) Lifestyle:
integration of individual, family, and career. (7) Identity: Strong desire for status and prestige pertaining
to specific organizations. (8) Creativity: the building of self-affirmation through creation. (9) Variety:
Desire to work on a number of different tasks. (10) Service: dedication to helping and contributing
others. (11) Entrepreneurship: establishing a new business and/or a new product independently of
others. (12) Geographic Security: linking to a particular area on a long-term basis. (13) Learning
Motivation: an incentive which motivates an individual to achieve a specific goal, to satisfy one’s
knowledge growth, and initiate the learning behavior.

2.2 Culture and Career Anchors

Accordingly, culture may influence how differently career anchors are valued and their implications
in the working environment (Arnold et al., 2017; Costigan et al., 2018; Kim, 2005; Wechtler et al.,
2017). Schein (1984, 1986), Derr and Laurent (1987) suggested that more investigation was required
into the IT/IS personnel’s career anchors from the perspectives of different cultures. In studies by
Marshall and Bonner (2003), Huang and Aaltio (2014), it has been asserted that the culture construct
has a significant effect on the career anchor of the IT/IS personnel, as one’s needs and wants are
shaped by certain culture through socialization and internalization (Kim, 2005).

Chang (2010) explored career anchors and subsequent job satisfaction and turnover intention
among the IT/IS personnel in Taiwan society. Based on interviews, she reported different priorities
in career anchors of Taiwan’s IT/IS personnel from those in the US. Such findings imply the cultural
impact on career anchors of the IT/IS personnel and suggest the necessity to incorporate culture as the
endogenous factors in career anchor research. Similar qualitative evidence was also reported in prior
research (such as Gerpott et al., 1988). However, the cultural impact on career anchors has received
little empirical support. Another limitation in prior research was that most studies follow the Hofstede’s
(1983) culture of conceptualization and focuses on the cultural impact on career anchors (Chang,
2010). Although this approach is widely applied in prior research when comparing different cultures,
the Hofstede’s cultural dimensions may not be sufficient to capture the uniqueness in non-Western
cultures (Hwang, 2015). For example, the Individualism of Hofstede (1983) overemphasizes the
relationship of the instrumental tie of Hwang (1987). It ignores or neglects other types of interpersonal
relationships; thus, this is undoubtedly a biased approach (Hwang, 2015).

In addition, Igbaria et al. (1995), and Igbaria and McCloskey (1996) hypothesized that culture
has an impact on technical competence, managerial competence, organizational stability, geographical
security, autonomy, service, entrepreneurship, pure challenge, and lifestyle of the IT/IS personnel in
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South Africa, Taiwan, and the US. Marshall and Bonner (2003) asserted that culture has a significant
impact on entrepreneurship, technical competence, organizational stability, and lifestyle.

However, most of the existing empirical research is conducted in Western countries and there
is a dearth of research in the other cultural contexts (Igbaria et al., 1999; Wynne et al., 2002; Hsu et
al., 2003; Sumner & Yager, 2004). To date, these perspectives have remained ignored, leading to a
distinct lack of research in this field. Practically, with increasing diversity in the workforce of the IT/
IS industry, it is imperative to understand the peculiarity in the IT/IS personnel’ career anchor from
different cultural contexts. Likewise, Joseph et al. (2007) developed a contextual turnover model for
the IT/IS personnel, believing culture to be another important factor. The culture has a significant
effect on the career anchor of the IT/IS personnel as their needs and wants are shaped by specific
culture through socialization and internalization (Kim, 2005).

Meanwhile, a career anchor is rooted in culture which profoundly shapes one’s values and needs
(Arnold et al., 2017; Costigan et al., 2018; Fei, 2017; Gerpott et al., 1988; Joseph et al., 2007; Wong,
2007), and guanxi can be used to analyze interpersonal interactions in any culture (Hwang, 2015);
thus, this study adopts the guanxi culture to explore the relationship between the guanxi and career
anchors of the IT/IS personnel in different cultural societies.

2.3. Guanxi Culture

[T}

Guanxi consists of two Chinese words. The word “guan” means a gate, and “xi” refers to a tie, a
relationship, or a connection. Therefore, guanxi means “pass the gate to get connected” (Lee &
Dawes, 2005), and it is social connections and reciprocal favors and obligations to the guanxi circle.
Outside such a circle, there is ‘no tie, no obligation, and no rights’ (Lee & Dawes, 2005). Guanxi is
more likely to mix socio-emotional concerns with instrumental concerns in workplace interactions,
and it typically involves personal gifts, shared meals, and addressing friends as brothers and sisters
(Sanchez-Burks, 2002).

Hwang (1987) subdivides relationships into three kinds of guanxi: (1) Expressive ties: this is
relatively permanent and stable social relationship within families. (2) Mixed ties: which has been
termed a particularistic tie, occurs mainly among relatives, neighbors, classmates, colleagues, teachers,
and students who share a common area. The members never as strong that all the participants in this
tie are able to express their authentic behavior as freely as the members in the expressive tie. (3)
Instrumental ties: an individual must establish instrumental ties with others outside one’s family to
attain one’s material goals. In view of this, guanxi in Chinese culture is based on factors that promote
shared social experience between and among individuals (Chiao, 1982; King, 1991).

Due to guanxi being a critical factor to impact on a female managers’ career planning (Fei,
2017), and career-orientated I'T/IS personnel (Huang & Aaltio, 2014). For this reason, the present
study focuses on the mixed tie to understand the extent to which the guanxi culture has an effect on
the career anchors of the IT/IS personnel.

3. HYPOTHESES DEVELOPMENT

3.1. Job Satisfaction and Turnover Intention

According to Fishbein and Ajzen (1975, p. 369), the best indicator to forecast behavior is the
intention results in behavior. In point of fact, Mobley et al. (1979) asserted that intention is
the best way to measure the turnover of the employees. Turnover intention concept has already
been adopted in many scholarly fields as the best indicator for forecasting turnover behavior
(Mobley et al., 1979).

Studies have found a relationship such that job satisfaction is an indicator of turnover (Chan &
Mai, 2015; El-Masri et al., 2018; Guan et al., 2014; Jiang et al., 2018; Kang et al., 2015; Nauta et
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al., 2009; Taylor & Joshi, 2019). Thus, job satisfaction negatively affects the intention to leave an
organization (Guan et al., 2014; Laschinger, 2012). Hence, we posit:

H,: Job satisfaction of the I'T/IS personnel has a negative effect on their turnover intention.

3.2. Career Anchors and Job Satisfaction

Job satisfaction is highly related to career anchors that have impacted on successful IT/IS personnel
management (Gupta et al., 1992; Igbaria et al., 1991; McLean etal., 1991). According to the results of
the above studies, career anchors have had significant effects on the IT/IS personnel’s job satisfaction
(Agarwal & Ferratt, 2000; Chang, 2010; Hsu et al., 2003; Jiang et al., 2018; Wynne et al., 2002).
Hence, we posit:

H,, , : Career anchors of the I'T/IS personnel have had an effect on their job satisfaction.

3.3. Guanxi Culture and Career Anchors

The ability to build interpersonal relationships (guanxi) was very important due to the fact that it
will have a positive effect on the social standing of their family, and society; hence, they have to
achieve a higher position (managerial competence) (Chang, 2010). In addition, how to build a good
relationships (guanxi) with the IT/IS domain experts is also important due to the fact that it can help
them to improve their technical competence too (Chang et al., 2016). While prior research has partly
demonstrated the cultural impact on career anchors (Arnold et al., 2017; Costigan et al., 2018; Igbaria
etal., 1995; Igbaria & McCloskey, 1996; Joseph et al., 2007; Marshall & Bonner, 2003), this research
aims to contribute to the existing literature by investigating the role of the guanxi culture in career
anchor formation, job related assessment, and decisions.

Thus, the study sets out to understand the way in which the guanxi culture impacts on the IT/
IS personnel in the PRC, Taiwan, India, the UAE and the US, being five different cultural societies.
Therefore, we posit:

H, , : Guanxi culture has an effect on the career anchors of the IT/IS personnel.

Finally, this study proposes the research model (see Figure1l) on the basis of the literature review
provided above to understand the interactions among the career anchors of the I'T/IS personnel, guanxi
culture, job satisfaction, and turnover intention.

Figure 1. Research Model (Compare of Five Societies)
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4. RESEARCH METHOD

4.1. Survey Administration

Data of this study has been primarily collected via an Internet survey. An announcement was posted
on the Internet discussion forum of five different cultural societies (the PRC, Taiwan, India, the UAE
and the US) to recruit participants who were full time IT/IS personnel in a company. We released
the invitation with limited distribution on the Internet, and the announcement stated the purpose of
this study and specified that only those with I'T/IS personnel would be qualified to participate in the
survey. To ensure confidentiality, all the participants were informed that their responses would remain
anonymous and would be used for academic purposes only. The one-year survey was conducted from
2016 to 2017.

Out of 859 (including: PRC: 202; Taiwan: 145; India: 223; UAE: 167; US: 122) responses
received; 179 from the PRC, 111 from Taiwan, 207 from India, 131 from the UAE, and 113 from the
US valid surveys were completed, with a response rate of the PRC 88.61%, Taiwan 76.55%, India
92.83%, the UAE 78.44%, and the US 92.62%. The demographic information of these respondents
is listed in Table 1. The data shows that more males (Taiwan: 74.77%; India: 79.71%; the UAE:
74.81%; and the US: 73.45%) than females (Taiwan: 23.42%; India: 20.29%; the UAE: 24.43%;
the US: 25.66%) in Taiwan, India, the UAE, and the US have responded, but not in the PRC. Most
respondents were under the age of 40 and obtained a Bachelor’s or Master’s degree. The sample
structure of the respondents in this study was similar to that used in the study of Armstrong et al.
(2015), Fu and Chen (2015), whose target sample was information technology professionals on career
experience, the representativeness of our sample was therefore assured.

4.2. Measurement Development

We developed measurement items by adopting measures that had been validated in prior studies,
and modified the items to fit our context. The questionnaire consisted of 68 items to measure four
constructs in the research model (see Appendix). A total of 56 questions obtained from DelLong
(1982), Igbaria and Baroudi (1993), and Chang and Lin (2008) were used to measure the career
anchors. A total of six questions obtained from Zhuang et al. (2010) were used to measure the mixed
ties of the guanxi culture. A total of three questions obtained from Greenhaus et al. (1990) were used
to measure job satisfaction. A total of three questions obtained from Mobley et al. (1978) were used
to measure turnover intention.

Since traditional Chinese is the most commonly used language in Taiwan, the questionnaire
items were translated into Chinese for a higher response rate. A backward translation was employed
to ensure consistency between Chinese and the original English versions of the instrument. Two
professional translators independently translated the English questions into Chinese. The translated
Chinese question sets were then reviewed by a professor to ensure that the meanings were consistent
with the English ones. This final set of Chinese questions was translated back into English by another
professional translator in order to check the translation equivalence. The translators then collaborated
on the comparison of the original English questions with the back translation. Based on the discussions
among the translators, a final set of questions was confirmed. Domain experts reviewed the instrument
to ensure its validity and to identify ambiguity. The wording of certain items was modified, based on
suggestions from the domain experts.

All of the constructs were measured by at least three indicators, using a 5-point Likert scale.
The anchors for all items ranged from 1 (strongly disagree) to 5 (strongly agree). We conceptualized
and measured all of the constructs, respectively, thus setting the direction of causality from indicator
to construct.

A pre-test of the questionnaire was performed with help from three specialists in the MIS
department and three professors in the IS domain to assess the validity of its content; this included
the ease of understanding, sequence of items, and contextual relevance. The questionnaire was slightly
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Table 1. Sample demographics

Demographical c PRC Taiwan India UAE US
Characteristics # % # % # % # % %
(1) Male 89 4972 | 83 7477 | 165 7971 | 98 7481 | 83 73.45
Gender (2) Female 90 5028 | 26 284 | 2 2029 | 32 2443 | 29 25.66
(3) Others 0 0.00 2 1.80 0 0.00 1 0.76 1 0.88
(1) <=25 7 391 12 1081 | 30 1449 | 21 1603 | 13 1150
(2)>25and <=30 | 52 2905 | 26 2342 | 76 3671 | 43 3282 | 41 36.28
(3)>30and <=35 | 61 3408 | 27 2432 | 63 3043 | 33 2519 | 32 28.32
(4)>35and <=40 | 55 3073 | 31 2793 | 24 1159 | 21 1603 | 15 1327
Age (5)>40and <=45 | 1 056 7 631 9 435 11 8.40 7 6.19
(6)>45and <=50 | 1 0.56 6 541 2 0.97 2 153 2 177
(7) >50and <=60 | 2 112 1 0.90 1 0.48 0 0.00 3 2.65
(8) over 60 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
(1) High school 1 0.56 0 0.00 0 0.00 0 0.00 8 7.08
;2 ({EZ::S' college 1 0.56 4 3.60 6 2.90 3 229% | 9 7.96
Education i{;‘:hel‘”’s 126 7039 | 43 3874 | 129 6232 | 87 6641 | 64 56.64
(4) Master 49 2737 | 61 5495 | 70 3382 | 39 2077 | 31 27.43
(5)Ph.D 2 112 1 0.90 0 0.00 1 076 1 0.88
(6) Others 0 0.00 2 1.80 2 0.97 1 0.76 0 0.00
(1) Government 0 00.00 | 19 1712 | 12 5.80 28 | 2137 |5 442
(Sze)ri‘i‘cf:’mm"“ 14 | 6369 |73 6577 | 121 4845 | 25 1908 | 66 58.41
Industry (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 3407 |9 8.10 52 3513 | 55 4199 | 32 26.33
(1) System engineer | 30 16.76 14 12.61 23 11.11 16 12.21 3 2.65
Z{;::;r’m 56 3128 | 24 2162 | 23 11 |8 6.11 8 7.08
ggﬁi‘i“’are 21 1173 |6 541 0 0.00 4 3.05 1 0.88
g)g?i::‘”k 6 335 7 631 9 435 17 1208 |6 531
Job Title (5) Programmer 23 1285 | 25 252 | 28 1353 |8 6.11 24 21.24
(6) DBA 18 1006 | 1 0.90 4 1.93 2 153 1 0.88
(7) Project manager | 9 5.03 3 270 13 6.28 20 1527 | 15 1327
(8) MIS Manager | 3 1.68 2 1.80 24 1159 |7 534 10 8.85
(9) System analyst 9 5.03 8 721 18 8.70 9 6.87 13 11.50
(10) MIS sales 4 223 4 3.60 2 0.97 0 0.00 1 0.88
(11) Others 0 0.00 17 1531 | 63 3044 | 40 3054 | 31 27.43
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Table 1. Continued

Demographical c PRC Taiwan India UAE US
Characteristics # % # % # % # % # %
(1) 1~3 years 16 8.94 26 2342 | 48 2319 | 26 1985 | 22 19.47
(2) 4~6 years 48 2682 | 19 1712 | 56 2705 | 28 2137 | 27 23.89
(3) 7~9 years 45 2514 | 16 1441 | 46 222 |26 1985 | 22 19.47
(4) 10~13 years 42 2346 | 25 25 |31 1498 | 24 1832 | 19 16.81
Job experience (5) 14~17 years 24 13.41 13 11.71 11 531 13 9.92 14 12.39
(6) 18~21 years 1 0.56 5 4.50 6 2.90 6 458 4 3.54
f;))f years or 3 1.68 6 5.41 8 3.86 3 229 5 142
(8) Others 0 0.00 1 0.90 1 0.48 5 3.82 0 0.00
(1) Yes 152 8492 | 42 3784 | 118 57.00 | 74 5649 | 57 50.44
Married (2)No 27 1508 | 68 6126 | 88 4251 | 51 3893 | 53 46.90
(3) Others 0 0.00 1 0.90 1 048 6 458 3 265
(1) Stage 1 8 447 27 2432 | 49 2367 | 23 1756 | 24 21.24
(2) Stage 2 77 3.0 |4 3694 | 81 39.13 | 39 2977 | 41 36.28
Career Stage (3) Stage 3 83 4637 | 26 2342 | 60 2899 | 52 3969 | 34 30.09
(4) Stage 4 11 6.15 2 1.80 14 6.76 13 9.92 13 11.50
(5) Others 0 0.00 15 1351 |3 145 4 3.05 1 0.88

modified according to the comments from these experts. To ensure the reliability of the questions
and the feasibility of the survey process, a pilot test was taken involving 10 IT/IS personnel. The
wording of the questions were also slightly changed based on the members’ comments from the pilot
test. In addition, the 10 pilot test members asserted that G1, G8, and G9, three items of Zhuang et
al. (2010), were not suitable to this study; therefore, this study only used six items (G2, G3, G4, G5,
G6, G7, and G8) of the guanxi of Zhuang et al. (2010).

4.3. Assessment of Reliability and Validity

Construct reliability was measured by Fornell’s composite reliability (CR). To achieve the required
reliability, the CR should be greater than 0.7 and all the factor loadings are above 0.5 (Jiang et al.,
2009). In order to satisfy the reliability of the corresponding constructs of the five different cultural
data; thus, some items are omitted from each of the following constructs: technical competence
(TECH2, TECH4, and TECHS), managerial competence (MANG1, MANG2, and MANGS), autonomy
(AUTO1, AUTO2, and AUTO3), challenge (CHAL1, and CHALD3), lifestyle (LIFE1, LIFE4, and
LIFES), identity (IDEN3, IDEN4, and IDENS), creativity (CREA3), variety (VARI2, VARI4, and
VARIY), service (SER1, and SER4), entrepreneurship (ENTE1, and ENTE4), learning motivation
(LEARI, and LEAR4), guanxi (GGX2, GGX4, GGXS, and GGX7), and job satisfaction (JS3).
Subsequently, the remaining constructs have adequate reliability (see Table 2).

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
correlation between the pairs of constructs should be less than 0.90, and the square root of AVE should
be greater than the inter-construct correlation coefficients (Fornell & Bookstein, 1982). As shown in
Table 2 and Tables 3-7, the diagonal cells in Tables 3-7 are the square-root of the (AVE), and these
values are higher than all the others in the same row, indicating a higher discriminant validity for the
constructs; it can thus be observed that this survey is valid.
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Table 2. Standardized loadings and reliability estimates

PRC Taiwan India UAE LIN)
Chuslil iz Factor CR Factor CR Factor CR Factor CR Factor CR
Loadings (AVE) Loadings (AVE) Loadings (AVE) Loadings (AVE) | Loadings | (AVE)
Technical TECHI ] 0.86 0.79 0.66 0st | %77 077 |07 082 | 0% 074
Competence e | oms ©69 [y ©068) [ ogr ©6) [0 ©10 [0 (0.60)
Managerial MANG3 | 087 091 0.7 086 | %77 083 | 981 084 | 984 0.87
Competence MANG4 0.95 (0.83) 075 (0.76) 0.91 (0.71) 0.89 (0.72) 0.93 (0.78)
) AUTO4 | 096 082 0.97 oo | 080 oo | 098 0gs | 091 076
AUTOS | 0.69 ©70 1 063 ©67) | 982 066) | 472 ©74) 1 995 0.62)
ORGSI | 063 0.81 0.75 0.85 0.88
Organizational 0.76 0.77 0.75 0.80 0.83
Stability ORGS2 | 083 osy |2 053 |07 sy | 078 o (0.63)
ORGS3 | 067 0.80 0.65 0.63 0.59
CHAL2 | 0.74 091 0.70 0.65 0.89
0.79 0.84 0.80 0.75 0.83
Challenge CHAL4 | 0.66 G55 | 068 O6s) | 081 (057, | 088 051 | 087 06
CHALS | 0.84 0.79 0.75 0.57 0.55
ity LIFE2 | 090 070 0.83 osy | 078 o | 090 or6 | 086 04
LIFE3 0.70 065 | o83 069 | 973 O3 | o5 061 1 o83 ©.72)
dentty IDENI | 086 081 0.86 0ss | 081 gy | 085 os0 | 091 089
IDEN2 | 078 ©68) | g5 073 1 g7 ©7D 1 g8 ©75 1 088 ©.80)
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CR: Composite Reliability; AVE: Average Variance Extracted
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Table 3. Descriptive statistics, correlations, and square root of AVE (PRC)

»
4}
= -l -] 1<) o 7] = z < = & =~ =
f |8z |z|g|8|x|8|Z|5|2|E|E| 5|52 |5|E|5|z2|%|2|c¢
=
g | = E|S|=2|8|8| =S| &8 |&|5|=|&|°|8]|09 3
=3 S 4 <+ ~ e o) -
TECH =Y o ba) & - v - ®
o S < S S — S <
van | 22| 83|28 |2] 83
= S
o S < S S — =} P <
= n Q I 1=} [ =+ 2 I <
AUTO hod ey b @ Q < S s a | e
Ll =] < <o o — =] = S s
% < ° fas] ) foe] o = a © —
ORGS = i} 3 3 = ] < « 41 a 5
< S < < S — S = s S s
< @ 2 ) o~ o ® @ g =+ = w0
CHAL | 2 [ ¢ | S |2 |=z|=2|S| 4| &|ZF]| @ =
o S < S - S = s S oS S
= - Q o - ®© 3 2 - o =3
rE | 2[5l g | 2|8 (=8| 8|82 3| 8| =
Bl S < S S} Ll S s s S S S <
o @ Q = 0 ] © =1 FE = =3 % I} o
IDEN o] 2 = * = - = a 3 151 « x
o S < < S — S = = S S =} S s
- © =]
o« (= o — v =3 < — =3 el o -
CREA =N " =+ < I < = g = I5e] « 3 Q - =
o c < S S — S = = S S S S S s
o a A 5 ~ % ® 9 S ) ] o~ =+ o~ I ]
VARI =Y o Q = - Q S =< X - S « a a a 23
o S < < S — S = s S oS oS S S S S
S =] = IS x 5 =~ o~ = ) <+ =
SER =y 3 = gl a % = I < — o < & " @ &g o
Bl S < S} S} - S S = S S} S} S S S S <
— © L < I x o =) © - - = I
ezt | Sl 238 2|22 Es|g|alg]lal=2|alal |8
o S < < = — S s s = =} = =} =} =} =} S S
a o [ 3 o ) © = S o = (=] —_ < o o~ < < a
GEO © = — o S 3 3 — a a a 5] a =) el = 5
o S < < S — = S =} S =} =} = = =} S S S S
=y = 3 > o [ © By © =} =3 =Y IS %) o = =N o~ =) v
LEAR =N =) > - - - Q Q & < @ e} el a N @ o = *®
o S < < S — S = S =3 =} =} =3 =} =} =} =} =} =} S
I a 2 I S & o = ~ =] =Y % =] ~ =] °
GuXi S =) ° e} & < < 2 @ Q S a a 53 & & ) Q a 53 =
<+ | S < S| s | 2| % = = N =) IS =) S s | s IS s | s s | s
=y [} =3 I [ S k4 o o o
IS S|a|=| &[] &8 @ 2] & a & 2 S a
< S - — S z S s s | S S S S S S | s S S S S S S
g 2| €8
o~ ) =] [ =) IS Q * % — % ] © [ o o = ) -+
LINT =Y & S - S < = S Q| = =1 =1 aQ « Q| «a A =) Loe] S & S P
dles|es|S|s|®|lsls|S|s|Q|<s|| ||| ]|=|s|=|=]=]| =

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)

o 7] =
. g Q - ] = = 5 Z S <] = = Zz E I~ & E (=} & =] =
P = Q =] = = < ©
Variables S = s | = ~ & = | = 2| =< = Z = s [ =
< 2 [ 5 = 2 == S| @ T8 = <)
= < =} &) o = - -
wen | S| R[5 25388
o S < S S — S s
mane | 8lelzlzl=e]|ls|2|=2]|3
o S < =] S - =] S s
o vy ool o o < fsa e} 0 =
AUTO o = = @ = = < a = =
o S < < = — S S =} S
fsa v Q =3 fas} =+ fsa) o =3 o -
ORGS 2 < ] = A < a Q Q =
< =} < S S — S S =} S <
@ ™~ x = =y @ 0 o T = =+ w
CHAL i = a < 2 © S - < « = 2
o S < = S — =} S =} =} S S
=~ N [y 2 =) = =+ % =y =3 =3 =3 w0
LIFE S =1 v < - ° S I a I = ] &
< S < < S — S S S S = S <
N ) Q =N 0 n — 0 o =3 o 0 0 -+
IDEN =) o * = - A S ] @ 5] @ ] ] o
o S < S — =} = =} =} =} =} =} S
o =3 «Q % ©° % = % faa) fa) v =3 [ <+ =
CREA ) = = = ° = Q = « Bl = « @ | %
o S < S S — =} S =} =} o S =} S <
=] 0 £ =~ o ~ % ~ =] ©~ — — = — © «a
VARI & = — — ~ =1 — = a IS " a o < ®
o S < S S - S S S S S S S S S S
o o @ — o © 0 o — 7] < o — ] % — <
SER x ~ et I - = S a < el ) x < a 15! n *
o S ? S S - S S S S S S S S S S S
) =N Q2 <+ © o — = =) =] ° N o % <+ =N 2]
ENTE ° 2 2 S - < S o @ - = B3] I S @ ] a ®
o S < S S — S S =} S = S S S =} S =} S
N % © Q — v v © ] =) @ ] © — a © =] © -
GEO a |l & a|al = 2 8 x b 2 Sle1el=12]2]8 2| =
o S < < S - S S S S S S S S S S =1 S <
) 0w = = <] @ = <] <+ © o ) © — o ) = ) =3 aQ
LEAR — ~ v aQ < o a I = a - 5 IS IS ] = - S o«
< S < S S — S S S S S S S S S S S S S s
) I Q2 o © < < I =) © © = S — — % ® <+ 8] =) ]
GuXi \n ® n - a - = = a a = @ Q s = a =2 *
o S < =} S Z Z S S S =} =} S S =} S o S S S <
— [se] kS v = < o o™ el < o« o (=3 = *© (sl o o N [y o Qa
JS = = = ) - I o o - o e} e =} e 0 el I o N I )
B S < S S z S S S S S S S S S S S S S S S S
— w o @ =~ " ) = o« 2N I ) =] o S| o w <+ ) =) % °
LINT ) S S |2l < < = = =) & S S|l = =1=1= = 8 =4 = SR8
o — S | = < Z S < < S Sl =)< S S A I R

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 6. Descriptive statistics, correlations, and square root of AVE (UAE)
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