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Abstract:

Purpose - Career adaptability is a crucial skill for employees to cope with the changing job market
and working environment. Despite the fact that researchers are becoming more interested in the topic,
few managers pay attention to the many variables that influence its link with organizational outcomes.
Drawing on the theory of career construction and career development, this study examines the influence
of career adaptability on two organizational outcome variables, namely, job performance and turnover
intention, through the mediating effect of personal-organization fit and the moderating effect of seniority.
Design/methodology/approach - Using questionnaires, information was gathered from 375 employees of
Chinese state-owned firms, private businesses, and public agencies. The hypothesis effect is examined using
multi-level analysis.

Findings - 1) Career adaptability partially affected job performance through the mediation of
person-organization fit.; The effect of career adaptability on job performance was moderated
by seniority, and compared to employees with longer seniority, job performance of those with
shorter seniority was enhanced by career adaptability. 2) Career adaptability affected turnover
intention completely through the mediation of person-organization fit; The effect of person-
organization fit on turnover intention was moderated by seniority, and compared with longer seniority
employees, person-organization fit reduced the turnover intention of those with shorter seniority.
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Originality - This study enriches the existing literature on variables influencing the link between career

adaptability and work outcomes, emphasizing in particular the significance of seniority and person-organization

fit. In addition, it offers Chinese organization administrators a theoretical framework for considering

career adaptability, which has consequences for the development of "personalized and flexible" systems.

Keywords: Chinese enterprise; Career adaptability; Person-organization fit; Seniority; Job performance;

Turnover intention

1. Introduction

n times of extreme unemployment, enterprises

constantly struggle with the reduction of benefits

and brain drain. The work performance and work
stability of employees are also the focus of enterprise
management. Thus, it is indispensable for employees to
improve adaptability in order to cope with the uncertain
career environment. Career adaptability refers to the
preparation and psychological resources individuals
possess to cope with career development, transitions,
shifts, and personal traumas (Savickas, 2005). These
psychological resources assist individuals in addressing
career development issues, confronting uncertain
environmental changes (Savickas & Porfeli, 2012),
influencing employee job performance (Affum-Osei et
al., 2019), and inclining towards turnover (Lee ef al.,
2021; Karatepe & Olugbade, 2017).

Job performance constitutes observable behaviors
and work outcomes closely linked to organizational
and job objectives, embodying a unity of behavior and
results, encompassing task performance and contextual
performance (Borman & Motowidlo, 1993). In
organizational management practices, job performance
has consistently been a crucial factor affecting
organizational development and profitability. Turnover
intention refers to an employee's intention to leave
their job position after careful consideration (Mobley,
1977), effectively predicting occurrences of employee
turnover (Cho & Lewis, 2012). The frequent turnover
and talent loss issues organizations currently facing
are intimately associated with employees' turnover
intentions.

Related studies have found that career adaptability
(Savickas, 1997) has been shown to be effective in
enhancing job performance (Yu et al., 2017; Affum-
Osei et al., 2019) and decreasing turnover intentions
(Lee et al., 2021), but it also runs the risk of inciting
turnover intentions (Karatepe & Olugbade, 2017),
indicating that career resilience is a “double-edged

sword.”

The factors influencing job performance and
turnover intentions are multifaceted and can be divided
into individual and organizational factors. Previous
studies have shown that person-organization fit can
improve job performance (Hu ef al., 2019) and reduce
turnover intention (McCarthy et al., 2020). But there
is relatively little research on how individual factors
(career adaptability) and organizational factors (person-
organization fit) interact, and whether the impact
mechanisms are consistent across employees with
different seniority.

Currently, numerous studies have explored the
relationship between career adaptability and job
performance, as well as turnover intention, from an
individual perspective, examining potential mediators
or moderators such as salary transparency (Stofberg
et al., 2022), job satisfaction (Guan et al., 2016), and
intra- and inter-organizational career competitiveness
(Lee et al., 2021). However, the role of organizational
factors remains unclear, such as person-organization
fit. Past research has indicated that person-organization
fit can enhance job performance and reduce turnover
intention (McCarthy et al., 2020), but how individual
factors (career adaptability) and organizational factors
(person-organization fit) jointly operate remains
elusive. Additionally, according to career development
theory, employees in different career development
stages face distinct career tasks and issues (Super,
1994). Seniority may moderate the relationship
between career adaptability, person-organization fit,
job performance, and turnover intention, but this
moderating mechanism is currently unclear.

Therefore, based on the theories of career
construction, job embedding and career development,
this study respectively discusses the influence of
employees' career adaptability on job performance and
on turnover intention, and explores the roles of person-

organization fit and seniority in the two influencing
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paths.

2. Theoretical background and research
hypothesis

Career adaptability and job performance and turnover
intention

The Theory of Career Construction proposes that
individuals achieve career development through
adaptation to the social environment, ultimately
achieving an organic unity between individuals and
their environment. This adaptation encompasses
adaptive readiness, adaptability resources, adapting
responses, and adaptability results. Among these,
adaptability resources refer to an individual's self-
regulatory ability to address unfamiliar, complex, and
uncertain issues in career development tasks, career
transitions, and work traumas, specifically manifested
as career adaptability (Savickas & Porfeli, 2012).
Career adaptability is a form of socio-psychological
capital formed by the interaction between individuals
and their external environment, encompassing four
dimensions: career concern, career control, career
curiosity, and career confidence.

Researches showed that employees with strong
carcer adaptability possess higher levels of socio-
psychological competence, enabling them to proactively
self-regulate, and develop strategies and actions to
achieve their goals (Savickas & Porfeli, 2012), leading
to high performance (Yu et al., 2017), while not
choosing to leave to avoid difficulties, leading to lower
turnover intention (Zhu et al., 2019). Research on the
relationship between career adaptability and turnover
intentions, however, differs. Some studies suggest that
high career adaptability also has the risk of triggering
turnover intention (Karatepe & Olugbade, 2017).
Meanwhile, the effect of career adaptability on turnover
intention is moderated by multiple factors (Wang et
al., 2021), such as job satisfaction, organizational and
colleague support, and career competitiveness within
and outside the organization (Guan et al., 2016; Lee et
al., 2021). Therefore, employees’ career adaptability
may play a greater role in an unstable organizational
environment, resulting in a lower turnover intention.
Therefore, we propose the following relationship:

Hypothesis la: Career adaptability will positively
predict job performance.

Hypothesis 1b: Career adaptability will negatively

predict turnover intention.

The Mediation of Person-organization fit

According to the theory of career construction,
individuals equipped with adaptability resources (career
adaptability) necessary for career development will
generate beliefs and behaviors to cope with changes
(adapting responses), which in turn influence their
adaptability outcomes (Savickas & Porfeli, 2012).
Adaptability outcomes refer to the extent to which
individuals meet role requirements within a specific
period, reflecting the degree of alignment between
individual needs and environmental changes. This
alignment can be manifested as the degree of fit
between individuals and organizations. Person-
organization fit (PE) is a process in which individuals
adjust and revise in time to achieve a dynamic balance
between individual and organizational in respect
of values, supply, and demand in order to achieve
personal-organizational fit in the process of adapting to
the changing environment (Kristof, 1996). Research has
found that individuals with strong career adaptability
are able to perceive possibilities within unexpected
changes and recover from unforeseen outcomes
(Rudolph et al., 2017). They are better equipped to
adjust their personal states to achieve alignment with
both individual and organizational needs.

According to the Spillover model of person-
environment fit (Kristof-Brown et al., 2002), new
employees with strong career adaptability can
compensate for mismatches in certain aspects by
adapting to other aspects of the organization, thereby
integrating more effectively into the organization.
The more individuals match with the organization,
the higher their job performance (Howard et al.,
2016; Chen et al., 2020; Chu, 2021), and the lower
their turnover behavior (Boon & Biron, 2016). The
Theory of Job Embeddedness also suggests that when
employees' personal values, career goals, and future
plans align with the organization, their connection
to the organization becomes stronger, leading to
lower turnover intentions (Mitchell et al., 2001). In
summary, employees achieve personal-organizational
fit by continuously improving career resilience, which
positively affects job performance and turnover
intentions. Therefore, we propose the following
relationship:

Hypothesis 2a: Personal-organizational fit will
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mediate the relationship between career adaptability
and job performance.

Hypothesis 2b: Personal-organizational fit will
mediate the relationship between career adaptability
and turnover intentions.

The Moderation of Seniority

The theory of career development suggests that a
person's career can be divided into different stages of
development, each with its own tasks and problems
(Super, 1994). Seniority marks the career stage of
the employee. The adaptability and organizational
fit of employees at different career stages vary, as
well as the impact on job performance and turnover
intentions (Wang et al., 2020; Namin et al., 2022).
From a personal perspective, employees with high
seniority, the older they are, the more adaptive they
are and the higher their job performance (Karatepe &
Olugbade, 2017; Rudolph et al., 2017), but for new
entrants, it is likely that job performance will be lower
for various reasons (e.g., low job satisfaction), thereby
making career adaptability a less useful predictor
of job performance (Guan et al., 2016). From an
organizational perspective, the relationship between
human resource management and job performance
appears more pronounced among older employees (Yu
et al., 2022). The role of seniority seems inconsistent
in both the relationship between individual factors
and job performance, and the relationship between
organizational factors and job performance. How
seniority moderates this relationship when considering

both individual factors (career adaptability) and
organizational factors (person-organization fit) remains
to be explored.

Seniority is also an important moderator of career
adaptability affecting turnover intention. It negatively
moderates the relationship between career adaptability
and turnover intention (Yu et al., 2013), weakening
the relationship between career adaptability and job
bottlenecks (Zhou et al., 2018). As employees spend
time in the organization, the degree of employee-
organization alignment increases (Vleugels et al.,
2019), thereby improving job performance (Hu et al.,
2019) and decreasing turnover intention (McCarthy et
al., 2020). In summary, we propose the hypotheses and
theoretical model figures (1-2):

Hypothesis 3a: In the mediation model of career
adaptability, personal-organizational fit and job
performance, seniority will positively moderate
the relationship between career adaptability and
job performance, and will positively moderate the
relationship between personal-organizational fit and job
performance.

Hypothesis 3b: In the mediation model of career
adaptability, personal-organizational fit and turnover
intention, seniority negatively will moderate the
relationship between career adaptability and turnover
intention, and will negatively moderate the relationship
between person-organizational fit and turnover
intention.

Person-organization fit

Seniority

Career adaptability

»| Job performance

Figure 1. The effects of career adaptability on job performance

Person-organization fit

Seniority

Career adaptability

#|  Turnover intention

Figure 2. The effects of career adaptability on turnover intention
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3. Methodology

Sample and data collection

This study used random sampling method to
randomly distribute questionnaires to employees and
managers of 5 enterprises in Shanghai, China. In order
to facilitate sampling, online surveys were sent at
random to help with sampling (Tool: WenJuanXing,
a professional online questionnaire, examination,
and assessment platform). Participants received an
informed consent form, which explained the purpose of
our survey, and then completed a formal questionnaire.
After completing the questionnaire, each person will
receive a reward of 20 Yuan.

A total of 402 questionnaires were distributed in
this survey. After recycling and sorting out invalid
questionnaires such as incomplete answers and too
short response times, 375 valid questionnaires were
obtained (recovery rate 93%). Among them, there
were 204 males and 171 females, with an age of
30.07+1.17(mean + SD) years and 3.63+0.67 (mean
+ SD) years of seniority. In terms of education, high
school or junior college education accounted for 6.7%,
college education accounted for 16.0%, bachelor's
degree accounted for 49.9%, and postgraduate
education and above accounted for 27.5%. In terms of
job categories, manufacturing accounted for 22.1%,
technology accounted for 18.4%, administration and
service accounted for 34.7%, marketing accounted for
15.2%, and other categories accounted for 9.6%. In
terms of job position, general employees accounted
for 75.7%, grassroots managers accounted for 14.4%,
and middle and senior managers accounted for 9.9%.
In terms of enterprise nature, state-owned enterprises/
central enterprises accounted for 75.7%, private/private
enterprises accounted for 14.4%, and foreign/joint
ventures accounted for 9.9%.

4. Measures

Career Adaptability Questionnaire

The Chinese version of the Career Adaptability
Questionnaire, developed by Savickas (2012) and
updated by Tan (2015), has 24 items, including four
dimensions: career curiosity, career control, career
concern, and career confidence. According Likert5
points scoring (“1 completely inconsistent” to “5
completely consistent”). A sample item, “I focus on my
career”. The stronger the career adaptability, the higher

the scale score. The Conbach’s « for this scale was 0.97.

Person-Organization Fit scale

Zhang (2008), a Chinese scholar, refined and used
the Person-Organization Fit scale (POFs) created by
Cable (1994) on the integrated concept of personal-
organization fit. There were 9 items in total, including
consistency matching, demand-supply matching and
demand-ability matching. The Likert-5 scale was
used to rate responses (“1 completely inconsistent” to
“5 completely consistent”), and a sample item, “My
personal values can match the values and culture of
the organization”. The greater the score, the better the
degree of match between person and organization. The
Conbach’s a for this scale was 0.93.

Job performance scale

Chinese version (Yang, 2017) Job Performance
Questionnaire includes two dimensions and a total of
10 items. According to the Likert 5-point scale (“1
completely inconsistent” to “S completely consistent”),
better performance is indicated by a higher score. The
Conbach’s « for this scale was 0.93.

Turnover intention scale

Turnover Intention scale (Konovsky & Cropanzano,
1991) includes three components. Likert5-point
scoring (“1 completely inconsistent” to “S completely
consistent”) was adopted. And the higher the score, the
higher the turnover intention. The Conbach’s « for this
scale was 0.88.

5. Data Analysis

The software SPSS 23.0 was mainly used for data
processing and analysis. After coding the data, a
thorough screening has been carried out to highlight
any outliers and missing entries prior to running
multivariate analysis. Data normality of the continuous
variables (e.g., size of the firm, recruitment) was
assessed by exploring descriptive statistics and the
measures of skewness and kurtosis were satisfactory.
Common method bias tests were conducted according
to Harman's one-way test. Correlation analysis was
used to test the relationship between career adaptability,
personal-organizational fit, seniority, job performance,
and turnover intention. Then the PROCESS macro
program of Hayes (2013) was used to test the mediating
effect of person-organization fit, and the nonparametric
percentile Bootstrap method with bias correction was
used to determine the significance of the effect. The
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selection point method and Johnson-Neyman method
were used to test the moderating effect of seniority.

6. Results

Common method deviation test

To test the common method bias, Harman's single
factor test was used to conduct exploratory factor
analysis for all items in the four questionnaires. In
the absence of rotation, there were six factors with
characteristic roots greater than 1, and the maximum
factor explained variance was 28.2% ( < 40%),

indicating that the common method deviation in this
study is not serious (Zhou & Long, 2004).

Description and correlation analysis

Table I shows the means, standard deviations, and
correlations for main variables. Consistent with the
theoretical predictions, correlations among the main
study variables were in the expected direction.

There is a significant positive correlation between
seniority career adaptability, person-organization fit and
job performance, and a significant negative correlation
between each variable and turnover intention.

Table I Descriptive statistics and simple correlations (N = 375)

M=£SD 1 2 3 4 5 6
1.Age 30.07+1.17 -
2. Sen 3.63+0.67 0.64** -
3.CA 90.07+17.83 0.16** 0.19%* (0.97)
4. POF 30.78+7.56 0.15%%* 0.20%%* 0.67** (0.93)
5.JP 38.42+7.41 0.20%%* 0.17%%* 0.78** 0.68** (0.93)
6.T1 9.00+3.42 -0.20%* -0.11* —-0.18%* —0.24%%* -0.20%* (0.88)

Note(s): Sen = Seniority; CA = career adaptability; POF = person-organization fit; JP = job performance; TI = turnover
intention. M is the mean and SD is the standard deviation. *p < 0.05, **p < 0.01, ***p < 0.001; Age and seniority are
continuous variables and are the actual number of years. The internal consistency reliability of the variable is on the diagonal.

Hypothesis testing

Hla-H3a The relationship between career
adaptability and job performance: The mediating
effect of person-organization fit and the moderating
effect of seniority

Based on the moderated moderated-mediation
procedure suggested by Hayes, model 15 in the
PROCESS macro program was used to examine the
mediating effect of person-organization fit and the
moderating effect of seniority. After controlling for age,
person-organization fit is a significant mediator between
career adaptability and job performance (8 = 0.28, p <
0.00, 95%CI = 0.20 to 0.36], excluding 0). The results
support hypotheses 1a and 2a. The direct effect of career
adaptability on job performance was significant (f = 0.58,
p <0.00, 95%CI = 0.50 to 0.66, excluding 0). Together,
the results suggested that person-organization fit partial
mediated the relationship between career adaptability
and job performance (Table II).

The interaction term of career adaptability and
seniority negatively predicts job performance,
indicating that seniority negatively moderated effect
between career adaptability and job performance(B.p
=-0.10, p = 0.047, 95%CI = -0.19 to —0.01, excluding
0). However, the moderating effect of seniority on the
latter half of the pathway was not significant (Bporp =
-0.02, p =0.731, 95%CI = -0.10 to 0.07], included 0).

In order to further verify the moderating effect,
the simple slope was tested by Johnson-Neyman’s
method. Career adaptability could significantly predict
job performance at both low and high seniority (B,
=0.62,t=11.92, p <0.001; By, = 0.44, t = 6.02, p <
0.001). The positive effect of career adaptability on job
performance decreases with the increase of seniority
(see Figure 3). Johnson-Neyman method was used to
further quantify the adjustment variables, and it was
found that there was no statistical critical value in the
observation range.

Table II Testing the effect of person-organization fit and seniority

Predictive POF JP
variable B SE 95%CI B SE 95%CI
Age 0.05 0.04 [-0.02, 0.13] 0.08 0.03 [0.02, 0.14]
CA 0.63 0.04 [0.54,0.71] 0.05 0.04 [0.45, 0.62]
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Continuation Table:

Predictive POF Jp
variable B SE 95%CI B SE 95%CI
POF 0.28 0.04 [0.20, 0.36]
Sen * CA -0.10 0.05 [-0.19, -0.01]
CA * POF -0.02 -0.04 [-0.10, 0.07]
R 0.67 0.82
R 0.45 0.67
F (4, 370)77.19%** (6, 368)124.4%**

Note(s): Sen = Seniority; CA = career adaptability; POF = person-organization fit; JP = job performance; TI = turnover

intention. *p < 0.05, **p <0.01, ***p < 0.001.
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Figure 3. The moderating effect of seniority on career adaptability and job performance

H1b-H3b The relationship between career
adaptability and turnover intention: The mediating
effect of person-organization fit and the moderating
effect of seniority

Based on the moderated moderated-mediation
procedure suggested by Hayes, model 15 in the
PROCESS macro program was used to examine the
mediating effect of person-organization fit and the
moderating effect of seniority. After controlling for age,

there is a significant mediating effect of person-
organization fit between career adaptability and
turnover intention (f = -0.22, p = 0.001, 95%CI =
—-0.35 to —0.08, excluding 0). The results support 1b
and 2b. After adding mediating variables, the direct
effect of career adaptability on job performance was
not significant (B = 0, p = 0.99, 95%CI = -0.14 to
0.14, containing 0). Together, the results suggested that

person-organization fit played a complete mediating
role between career adaptability and job performance
(Table III).

The interaction term of seniority and person-
organization fit negatively predicts turnover intention,
indicating that seniority negatively moderated between
person-organization fit and turnover intention (Bpop.q =
-0.23, p = 0.002, 95%CI = -0.37 to -0.08, excluding
0). In order to further verify the adjustment effect, the
simple slope was tested by Johnson-Neyman’s method.
At low seniority, person-organization fit could not
significantly predict turnover intention (f = 0.0008, t =
0.009, p = 0.10). At high seniority, person-organization
fit had a significant negative effect on the prediction
of turnover intention (f = —0.45, t = —4.18, p < 0.001).
The results suggests that the negative effect of person-
organization fit on turnover intention decreased with
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the increase of seniority (see Figure 4).

The Johnson-Neyman method is adopted to further
quantification. The results show that when seniority is
higher than 3.39 years, the confidence interval of the
effect of person-organization fit on turnover intention
does not include 0, and person-organization fit has

a significant negative moderating effect on turnover
intention. In conclusion, the prediction effect of
person-organization fit on turnover intention decreased
significantly only when seniority was higher than 3.39
years (see Figure 5).

Table I1I Testing the effect of person-organization fit and seniority

predictive POF TI
variable B SE 95%CI B SE 95%CI
Age 0.05 0.04 [-0.02, 0.13] -0.14 0.05 [-0.24, -0.04]
CA 0.63 0.04 [0.54,0.71] 0.00 0.07 [-0.14, 0.14]
POF -0.22 0.07 [-0.35, -0.08]
Sen *POF -0.23 0.07 [-0.37, -0.08]
R 0.67 0.33
R 0.45 0.11
F (4,370)77.19%%* (6,368)7.69%**

Note(s): Sen = Seniority; CA = career adaptability; POF = person-organization fit; JP = job performance; TI = turnover

intention. *p < 0.05, **p < 0.01, ***p < 0.001.
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Figure 4. The moderating effect of seniority on the relationship between person-organization fit and turnover intention
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Figure 5. Influence of service on career adaptability and turnover intention
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7. Discussion

Our study, which was informed by the theory of career
construction, looked at the connections between career
adaptability, personal-organizational fit, seniority,
job performance, and intention to leave. Our results
supported two moderated mediation models based on a
sample of 375 workers.

First, through a partly mediating role for personal-
organizational fit, career adaptability positively
influences job performance. Seniority also negatively
moderated the relationship between career adaptability
and job performance, meaning that when compared to
individuals with high seniority, employees with low
seniority had a larger positive correlation between
career adaptability and job performance. This is
consistent with earlier research. (Hu et al., 2019; Yu
and Zheng, 2013). According to the career construction
theory (Savickas & Porfeli, 2012), employees have
strong career adaptability, which can help people
recover from unexpected outcomes (Rudolph et al.,
2017) and better adjust their personal status to achieve
the match between individuals and organizations, so as
to achieve high performance. Yet, career development
theory asserts that adaptability is more crucial in the
early stages of career (Super, 1994), and that it can be
used to predict job performance in new hires.

Second, through a completely mediating role
for personal-organizational fit, career adaptability
negatively influences turnover intention. Seniority
also negatively moderated the relationship between
career adaptability and turnover intention, meaning
that compared with the high seniority, the low
seniority employees' personal-organization fit had a
stronger negative prediction on turnover intention. The
hypothesis of person-organization fit states that people
with poor adaptation tend to have higher turnover
intentions. The reasons for this may be that they might
not be able to react fast to organizational needs, which
leads to a low level of fit between people and the
organization, which undermines people's feeling of
identity and belonging to the business and prevents
career advancement (Kristof, 1996). But the dynamics
alter depending on the employee's seniority. The job
experience model contends that when individuals with
low seniority face career challenges, they lack work

experience and answers and must more frequently

turn to the company for assistance (Katz, 1980). For
workers with less seniority, personal-organization fit is
particularly crucial.

The theoretical significance of our study lies in
elucidating the internal mechanisms through which
career adaptability influences job performance and
turnover intention, specifically by examining how
career adaptability affects employees' job performance
and turnover intention through person-organization fit.
Moreover, the study investigates the crucial moderating
role of seniority, which has been overlooked in
previous research. This examination of tenure enriches
the understanding of the mechanisms underlying
the impact of career adaptability and contributes to
advancing the Theory of Career Construction.

The results of this study can provide valuable
insights for managers. On one hand, career adaptability
serves as a significant antecedent variable for job
performance and turnover intention. Employers can
increase their career adaptability through training and
work rotation, and managers can use it as a benchmark
for promotion and hiring. (Lee ef al., 2021; Guan et al.,
2016). On the other hand, the mediating role of person-
organization fit and the moderating effect of seniority
should not be overlooked. Faced with employees of
different seniority, managers should moreover optimize
the evaluation structure and promotion system in
order to improve employees' career adaptability. At
the same time, to increase the fit between employees
and the organization, managers should simultaneously
recognize and cater to the various demands of their
staff. Finally, we expect that doing things this way will
help us increase benefits, boost employee performance,
and decrease turnover.

Limitations and future studies

We note certain limitations of this study. We will
go through the sample characteristics and probable
determining factors. When it comes to the sample,
firstly, we initially followed the convenience sampling
principle for the questionnaire, and participants
are often entry-level employees who are primarily
focused on obtaining a bachelor's degree and a college
degree. Second, there aren't enough participants at the
management level, which could result in a poor sample
representation. Thirdly, the sample's average seniority
is roughly three years. As most of the employees
in our sample are still in the early stages of their
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career growth, it is possible that using seniority as a
moderating variable will reduce the generalizability
of the study's findings. Last but not least, the study
utilized a cross-sectional study design, thus resulting in
the inability to determine causal relationships between
variables. Therefore, future research needs to conduct
a longitudinal design to further examine the important
role of personal-organizational fit and seniority in the
relationship between career adaptability and outcome
variables in a dynamic development.

Hence, future research must use a broader sample
that includes people in various jobs and with wide
seniority gaps. Another limitation is that the effects of
organizational structure and individual characteristics
were not examined as potential influencing factors.
In the Chinese cultural context, the advantages of
government-driven organizations such as state-owned
enterprises in terms of stability and welfare benefits
are more prominent in an employment environment
with high uncertainty. The interaction between
elements relating to employees' career adaptability
and other factors would be different due to the
differences in organizational nature. Meanwhile,
factors such as employees' personality traits and
career choice perceptions can also have a significant
impact on current job performance and turnover
intentions. Therefore, the nature of the enterprise
and the individual elements must therefore be further

investigated in future research.

8. Conclusion

Career adaptability of enterprise employees can be
enhanced by improving person-organizational fit,
thereby improving job performance. In comparison
to employees with high seniority, those with low
seniority show an increased positive impact of career
adaptability on job performance. Person-organizational
fit buffers the high turnover intention caused by low
career adaptability. In contrast to employees with high
seniority, the positive effect of person-organizational
fit in reducing turnover intention is strengthened for
employees with low seniority. These findings prompt
business managers to contemplate the ramifications of
the alignment between enterprise employees and the
organization on organizational outcomes. Furthermore,
they accentuate the imperative for nuanced
management strategies tailored to the distinctive

tenures of enterprise employees.

Acknowledgements

The work of this paper was supported in part by the
2023 Hebei Province Social Science Development
Research Project (20230305053).

Reference

[1] Affum-Osei, E., Adom Asante, E., Kwarteng
Forkouh, S., & Abdul-Nasiru, 1. (2019). Career
adaptability and ambidextrous behavior among
customer-service representatives: the role of
perceived organizational support. Journal of
Personal Selling and Sales Management, 40(1),
1-15.
https://doi.org/10.1080/08853134.2019.1594241

[2] Boon, C., & Biron, M. (2016). Temporal issues
in person-organization fit, person-job fit and

turnover: The role of leader-member exchange.
Human Relations, 69(12),2177-2200.
https://doi.org/10.1177/0018726716636945

[3] Chen, H., & Li, W. (2019). Understanding
commitment and apathy in is security extra-

role behavior from a person-organization fit
perspective. Behaviour & Information Technology,
38(4-6), 454-468.
https://doi.org/10.1080/0144929X.2018.1539520
[4] Chen, X., Liu, M., Liu, C., Ruan, F., Yuan, Y., &
Xiong, C. (2020). Job Satisfaction and Hospital
Performance Rated by Physicians in China: A
Moderated Mediation Analysis on the Role of
Income and Person-Organization Fit. International

journal of environmental research and public
health, 17(16), 5846.
https://doi.org/10.3390/ijerph17165846

[5] Cho, Y. J., & Lewis, G. B. (2012). Turnover
intention and turnover behavior: Implications for

retaining federal employees. Review of Public
Personnel Administration,32(1), 4-23.
https://doi.org/10.1177/0734371X11408701

[6] Chu, L. C. (2021). The Influence of Compassion
Fatigue on Job Performance and Organizational
Citizenship Behaviors: The Moderating Effect of
Person-Job Fit. Journal of nursing scholarship,
53(4), 500-510.
https://doi.org/10.1111/jnu.12644

[7] Jin, M. H., McDonald, B., & Park, J. (2016).




Vol 3 Issue 1 2024

Person—organization fit and turnover intention:
exploring the mediating role of employee
followership and job satisfaction through
conservation of resources theory. Review of Public
Personnel Administration, 38(2), 167-192.
https://doi.org/10.1177/0734371X16658334

[8] Hayes, A. F. (2013). Model templates for
PROCESS for SPSS and SAS. Model Templates
for PROCESS for SPSS and ASA, 42(1), 185-227.

[91] Howard, J., Gagné, M., Morin, A. J. S. (2016).
Motivation profiles at work: a self-determination

theory approach. Journal of Vocational Behavior,
95-96 (AUG.-OCT.), 74-89.
https://doi.org/10.1016/].jvb.2016.07.004

[10] Hu, B., Hou, Z., Mak, M. C. K., Xu, S. L., Yang,
X., & Hu, T. (2019). Work engagement, tenure,
and external opportunities moderate perceived

high-performance work systems and affective
commitment. Social Behavior and Personality An
International Journal, 47(5), 1-16.
https://doi.org/10.2224/sbp.7353

[11] Guan, Y., Jiang, P., Wang, Z., Zhu, F. (2016). Self-
referent and other-referent career successes, career

satisfaction, and turnover intention among chinese
employees: the role of achievement motivation.
Journal of Career Development, 44(5), 379-393.
https://doi.org/10.1177/0894845316657181

[12] Karatepe, O. M., & Olugbade, O. A. (2016).
The effects of work social support and

career adaptability on career satisfaction and
turnover intentions. Journal of Management &
Organization, 23(03), 337-355.
https://doi.org/10.1017/jmo0.2016.12

[13] Katz, R. (1980). Time and work: Toward an
integrative perspective. In B. M. Staw & L. L.

Cummings (Eds.), Research in organizational
behavior (Vol. 2, pp. 81-128). Greenwich, CT: JAI
Press.

[14] Konovsky, M. A., & Cropanzano, R. (1991).
Perceived fairness of employee drug testing
as a predictor of employee attitudes and job
performance. Journal of Applied Psychology,
76(5), 698-707.
https://doi.org/10.1037/0021-9010.76.5.698

[15] Kristof, A. L. (1996). Person-organization fit:
An integrative review of its conceptualizations,

measurement, and implications. Personnel

Psychology, 49(2), 1-49.
https://doi.org/10.1111/j.1744-6570.1996.tb01790.x
[16] Kristof-Brown, A. L., Jansen, K. J., & Colbert,
A. E. (2002). A policy-capturing study of the
simultaneous effects of fit with jobs, groups, and

organizations. Journal of Applied Psychology,
87(5), 985-993.
https://doi.org/10.1037/0021-9010.87.5.985

[17] Mitchell, T. R., Holtom, B. C., Lee, T. W.,
Sablynski, C. J., & Erez, M. (2001). Why people
stay: using job embeddedness to predict voluntary

turnover. Academy of Management Journal, 44(6),
1102-1121.
https://doi.org/10.5465/3069391

[18] Mobley, W. H. (1977). Intermediate linkages in the
relationship between job satisfaction and employee

turnover. Journal of Applied Psychology,62(2),
237-240.
https://doi.org/10.1037/0021-9010.62.2.237

[19] Namin, B. H., Marnburg, E., & Bakkevig
Dagsland, A. H. (2022). Frontline service
employees’ profiles: exploring individual

differences in perceptions of and reactions to
workplace incivility. Behavioral sciences, 12(3),
76.
https://doi.org/10.3390/bs12030076

[20] Rudolph, C. W., Lavigne, K. N., Zacher, H.
(2017). Career adaptability: a meta-analysis of

relationships with measures of adaptivity, adapting
responses, and adaptation results. Journal of
Vocational Behavior, 98(FEB.), 17-34.
https://doi.org/10.1016/1.jvb.2016.09.002

[21] Sarac, M. (2017). Does the relationship between
person-organization fit and work attitudes differ

for blue-collar and white-collar employees?
Management Research Review, 40(10), 1081-
1099.
https://doi.org/10.1108/ MRR-07-2016-0160

[22] Savickas, M. L. (1997). Career adaptability: An
integrative construct for life-span, life-space

theory. Career Development Quarterly, 45(3),
247-259.
https://doi.org/10.1002/].2161-0045.1997.tb00469.x
[23] Savickas, M. L. (2005). The theory and practice
of career construction. In S. D. Brown & R. W.

Lent (Eds.), Career Development and Counseling
(pp- 42-70). Hoboken, New Jersey: John Wiley &



Psychology Research and Practice

Sons, Inc.

[24] Savickas, M. L., & Porfeli, E. J. (2012). Career
Adapt-Abilities Scale: Construction, reliability,
and measurement equivalence across 13 countries.
Journal of Vocational Behavior, 80(3), 661— 673.
https://doi.org/10.1016/.jvb.2012.01.011

[25] Stofberg, R., Bussin, M., & Mabaso, C. M. (2022).
Pay transparency, job turnover intentions and the

mediating role of perceived organizational support
and organizational justice. Employee Relations:
The International Journal, 44(7), 162-182.
https://doi.org/10.1108/ER-02-2022-0077

[26] Super, D. E. (1994). A life span, life space
perspective on convergence. In Savikas, M. L.,

& Lent, R. W. (Eds.), Convergence in career
development theories: Implications for science
and practice (pp. 63-74). Palo Alto, CA, US: CPP
Books.

[27] Tan, L. (2015). Research on the structure and
relationship of enterprise employees' carecer
adaptability. [Master’s thesis, The College of
Yunnan Normal University]. CNKI Database.

[28] Vleugels, W., Tierens, H., Billsberry, J.,
Verbruggen, M., & Cooman, R. D. (2019). Profiles
of fit and misfit: a repeated weekly measures study
of perceived value congruence. European Journal
of Work and Organizational Psychology, 28(5),
1-15.
https://doi.org/10.1080/1359432X.2019.1583279

[29] Wang, F., Xu, Y., Zhou, X., Fu, A., & Guan, Y.
(2021). Are adaptable employees more likely to

stay? boundaryless careers and career ecosystem
perspectives on career adaptability and turnover.
Applied Psychology, 71(6), 1326-1346.
https://doi.org/10.1111/apps.12356

[30] Wang, Q., Weng, Q., & Jiang, Y. (2020). When

does affective organizational commitment lead
to job performance? integration of resource
perspective. Journal of Career Development,
47(4), 380-393.
https://doi.org/10.1177/08948453188075

[31] Yang, Q. (2016). Research on the relationship
between person — organization fit, intrinsic

motivation and employee innovation behavior.
[Master’s thesis, The College of Shanxi University
of Finance and Economics]. CNKI Database.

[32] Yu, H., Guan, X., Zheng, X., & Hou, Z. (2017).
Career adaptability with or without career identity:
how career adaptability leads to organizational
success and individual career success? Journal of
Career Assessment, 26(4), 1-15.
https://doi.org/ 10.1177/1069072717727454

[33] Yu, H.B., & ZHENG, M.M. (2013). The impact of
employee career adaptability: multilevel analysis.
Acta Psychologica Sinica, 45(6), 680-693.
https://doi.org/10.3724/SP.J.1041.2013.00680

[34] Yu, M., Jiao, Q., Wang, G. G., & Liu, Y. (2022).
The threshold effect of commitment-oriented

HRM practices on employee job performance: the
role of employee age. Employee Relations: The
International Journal, 44(6), 1372-1392.
https://doi.org/10.1108/ER-11-2020-0516

[35] Zhang, Z.Y. (2008). Psychological research on
human resource theory and practice: employee-

organization fit. [Master’s thesis, The College of
East China Normal University]. CNKI Database.
[36] Zhu, F., Cai, Z., Buchtel, E., & Guan, Y. (2019).
Career construction in social exchange: a dual-
path model linking career adaptability to turnover
intention. Journal of Vocational Behavior, 112,
282-293.
https://doi.org/ 10.1016/5.jvb.2019.04.003




