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We examined the moderating role of Chinese versus American nationality on the relationship
between university students’ career decision making and career self-efficacy. Participants were
196 American and 323 Chinese college students, who completed the Career Decision-Making
Profiles questionnaire (assessing information gathering, locus of control, information
processing, effort spent in decision making, procrastination, consulting with others, speed of
decision making, dependence on others, desire to please others, willingness to compromise,
and aspiration) and a measure of career self-efficacy (assessing adaptability, career-training
motivation, feedback-seeking attitudes, and job mobility preparedness). Results showed
that the positive relationship between career self-efficacy and the aspiration for an ideal
occupation, speed of final decision making, and information gathering dimensions was
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stronger among American than Chinese students. In addition, the negative relationship
between career self-efficacy and the willingness to compromise and desire to please others
was weaker among Chinese than American students. Implications for career education are
discussed.

Keywords: career decision-making profiles, career decision making, career self-efficacy,
culture, nationality.

Career decision-making behavior plays an important role in helping individuals
to make the right choices for their future career development (Gadassi, Gati,
& Dayan, 2012; Gati, Gadassi, & Mashiah-Cohen, 2012; Gati, Landman,
Davidovitch, Asulin-Peretz, & Gadassi, 2010). Gati, Landman, et al. (2010)
criticized previous measures of career decision-making behaviors, such as those
assessing career decision-making styles (Harren, 1979), for capturing limited
components of these behaviors; so they developed the comprehensive Career
Decision-Making Profiles (CDMP) questionnaire (Gati, Landman, et al., 2010).
This scale consists of the following dimensions: information gathering (the
thoroughness of information collection), locus of control (the belief that one’s
career is less determined by external than by internal factors), information
processing (whether individuals analyze all kinds of information in a detailed
way), effort spent in decision making (how much energy individuals put into the
decision-making process), procrastination (whether individuals postpone making
decisions), consulting with others (to what extent individuals seek suggestions
from others), speed of decision making (how quickly individuals make their final
choice), dependence on others (to what extent individuals rely on others to make
decisions for them), desire to please others (whether individuals would like to
fulfill others’ preferences and expectations), willingness to compromise (whether
individuals are willing to make changes to their original decisions), and aspiration
(whether individuals have an ideal occupational choice in mind). It has been
found that the CDMP model can be applied to different cultural settings, such
as Israel, the United States, and China (Gati, Landman, et al., 2010; Tian et al.,
2014; Willner, Gati, & Guan, 2015), and that the CDMP dimensions significantly
predict career-related variables, such as career decision-making difficulty, career
decision status, and career decision-making self-efficacy (Gadassi et al., 2012;
Gati, Gadassi, et al., 2012; Tian et al., 2014; Willner et al., 2015).

However, recently researchers have shown that there are national variations
within the CDMP dimensions (Guan, Chen, et al., 2015). For example, cultural
differences in values between Chinese and Americans have been established
(Hofstede, 2001; Markus & Kitayama, 1991). According to the self-construal
model (Kwan, Bond, & Singelis, 1997; Markus & Kitayama, 1991), individuals
in collectivistic cultures, such as China, are socialized to use a more collective
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approach for making choices about their careers when compared with people
from individualistic cultures, such as the United States (Buchtel et al., 2015;
Hofstede, 2001; Markus & Kitayama, 1991). Chinese people have been found
to score consistently higher than Americans do on the CDMP dimensions of
willingness to please others, acceptance of compromise, consultation with
others, procrastination, and relying on others (Guan, Chen, et al., 2015). In
contrast, Americans generally value autonomy and self-direction, regarding
career decision making as their personal responsibility. Accordingly, American
university students typically score higher than Chinese students do on the CDMP
dimensions of locus of control, aspiration, and effort spent in making decisions
(Guan, Chen, et al., 2015).

However, most previous researchers have focused only on the main effects of
nationality on the CDMP dimensions, and few have examined how nationality
interacts with the CDMP dimensions in predicting career-related outcomes
(Guan, Chen, et al., 2015). To address this gap, we examined how nationality
(United States vs. China) affects the relationship between career decision-
making behaviors and career-related outcomes. Mau (2000) compared national
differences in the roles of career decision-making styles and self-efficacy of
career decision making, but was criticized for capturing very few types of
decision making behaviors and not providing a comprehensive account of how
nationality affects the relationship between career decision-making behavior and
other constructs (Gati, Landman, et al., 2010).

On the basis of current theories about Eastern—Western cultural differences,
such as the self-construal model (Kwan et al., 1997; Markus & Kitayama,
1991), we considered the CDMP to be a comprehensive measure to examine the
interactions between nationality and CDMP in predicting career self-efficacy,
which reflects one’s belief that he or she has the ability to achieve positive
outcomes in career development (Guan, Deng, et al., 2013; Guan, Guo, et
al., 2014; Kossek, Roberts, Fisher, & DeMarr, 1998). In extensive research
conducted in Western cultures, it has been revealed that career self-efficacy
beliefs are associated with positive career-related outcomes, such as career
success (Blustein, 1989). In addition, researchers using Chinese participants
have shown that career self-efficacy positively predicts a task-oriented coping
style and job performance, and is negatively related to job burnout (Di, Huang,
& Zhang, 2003). These findings suggest that career self-efficacy is closely related
to various positive career development outcomes and is an appropriate dependent
variable for examining the CDMP’s positive effects.

To extend prior research on the mean differences in CDMP across cultures, we
set out to examine how CDMP affects career self-efficacy in different cultural
groups. Researchers of the adaptability of the CDMP for use among Western
participants have shown that the analytic style of information processing,
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comprehensive information gathering, high levels of internal locus of control and
effort, high speed of decision making, low procrastination, low dependence, and
high desire to please others predict advantageous career outcomes (Gadassi et al.,
2012). However, researchers using Chinese students have found some differences
in these relationships compared to those using participants from Western cultures
(Tian et al., 2014).

Kwan et al. (1997) suggested that collectivistic values and interdependent
self-construal underscore the importance of nurturing one’s social network.
Consequently, we believed that the adaptability of the CDMP for use among
Chinese participants should depend not only on successfully achieving personal
career goals, but also on achieving relational harmony both inside and out of
the workplace context. In addition, as Chinese tend to have a holistic thinking
style, involving understanding a system by sensing its overall patterns rather
than the details, and a more dialectical self-view, which is characterized by the
coexistence of contradictory traits and behaviors (Markus & Kitayama, 1991),
the CDMP dimensions that match these cultural orientations may be applicable
in the Chinese, but not American, cultural context. We empirically examined
these possibilities by testing how nationality moderates the effects of CDMP on
self-efficacy in relation to one’s career (Kossek et al., 1998).

According to Bandura (1977), individuals’ learning experiences give rise to
different levels of self-efficacy beliefs in various life domains, which, in turn,
affect behavioral outcomes, such as approach behavior, level of performance,
and persistence. Consistent with self-efficacy theory (Bandura, 1977), we
believed that the CDMP dimensions would reflect different learning experiences
in individuals’ career development, and may be associated with different levels
of adaptability that help individuals achieve their career goals. Therefore, CDMP
may interact with nationality in predicting individuals’ career self-efficacy.
Among the 11 dimensions of the CDMP, dependence on others and the desire to
please others capture a relationship-oriented approach of career decision making
and may be regarded as maladaptive factors in Western cultures (Gadassi et
al., 2012); however, because these two types of behavior give rise to a sense of
connection with significant others (Markus & Kitayama, 1991), they may be
perceived as intrinsically rewarding among Chinese people. Chinese with high
scores on these two dimensions may achieve positive career outcomes; thus,
the negative effects of the dimensions on career self-efficacy may be weaker
in a Chinese, compared to an American, cultural setting. Further, the effects of
consulting with others on career self-efficacy have been found to be mixed when
using Western participants (Gadassi et al., 2012). Because consulting with others
helps individuals adjust their career goals to match the expectations of significant
others, we predicted that the positive effect of consultation with others would be
stronger among Chinese than Americans.
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In addition, because Americans generally value autonomy and self-direction,
an internal locus of control, more procrastination, greater effort, and faster speed
of decision making may strengthen their sense of having control in their given
situations (Markus & Kitayama, 1991); therefore, these factors may be perceived
as more beneficial for achieving desirable career outcomes among Americans
than among Chinese. The American emphasis on a clear, coherent, and stable
sense of self (Markus & Kitayama, 1991) indicates that high aspiration may
predict high self-efficacy because individuals with high aspiration may express
their distinctive attributes consistently over time and in different contexts, and
strive to achieve personal goals. On the other hand, because Chinese people have
a more dialectical self-view, they may regard willingness to compromise as an
appropriate means to adjust themselves in different situations. Thus, the positive
effects of willingness to compromise may be stronger among Chinese than
Americans. In addition, a more analytical, rather than holistic, style of information
collection, organization, and analysis, may enable individuals to match their
unique, stable personality characteristics to their career choices; therefore, the
positive effects of information gathering and information processing may be
stronger among Americans than among the Chinese.

In line with the above review, we formed the following hypotheses:
Hypothesis 1: The negative relationship between desire to please others and
career self-efficacy will be weaker among Chinese than among American
participants.

Hypothesis 2: The negative relationship between dependence on others and career
self-efficacy will be weaker among Chinese than among American participants.

Hypothesis 3: The positive relationship between consulting with others and
self-efficacy will be stronger among Chinese than among American participants.
Hypothesis 4: The negative relationship between external locus of control
and career self-efficacy will be weaker among Chinese than among American
participants.

Hypothesis 5: The negative relationship between procrastination and career
self-efficacy will be weaker among Chinese than among American participants.

Hypothesis 6: The positive relationship between effort invested and career
self-efficacy will be weaker among Chinese than among American participants.

Hypothesis 7: The positive relationship between speed and self-efficacy will be
weaker among Chinese than among American participants.

Hypothesis 8: The positive effect of aspiration on self-efficacy will be weaker
among Chinese than among American participants.

Hypothesis 9: The positive relationship between compromise and self-efficacy
will be stronger among Chinese than among American participants.

Hypothesis 10: The positive relationship between information gathering and
self-efficacy will be weaker among Chinese than among American participants.
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Hypothesis 11: The positive relationship between information processing and
self-efficacy will be weaker among Chinese than among American participants.

Method

Participants and Procedure

Before this study was conducted, we obtained ethical approval from the ethical
review board of Huaqgiao University, China. In addition, all the participants read
a consent form and confirmed that they fully understood the terms.

We used Amazon Mechanical Turk (Paolacci, Chandler, & Ipeirotis, 2010) to
recruit American participants. No significant difference has been found between
the quality of data collected from Amazon Mechanical Turk and in a laboratory
(Paolacci et al., 2010; Rand, 2012). The instructions given were as follows:
“This is a career attitude study. In this study, we are interested in how university
students make career decisions. If you are an American undergraduate student,
please click the link below to get access to the survey. You will be paid US$1.00
after completing this survey.” After participants completed the online survey at
www.surveymonkey.com, they were paid through the Amazon Mechanical Turk
system. Valid data from 196 American undergraduates (105 men and 91 women;
M, = 22.01 years, SD = 3.07) were used for the subsequent analyses.

Chinese participants were recruited through www.sojump.com (see, e.g., Zhou,
Zhang, Su, & Zhou, 2012). The instructions given were as follows: “This is a
career attitude study. In this study, we are interested in how university students
make career decisions. If you are a Chinese undergraduate student, please
complete the following survey.” Each participant received an online shopping
coupon valued at about RMB¥3.00 (US$0.50) after completing the survey.
Preliminary analysis showed that 11 participants did not finish the questionnaire;
thus, valid data were collected from 323 Chinese undergraduates (157 men and
166 women; M, = 20.67 years, SD = 2.10).

Measures

Career Decision-Making Profiles (CDMP). Chinese participants completed a
Chinese version of the CDMP questionnaire, which has been validated in previous
research (Tian et al., 2014). American participants completed the English version
of the CDMP (Gati, Landman, et al., 2010). Cronbach’s alpha coefficient for the
11 dimensions ranged from .70 to .90 for the Chinese participants and from .77
to .90 for the American participants (see Table 1).

Career Self-Efficacy Scale. The 11-item Career Self-Efficacy Scale was used
to assess employees’ adaptability, career-training motivation, feedback-seeking
attitudes, and job mobility preparedness (Kossek et al., 1998). A sample item
is “When I make plans for my career, I am confident I can make them work.”
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Participants rated their responses on a 7-point Likert scale (1 = completely
disagree, 7 = completely agree). Cronbach’s alpha was .78 for Chinese
participants and .86 for American participants.

Results

Descriptives and Correlations

As shown in Table 1, among American participants, career self-efficacy was
positively related to information gathering, information processing, effort, speed,
consultation, and aspiration, and negatively associated with external locus of
control, procrastination, dependence on others, and desire to please others.
Among Chinese participants, career self-efficacy was positively correlated with
information gathering, information processing, speed, consultation, aspiration,
and compromise, and negatively correlated with external locus of control, pro-
crastination, and dependence on others.

Interactions Between Nationality and CDMP

To examine whether nationality moderates the relationship between different
dimensions of the CDMP and career self-efficacy, gender (dummy coded as
male = 0, female = 1) and age were entered in Step 1 as control variables
(Becker, 2005). In Step 2, nationality (American = 0, Chinese = 1) and the 11
CDMP dimensions were entered. In Step 3, the interaction terms (e.g., culture x
procrastination, culture x speed, culture x effort, culture x dependence on others)
were entered.

For predicting career self-efficacy (see Table 2), there were significant
interactions between nationality and information gathering, supporting Hypothesis
10; between nationality and speed, supporting Hypothesis 7; between nationality
and desire to please others, supporting Hypothesis 1; between nationality and
aspiration, supporting Hypothesis 8; and between culture and willingness to
compromise, supporting Hypothesis 9. However, the other interactions were
nonsignificant.

For the significant interactions, we ran regression analyses to further examine
their patterns (Aiken & West, 1991). Results showed that information gathering
and career self-efficacy were positively related among Americans (f = .20, ¢t =
3.02, p <.01), but this relationship was not significant among Chinese participants
(B =-.01, t = -0.08, ns). Speed of making the final decision positively predicted
self-efficacy among Americans (f = .16, r = 2.39, p < .01), but this relationship
was not significant among Chinese participants (f = -.01, ¢ = -0.10, ns). Desire
to please others negatively predicted career self-efficacy among Americans
(B =-22,¢t=-3.03, p < .01), but this relationship was not significant among
Chinese participants (§ = -.01, ¢ = -0.06, ns). The positive relationship between
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aspiration for an ideal occupation and career self-efficacy was stronger among
Americans ( = .29, t = 4.56, p < .01) than among Chinese participants (§ = .16,
t =4.08, p < .01). Finally, willingness to compromise negatively predicted career
self-efficacy among Americans (f = -.09, t = -1.76, p < .10), but was positively
related to career self-efficacy among Chinese participants (f = .12, ¢t = 2.56,
p <.05).

Table 2. Hierarchical Regression Results: Culture and Career Decision-Making Profiles as

Predictors of Career Self-Efficacy

Career self-efficacy

(N=519)

Predictors Step 1 Step 2 Step 3
Gender (male = 0, female = 1) .03 -.02 -.03
Age - 117 -.03 -.04
Nationality (United States = 0, China = 1) 18% 20
Information gathering .09* 20%
Information processing 26" 24
Locus of control - 127 -.04
Effort .10* .14*
Procrastination -18% - 137
Speed of decision making .08 .16™*
Consulting others A3 15%
Dependence on others 24" -13
Desire to please others - 11F =227
Aspiration 18 29%
Compromise .03 -.097
Nationality x Information gathering -.14%
Nationality X Information processing .03
Nationality x Locus of control -.09
Nationality x Effort -.08
Nationality X Procrastination -.04
Nationality x Speed -12¢
Nationality x Consulting others -.03
Nationality X Dependence on others -.09
Nationality x Desire to please others 13%
Nationality x Aspiration =11
Nationality x Compromise 147
R’ or* 56" 59*
F 3.8 46.09**° 28.51%¢
AR o1 55+ 03*

Note. ¥ p<.10,* p <.05,* p< .01 *df =2, 516, ° df = 14, 504, € df = 25, 493.
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Discussion

Our results show that Hypotheses 1, 6, 7, 8, 9, and 10 were supported, whereas
Hypotheses 2, 3, 4, 5, and 11 were not supported. This indicates that Chinese
versus American nationality influences the effects of the CDMP dimensions
on career self-efficacy. First, as Chinese culture emphasizes the importance of
nurturing one’s social relationships, the negative effect of desire to please others
was significant among Americans, but not among Chinese. Desire to please
others is at odds with the emphasis placed on striving for personal happiness and
satisfaction in countries with individualistic cultures, such as the United States;
therefore, it had a negative effect on career self-efficacy among American, but
not Chinese participants. Second, because Americans generally value autonomy
and self-direction, faster decision making may strengthen their sense of personal
agency (Markus & Kitayama, 1991); therefore, the agentic dimensions may
be perceived by Americans as more beneficial for achieving desirable career
outcomes. Third, as Americans generally emphasize a clear, stable, and distinctive
self-concept, a higher level of aspiration for an ideal occupation, lower level of
compromise, and more comprehensive information gathering may be regarded
as important ways to match their particular personality characteristics with
their career choices. Therefore, it makes sense to us that the positive effects of
aspiration and information gathering, and the negative effects of compromise on
career self-efficacy, were weaker among Chinese than among American students
(Guan, Jiang, Wang, Mo, & Zhu, 2016).

The significant interactions we observed between culture and CDMP on career
self-efficacy attest to the importance of cultural fit for the adaptability of the
CDMP questionnaire (Kwan et al., 1997). The positive effects of CDMP are
determined not only by the functions of CDMP in helping individuals achieve
their personal goals, but also by the extent to which CDMP help individuals
fulfill goals that are shaped by their cultural norms. In addition, other dimensions
of the CDMP scale, such as consulting with others, had similar effects on career
self-efficacy in these two nations. These findings suggest that the positive
effects of consulting with others, such as seeking information or other types
of support, are prevalent in both cultures. Future researchers of CDMP should
aim to contextualize current career theories into different social, economic, and
ecological environments. From a career construction perspective (Savickas,
2013), individuals in different societies develop adaptive abilities to deal with
difficulties in their career development, to pursue career outcomes such as job
search success (Guan, Deng, et al., 2013; Guan, Guo, et al., 2014) and career
success (Guan, Zhou, Ye, Jiang, & Zhou, 2015). These adaptive abilities have
dispositional (Guan, Dai, et al., 2017) and contextual antecedents (Guan, Wang,



NATIONALITY AND CAREER DECISION-MAKING PROFILES 481

et al., 2015; Guan, Yang, Zhou, Tian, & Eves, 2016; Guan, Zhuang, et al., 2017),
and more work should be done to examine whether nationality moderates the
relationship between CDMP and adaptive abilities.

There are several possible limitations in this study. First, when testing the
adaptability of the CDMP scale, the cross-sectional results could not be used
to determine causal relationships between the examined variables. Individuals’
CDMP dimensions can cause different levels of career self-efficacy beliefs,
as argued in self-efficacy theory (Bandura, 1977), and it also might be true
that career self-efficacy leads to CDMP (see, e.g., Kossek et al., 1998). Future
researchers should use experimental or longitudinal study designs to address
this limitation. Second, we used an online platform for data collection among
American and Chinese college students. Although the validity of this method
of data collection has been supported in previous studies (Paolacci et al., 2010;
Rand, 2012; Zhou et al., 2012), future researchers should examine whether our
results can be replicated with other samples collected using different methods.

Third, it is possible that the participants recruited in this study may not be
representative samples for the university students from the two nations. Future
researchers should attempt to use a more systematic way to collect research
samples, in order to ensure the external validity of this study.

References

Aiken, L. S., & West, S. G. (1991). Multiple regression: Testing and interpreting interactions.
Thousand Oaks, CA: Sage.

Bandura, A. (1977). Self-efficacy: Toward a unifying theory of behavioral change. Psychological
Review, 84, 191-215. https://doi.org/cgp

Becker, T. E. (2005). Potential problems in the statistical control of variables in organizational
research: A qualitative analysis with recommendations. Organizational Research Methods, 8,
274-289. https://doi.org/c799ff

Blustein, D. L. (1989). The role of goal instability and career self-efficacy in the career exploration
process. Journal of Vocational Behavior, 35, 194-203. https://doi.org/fvrégs

Buchtel, E., Guan, Y., Peng, Q., Su, Y., Sang, B., Chen, S. X., & Bond, M. H. (2015). Immorality East
and West: Are immoral behaviors especially harmful, or especially uncultured? Personality and
Social Psychology Bulletin, 41, 1382—1394. https://doi.org/f7srhh

Di, M., Huang, X., & Zhang, Z. (2003). On the study of career efficacy [In Chinese]. Journal of
Southwest China Normal University (Humanities and Social Sciences Edition), 29, 22-26.

Gadassi, R., Gati, 1., & Dayan, A. (2012). The adaptability of career decision-making profiles.
Journal of Counseling Psychology, 59, 612—622. https://doi.org/ccnh

Gati, I., Gadassi, R., & Mashiah-Cohen, R. (2012). Career decision-making profiles vs. styles:
Convergent and incremental validity. Journal of Vocational Behavior, 81, 2—16. https://doi.org/
cenj

Gati, I., Landman, S., Davidovitch, S., Asulin-Peretz, L., & Gadassi, R. (2010). From career decision-
making styles to career decision-making profiles: A multidimensional approach. Journal of
Vocational Behavior, 76, 277-291. https://doi.org/cs9rkv


https://doi.org/ccnj

482 NATIONALITY AND CAREER DECISION-MAKING PROFILES

Guan, Y., Chen, S. X., Levin, N., Bond, M. H., Luo, N., Xu, J., ... Han, X. (2015). Differences in
career decision-making profiles between American and Chinese university students: The relative
strength of mediating mechanisms across cultures. Journal of Cross-Cultural Psychology, 46,
856-872. https://doi.org/bb48

Guan, Y., Dai, X., Gong, Q., Deng, Y., Hou, Y., Dong, Z., ... Lai, X. (2017). Understanding the trait
basis of career adaptability: A two-wave mediation analysis among Chinese university students.
Journal of Vocational Behavior, 101, 32-42. https://doi.org/ccnk

Guan, Y., Deng, H., Sun, J., Wang, Y., Cai, Z., Ye, L., ... Li, Y. (2013). Career adaptability, job search
self-efficacy and outcomes: A three-wave investigation among Chinese university graduates.
Journal of Vocational Behavior, 83, 561-570. https://doi.org/xx2

Guan, Y., Guo, Y., Bond, M. H., Cai, Z., Zhou, X., Xu, J., ... Ye, L. (2014). New job market
entrants’ future work self, career adaptability and job search outcomes: Examining mediating and
moderating models. Journal of Vocational Behavior, 85, 136-145. https://doi.org/xx3

Guan, Y., Jiang, P, Wang, Z., Mo, 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, 379-393. https://doi.org/ccnn

Guan, Y., Wang, F, Liu, H., Ji, Y., Jia, X., Feng, Z., ... Li, C. (2015). Career-specific parental
behaviors, career exploration and career adaptability: A three-wave investigation among Chinese
undergraduates. Journal of Vocational Behavior, 86, 95-103. https://doi.org/xx4

Guan, Y., Yang, W., Zhou, X., Tian, Z., & Eves, A. (2016). Predicting Chinese human resource
managers’ strategic competence: Roles of identity, career variety, organizational support and
career adaptability. Journal of Vocational Behavior, 92, 116—124. https://doi.org/bb49

Guan, Y., Zhou, W, Ye, L., Jiang, P., & Zhou, Y. (2015). Perceived organizational career management
and career adaptability as predictors of success and turnover intention among Chinese employees.
Journal of Vocational Behavior, 88, 230-237. https://doi.org/bb5b

Guan, Y., Zhuang, M., Cai, Z., Ding, Y., Wang, Y., Huang, Z., & Lai, X. (2017). Modeling dynamics
in career construction: Reciprocal relationship between future work self and career exploration.
Journal of Vocational Behavior, 101, 21-31. https://doi.org/ccnp

Harren, V. A. (1979). A model of career decision making for college students. Journal of Vocational
Behavior, 14, 119—133. http://doi.org/fgkq6h

Hofstede, G. (2001). Culture’s consequences: International differences in work-related values (2nd
ed.). Thousand Oaks, CA: Sage.

Kossek, E. E., Roberts, K., Fisher, S., & DeMarr, B. (1998). Career self-management: A quasi-
experimental assessment of the effects of a training intervention. Personnel Psychology, 51,
935-960. https://doi.org/fqcs82

Kwan, V. S. Y., Bond, M. H., & Singelis, T. M. (1997). Pancultural explanations for life satisfaction:
Adding relationship harmony to self-esteem. Journal of Personality and Social Psychology, 73,
1038-1051. https://doi.org/drfcfs

Markus, H. R., & Kitayama, S. (1991). Culture and the self: Implications for cognition, emotion, and
motivation. Psychological Review, 98, 224-253. https://doi.org/cmzw28

Mau, W.-C. (2000). Cultural differences in career decision-making styles and self-efficacy. Journal
of Vocational Behavior, 57, 365-378. https://doi.org/c8p426

Paolacci, G., Chandler, J., & Ipeirotis, P. G. (2010). Running experiments on Amazon Mechanical
Turk. Judgment and Decision Making, 5, 411-419.

Rand, D. G. (2012). The promise of Mechanical Turk: How online labor markets can help theorists
run behavioral experiments. Journal of Theoretical Biology, 299, 172-179. https://doi.org/
cng2hq

Savickas, M. L. (2013). The theory and practice of career construction. In R. W. Lent & S. D. Brown
(Eds.), Career development and counseling: Putting theory and research to work (2nd ed., pp.
42-70). Hoboken, NJ: Wiley.


https://doi.org/cng2hq

NATIONALITY AND CAREER DECISION-MAKING PROFILES 483

Tian, L., Guan, Y., Chen, S. X., Levin, N., Cai, Z., Chen, P, ... Zhang, S. (2014). Predictive validity
of career decision-making profiles over time among Chinese college students. Journal of Career
Development, 41, 282-300. https://doi.org/ccnq

Willner, T., Gati, I., & Guan, Y. (2015). Career decision-making profiles and career decision-making
difficulties: A cross-cultural comparison among US, Israeli, and Chinese samples. Journal of
Vocational Behavior, 88, 143-153. https://doi.org/bb5d

Zhou, Z., Zhang, Q., Su, C., & Zhou, N. (2012). How do brand communities generate brand

relationships? Intermediate mechanisms. Journal of Business Research, 65, 890-895. https://
doi.org/bgbjjz


https://doi.org/bgbjjz

484 NATIONALITY AND CAREER DECISION-MAKING PROFILES




<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)
    /HUN <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


