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ABSTRACT

Under the new economic development environment, the development of high-tech
enterprises depends on the professionalism, initiative and creativity of knowledge-based
employees. These knowledge-based employees have become the core power elements for
the long-term stable operation of enterprises. CenturyLink Software Development
Company is a high-tech enterprise specializing in water conservancy information
construction and flood mitigation services. The focus of this study was to explore the career
management performance of knowledge-based employees in CenturyLink Software
Development Company. This paper aimed to study the influencing factors of career
management performance of knowledge-based employees and took CenturyLink Software

Development Company as a case study.

The objectives of the study were 1) to explore the influencing factors that affect the
career management performance of knowledge-based employees in CenturyLink Software
Development Company, and 2) to verify that career self-knowledge, fair promotion,
provision of career information, career guidance and training affect the career management
performance of knowledge-based employees in CenturyLink Software Development

Company.

This study adopted the quantitative research method, collected 393 questionnaires
from knowledge-based employees in CenturyLink Software Development Company. By
analyzing Career Anchor Theory and Career Interest Theory, this paper found that: 1)

Career self-knowledge, fair promotion, provision of career information, career guidance



and training were the factors influencing the career management performance of
knowledge-based employees in CenturyLink Software Development Company. 2) career
self-knowledge, fair promotion, provision of career information, career guidance and
training have a positive effect on the career management performance of knowledge-based
employees. The following recommendations for CenturyLink Software Development
Company are made based on the findings: 1) Enhance the professional self-awareness of
its knowledge-based employees in various ways; 2) Provide knowledge-based employees
with fair opportunities for advancement and diversified approaches; 3) Establish a career
development guidance and counseling system for knowledge-based employees to provide
targeted career development guidance; 4) Create a set of scientific and reasonable career

management systems for knowledge-based employees.

Keywords: knowledge-based empolyees, career management performance, employee quality,
compensation and benefits
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Chapter 1 Introduction

1.1 Background of the Study

In the development process of high-tech enterprises, talent is one of the most
essential and important factors in building the core competitiveness of enterprises.
High-tech enterprises are faced with rapidly changing internal and external
environments and fierce market competition, and only by fully tapping and utilizing the
valuable resource of talents can they continue to succeed in the competitive market and
achieve sustainable development (Simon, 2023). Talents are the core driving force of
high-tech enterprises, they have specialized knowledge and skills, can create and apply
new scientific and technological achievements, and promote the continuous innovation
and development of enterprises (Xie et al., 2018). At the same time, high-tech
enterprises need to have high-quality management personnel, who can effectively
organize and coordinate the work of various departments to improve the operational
efficiency and competitiveness of enterprises. Therefore, high-tech enterprises should
pay attention to the training and introduction of talents, establish a sound talent
incentive mechanism, provide a good development platform and opportunities to attract
and retain excellent talents, and provide continuous power and support for the
development of the enterprise (van de Vrande et al., 2019).

Under the new economic development environment, the development of high-tech
enterprises depends on the professionalism, initiative and creativity of knowledge-
based employees. These knowledge-based employees have become the core power
elements for the long-term stable operation of enterprises (Ge et al., 2022). However,
this talent group tends to have stronger bargaining power and higher mobility, and once
there is a loss of talent, the operation of the enterprise will be subject to a major impact.
In order to effectively reduce the loss of knowledge-based employees and give full play
to their potential, enterprises need to strengthen internal management and establish a
career management performance system that meets the needs of knowledge-based
employees. This can be achieved by matching the talent management of the enterprise
with the personal career planning of knowledge-based employees, thus increasing the
loyalty of knowledge-based talents to the organization, stimulating their work
motivation and creativity, enabling them to play their due role and value, and making
greater contributions to the high-quality development of the enterprise (Ge et al., 2022).

The focus of this study is to explore the career management performance of
knowledge-based employees in CenturyLink Software Development Company.

Founded in 2000, CenturyLink Software Development Company is a high-tech



enterprise specializing in water conservancy information construction and flood
mitigation services. The company has accumulated rich experience in the field of flood
forecasting and optimal scheduling, and a number of core technology products have
reached the domestic advanced or leading level. Therefore, the company's knowledge-
based employees have excellent technical research and development capabilities, and
they are valuable intellectual capital for the development of CenturyLink Software
Development Company. The loyalty and stability of these employees will profoundly
affect the future direction of the enterprise.

In order to ensure the long-term retention and development of these knowledge-
based employees (Simon, 2023), the company needs to establish a set of effective career
management performance system to meet their specific needs. This will help enhance
employee loyalty to the company, stimulate their creativity and innovation potential,
and drive the company to achieve greater success. The future of high-tech enterprises
such as CenturyLink Software Development Company will continue to write a brilliant

chapter based on giving full play to the role of knowledge-based employees.

1.2 Questions of the Study

As markets and technologies change, knowledge-based employees need to adapt
to new challenges, and performance management can help them stay competitive.
Career management Performance for knowledge-based employees is of great
significance to the development of enterprises. Effective career management
performance can motivate knowledge-based employees to utilize their creativity and
promote innovation. This helps organizations to stay ahead in the competitive market.
Knowledge-based employees are usually the key talents in the organization, and
through effective performance management (Albino et al., 2015), their loyalty to the
organization can be increased and the turnover rate can be reduced. The current lack of
career management performance for knowledge-based employees, what are the factors
influencing the career development of knowledge-based employees, and how to realize
the career planning of knowledge-based employees are the focus of current enterprises.

Therefore, this study raises the following questions:

1.What are the factors influencing the career management performance of

knowledge-based employees in CenturyLink Software Development Company?

2. Do career self-knowledge, fair promotion, provision of career information,

career guidance and training affect the career management performance of knowledge-



based employees in CenturyLink Software Development Company?

1.3 Objectives of the Study

The purpose of this paper is to study the career management performance of
knowledge-based employees in CenturyLink Software Development Company and to
propose improvement suggestions to enhance employee performance and productivity.
The specific research includes analyzing the factors affecting career management
performance, understanding employees' needs and satisfaction, exploring the impact of
existing measures on employees' career development and problems (Simon, 2023; Xie
et al., 2018), and proposing optimization measures, such as improving the quality of
employees, optimizing the corporate culture, strengthening leadership, and improving
compensation and benefits. The research results can provide references and suggestions
for the career management performance of employees in CenturyLink Software
Development Company, and provide experience and inspiration for the career

management performance of employees in other knowledge-based enterprises.

1. To explore the influencing factors that affect the career management
performance of knowledge-based employees in CenturyLink Software Development
Company.

2. To verify that career self-knowledge, fair promotion, provision of career
information, career guidance and training affect career management performance of

knowledge-based employees in CenturyLink Software Development Company.

1.4 Significance of Study

In terms of theoretical significance, this study applies the existing theories of
knowledge-based employees and career management performance and validates and
tests the applicability of these theories from the perspective of empirical research.
Through actual cases (Ge et al., 2022), this paper further complements and improves
the existing theories, provides new empirical support for the research in the field of
knowledge-based employees and career management performance, and enriches and
deepens the research content of related theories (Simon, 2023; Xie et al., 2018). In
addition, the theoretical results of this study can also provide valuable case study
materials for other scholars and related enterprises, which promotes further research

and practical application in this field.



In terms of practical significance, this study combines the actual situation of
CenturyLink Software Development Company, and analyzes in depth the real problems
existing in the field of career management performance of knowledge-based employees
as well as the root causes of the problems. This study provides a reference basis for
scientific and reasonable decision-making on the introduction of knowledge-based
talents and human resource management (Ge et al., 2022). This study helps to promote
the enterprise's human resource management system to be more perfect and
comprehensive, which is conducive to the enterprise's continuous enhancement of its

own Core competitiveness.

1.5 Scope of the Study

The total population of this study was a total of 1000 employees of CenturyLink
Software Development Company. Among them, a total of 200 people were obtained
from the designated sample by means of whole cluster random sampling. Meanwhile,
the research focused on the career management performance of employees in high-tech
enterprises as the main content of the research. The research will be carried out within
this scope in order to explore the related topics in depth and provide valuable research
results. Through the sampling method of whole cluster random sampling, 200
employees with different backgrounds such as age, position, and years of working
experience were selected as the designated samples for this study in CenturyLink
Software Development Company. The purpose of this sampling method is to ensure
that the sample for the study is diverse and representative of the different characteristics

of employees in high-tech companies.

Through in-depth investigation and research on this designated sample, this study
aims to provide valuable insights about the career management performance of
employees in high-tech enterprises, in order to help enterprises better understand and
respond to the needs of their employees, and to improve employee loyalty and
productivity, thus contributing more to the sustainable development of the enterprises.

The questionnaire was administered from Nov 1, 2023 to Jan 1, 2024.



1.6 Definition of Key Terms
Career Self-knowledge

By investigating the extent to which employees understand their career goals,
interests, and values, as well as their perceptions of their personal skills and

development needs, and collecting relevant data using questionnaires or interviews.
Fair Promotion

Measure the extent to which employees perceive opportunities for promotion
within the organization, taking into account whether factors such as gender, ethnicity,
and seniority have an impact on promotion opportunities, and collect data using

questionnaires or observation, etc.

Provision of Career Information

Assesses the extent to which the organization provides employees with
information on internal and external career opportunities, development paths, and

industry trends, etc., which can be measured using employee surveys, file analysis, etc.
Career Guidance and Training

Observe whether the organization provides career guidance and training
opportunities and the level of employee engagement. Data can be collected through

training records, feedback surveys, etc.
Career Management Performance

Data can be collected using 360-degree feedback, performance appraisal records,
etc. by examining factors such as the level of communication between employees and
management, the completion of personal development plans formulated, and whether

or not career development is taken into account in performance appraisals.
Knowledge-Based Employees

Knowledge-based employees, this can be measured by investigating their
performance in terms of their level of professional knowledge, their ability to innovate,
and their willingness to share knowledge, using performance appraisals, professional

tests, and so on.



1.7 Limitations of the Study

The purpose of this study is to explore the career management performance of
knowledge-based employees in CenturyLink Software Development Company and to
propose improvement suggestions to enhance employee performance and work
efficiency. There are some limitations of this study. First, the study may be affected by
sample limitations and may only cover employees in a specific time period or region,
so the generalizability of the results may be limited. Second, the study may have
focused on only some of the influencing factors and ignored other factors that may have
an impact on career management performance, such as individual traits and work
environment. In addition, the survey methods and instruments used may be biased,
which may affect the accuracy and credibility of the findings. Finally, the study may
only address short-term effects and not fully reflect changes in long-term career
management performance. Considering these limitations, the results of the study should
be interpreted with caution and may require further research to confirm their reliability
and generalizability.



Chapter 2 Literature Review

2.1 Introduction

The literature review of this study is to analyze the factors influencing the career
management performance of knowledge-based employees in CenturyLink Software
Development Company based on career interest theory and career anchor theory. The
literature review is used to clarify the factors influencing the career management
performance of knowledge-based employees. The conceptual model of this study is
constructed based on the analysis and findings of related studies to determine the
relationship between the influence of career self-knowledge, fair promotion, provision
of career information, career guidance and training, and career management

performance.

2.2 Literature Review

2.2.1 Knowledge-Based Employees

The concept of "knowledge-based employees" was first proposed by the famous
American management guru Peter Drucker in his book " Practice of management ".
Drucker in his book " Practice of management " in the book, he believes that the
knowledge-based employee refers to: those who are innovative, not by engaging in
manual labor to obtain wages for the employee group. He defined them as "people who
master, use symbols and concepts, work with knowledge or information, and are
continuous learners" (Drucker, 1954). Francis Hurley, in his book Managing the
Knowledge Worker. Hurley in the "management of knowledge-based employees" book,
"knowledge-based employees" put forward more clear and more in line with the public
perception of the definition (Hurley, 2005), he believes that through the brain to create
wealth is called "knowledge-based employees". From the recognition conditions of
high-tech enterprises, scientific and technological personnel engaged in research and
development and related technological innovation activities accounted for no less than
10% of the total number of employees of the enterprise in the current year (Fama &
Jensen, 2019), so high-tech enterprises have a greater demand for knowledge-based
employees, and knowledge-based employees are also more concentrated in high-tech
enterprises, more emphasis on innovation and research and development of the industry,

as well as the financial industry and other modern service industries, mainly in the



relevant industry sectors. Knowledge-based employees can better utilize their own
technology and knowledge to create higher value for their enterprises or units (Dariusz
Jemielniak, 2012), and play a more important role in enterprise innovation and
development. This paper studies CenturyLink Software Development Company,
knowledge-based employees can use their own reserves of knowledge and skills to
complete the work tasks, and through continuous learning and mastery of new
knowledge and skills, to better solve all kinds of problems encountered in the work
(Layna Fischer & Miers, 2014), in the practice of the work of the courage to think and
innovate, and can create higher value for the enterprise, and promote the rapid
development of the enterprise. They can create higher value for the enterprise and

promote the rapid development of the enterprise.

Knowledge-based employees are characterized by strong creativity, high
autonomy, strong desire for self-realization, etc. They are the concrete bearers of
enterprise innovation work and have a positive role in enhancing the enterprise
innovation performance (Davenport, 2005). Knowledge-based employee means,
relying on specialized knowledge to carry out innovative work of employees, which not
only includes employees engaged in scientific and technological research and
development within the enterprise (Kuhn & Mcausland, 2006), but also includes the
use of knowledge and information to carry out the work of employees in all departments
and at all levels. Knowledge-based employees are employees with innovative qualities,
and motivation can make them show innovative behavior. In terms of job content, they
are intellectual workers who possess and utilize intellectual capital and creativity to
create wealth and value for the enterprise. From the point of view of the type of talent,
professional and technical personnel and managers in the enterprise belong to the
category of knowledge-based employees (Ge et al., 2022). From the point of view of
the workplace, most of the employees working in high-tech information technology
enterprises, management and consulting enterprises, financial and securities institutions,
accounting and law firms, etc. belong to knowledge-based employees. Compared with
ordinary employees, knowledge-based employees generally have higher education, and
are a group with innovative spirit, valuing autonomy and diversity, and pursuing a sense

of happiness and meaning at work.

2.2.2 Career

Career, according to Shartle (1957), "Career should be viewed as a general term
for the occupations and positions that a person experiences and plays throughout his or
her life” (Carroll Leonard Shartle, 1957). Webster (1980) argues that "Career refers to

an individual's life-long occupational, social and interpersonal relationships as a The

8



general term" (Webster, 1980); American organizational behavior expert Douglas. Hall
defined as: career refers to all the activities and behaviors of a person in his or her
lifetime work experience, which is the whole process of career, position change and
work ideal realization (Hall, 2002). There is a difference between a career in the broad
and narrow sense. Career in the broad sense is the continuum of all work-related
behaviors and activities carried out by an individual throughout his or her life course,
and the attitudes, values, and expectations formed in the meantime. Therefore, a broad
career can start from birth until incapacity to work. A career in the narrow sense is the
period of employment in the company or organization where a specific job is held. The
concept of career in the broad and narrow sense is different in perspective, but also has
the same law and common content: firstly, career is the experience of individual
behavior, not group behavior experience (Jawahar & Shabeer, 2019). Secondly, career
is the experience of carrying out paid labor during an individual's life. Third, career is
a time concept, specifically refers to the career stage, cycle. Finally, career is a concept
that includes specific occupational content and develops dynamically. In the time level
reflects the length of individual participation in the work, in the content level also
includes the individual career development, change of the specific experience and
process. At the same time, individuals will experience different life cycles during their
lifetime, such as biological life cycle, family life cycle and occupational life cycle
(Dedmond & Hufziger, 2019). Occupational life cycle is also the dominant condition

for one's survival and development.

2.2.3 Career Anchor Theory

(1) The Concept of Career Anchor Theory

The theory of career anchor is the American Edgar. Prof. Schein put forward. Prof.
Schein took the group formed by 44 graduates of the college as the research object,
carried out career research on its members for 12 years, and analyzed and researched
the theory of career anchor (also known as career orientation). Career anchors are also
known as career attachment points. Career anchor is actually the center around which
people choose and develop their careers, which refers to the work experience and values
that a person forms through continuous practice at work (Schein & John Van Maanen,
2013), and which he will not give up in any case when faced with having to make a
choice, the kind of vital things or values in the career, which is an acquired part of self-
intention. Through continuous analysis and summarization, from the initial 5 types of
career anchors, the development of the 8 types identified as commonly used now,

respectively, autonomous, entrepreneurial, management, functional, security, stability,

9



service, life career anchors can effectively help employees in the choice of industry and
position, as well as whether or not to truly achieve success in their personal careers and
other aspects of a very significant impact and role (Jared Ray Chapman, 2009).
Therefore, to do a good job in managing employees' career, it is crucial to help

employees find career anchors that meet their own characteristics and personality traits.

(2) Career Self-knowledge

Career self-awareness is closely related to Career Anchor Theory, which
emphasizes the core values and motivations that individuals develop over the course of
their careers, which in turn influences their career choices, development, and adaptation
(Portnoi et al., 2004). Career anchor theory suggests that individuals have a set of core
career values over the course of their careers, including but not limited to
security/stability, creativity, and independence. Research could focus on how
individuals uncover and perceive these core values and incorporate them into their self-
knowledge. In terms of career anchor types and self-perceptions, research could explore
the relationship between an individual's categorization in career anchor theory, e.g.,
technologist, career-oriented, entrepreneur, etc., and their self-perceptions (Coetzee &
Engelbrecht, 2019). Different career anchor types may reflect individuals' different

preferences and motivations for their careers.

Matching career anchors to individual competencies in research, career anchor
theory emphasizes individuals' perceptions of their own competencies and skills.
Research can provide insight into how individuals match their abilities with their
chosen career anchors in order to achieve career goals (Gubler et al., 2015) and increase
career satisfaction. Career anchor theory takes into account changes that may occur
during a career. Research could focus on how individuals adjust their career anchors in
the face of career change and how this adjustment is reflected in their career self-
perceptions. In the study of the interaction between organizational culture and self-
perception, career anchor theory emphasizes the interaction between the individual and
the organization. Research can explore how organizational culture shapes individuals'
career anchors and how this shaping affects individuals' self-perceptions and
adaptations to organizations. By combining research with career anchor theory, it can
provide a more comprehensive understanding of the process of self-knowledge
formation in an individual's career and provide more targeted career development

support for the organization (Abessolo et al., 2019).

(3) Fair Promotion



Research on fair promotion combined with career anchor theory can help provide
insight into individuals' perceptions of promotion opportunities, the formation of
promotion decisions, and how this relates to career anchors. Matching career anchors
to promotion opportunities research has focused on the extent to which there is a match
between an individual's type of career anchor (e.g., technologist, career-oriented,
entrepreneur, etc.) and the promotion opportunities offered by the organization (Rubel
& Kee, 2015). Individuals with different career anchors may be more interested in
different types of promotions, and studies can explore the impact of this match on
individuals' perceptions of fair promotions. In research on the relationship between
career anchors and promotion decisions (Long, 2015), career anchor theory emphasizes
the importance individuals place on career goals and motivation. Research could
examine how individuals consider their career anchors in promotion decisions and the

impact of this consideration on the decision of whether to accept or seek a promotion.

The moderating role of organizational culture on the relationship between career
anchors and equitable promotion in research, organizational culture has a significant
impact on the distribution of promotion opportunities and individuals' promotion
decisions. The study can analyze how organizational culture moderates the relationship
between career anchors and fair promotion, thus revealing the shaping and influence of
promotion mechanisms on career anchors in different cultures (Long, 2015).
Transparency of promotion mechanisms and career anchors research can examine the
impact of transparency of promotion mechanisms on individual career anchors and
perceptions of fairness. Mechanisms that are more transparent may be more likely to
satisfy an individual's career anchor, thereby affecting his or her perception of fairness
in promotion. Long-term adaptation of individuals' career anchors and promotion
opportunities in the study of long-term adaptation of individuals' career anchors and
promotion opportunities, it is important to understand how individuals' expectations
and needs for promotion opportunities change in the face of changes in their career
anchors and whether this affects their perceptions of fairness (Rubel & Kee, 2015). By
synthesizing career anchor theory and fair promotion research, a more comprehensive
understanding of the complex relationship between promotion decisions, organizational
culture, and career anchors can be developed to provide organizations with more

targeted promotion management strategies.

2.2.3 Career Interest Theory

(1) The Concept of Career Interest Theory



Occupational interest theory, which was put forward by John Holland, an
American psychology professor and a famous career guidance expert, in 1973,
Hollander believes that the type of occupation an individual engages in has a very close
connection with his own personality and interests (Holland, 1973). When an individual
makes a career choice, his interest plays a key role in the decision, and at the same time,
his interest is determined by his own personality. When individuals are able to engage
in industries and positions that match their own interests, they will be able to maintain
a high degree of enthusiasm and initiative, enthusiasm to participate in the work, and
maintain a high degree of stability. According to the individual's personality interest
and career choice tendency, the career interest is divided into 6 types, which are reality
type, research type, art type, social type, enterprise type, and routine type, and these 6
types are also interrelated, so each individual's early experience and his/her later work
experience will have some influence on the personality development as well as the
career choice (Holland, 1973), and the reality of each individual's career interest and
career choice tendency is a mixture of the 6 types. In reality, each individual's career

interest and career choice tendency is a mixture of the 6 types (Holland, 1973).

(2) Provision of Career Information

Combining research on the provision of career information with career interest
theory can deepen our understanding of individual career decision-making and career
development (Lopez et al., 1997). Career Information Needs Matching Research Career
interest theory emphasizes that an individual's career interest is a key factor that
influences his or her career choice and satisfaction. The study can explore how
individuals' career interests affect their needs for different types of career information
in order to match career interests with career information. The shaping of career interest
by career information sources (LaForce et al., 2017). The role of different information
sources in shaping individuals' career interests. Information sources such as social
networks, media, and schools play different roles in shaping an individual's interest in

a particular career, which in turn affects the need for relevant career information.

Diversity of career information and career interest expansion. The effect of diverse
career information on the expansion of an individual's interests. Learn how information
about different occupational fields can stimulate an individual's interest in a new field,
thereby influencing his or her career path. Occupational interest theory suggests that
individuals are more likely to engage in occupations that are consistent with their
interests (Schorr, 2019). To investigate how receptive individuals are when they receive
information about careers that align with their interests and how this affects their

decision making about career choices. Matching Information Delivery Methods and

1



Interests The study proposes the effect of different information delivery methods (e.g.,
text, image, video, etc.) on the stimulation of an individual's interests. By using a variety
of information delivery methods, the study can provide insights into how to more
effectively meet individuals' interest needs for career information. Dynamic change of
interest and information updating (LaForce et al., 2017; Rubel & Kee, 2015), how the
individual's need for career information is updated with the change of interest. By
combining the study of career information with the theory of career interest, it helps to
discover more comprehensive factors that can better satisfy the individual's need for
information in the process of career decision-making and development, and provides a
theoretical basis for providing personalized career information support (Abessolo et al.,
2019; Schorr, 2019).

(3) Career Guidance and Training

Combining the study of career guidance and training with career interest theory
provides insight into what motivates individuals' interests in career development and
how their interest needs can be met through guidance and training. The study
investigates how individuals' career interests influence their needs for different training
content (Hodkinson & Sparkes, 1993). To understand the degree of match between
individuals' interests and training content so that training programs can be designed in
a more targeted manner. In the study on the application of vocational interest assessment
in guidance, using the assessment tools of vocational interest theory, the study can
assess the types of vocational interests of individuals and incorporate them into
vocational guidance. This helps individuals to better understand their interests so that
they can choose a career direction that better matches their interests (Okolie et al., 2020).
Career interest theory emphasizes the individual's quest for consistency of interest.
Research could focus on how to guide individuals to interest-oriented career planning

in career guidance in order to increase their satisfaction with their chosen careers.

Research in the area of career interest matching and career guidance effectiveness.
How the extent of interest matching in career guidance affects individuals' career
decisions and development (Modiba & Sefotho, 2019)? Understanding the relationship
between interest matching and the effectiveness of guidance provides directions for
improving the quality of guidance. How career guidance affects individuals'
perceptions and development of career interests. By tracking changes in individuals'
interests during the mentoring process, the study can reveal the role of mentoring in
interest shaping and development. The application of interest theory in the design of
training courses (Hodkinson & Sparkes, 1993; Modiba & Sefotho, 2019). The

vocational interest theory is incorporated into the design of training courses in order to
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improve the attractiveness and practicality of training, and to make the training closer
to the interest needs of individuals. By incorporating vocational interest theory, career
guidance and training research can better understand the motivational and interest-
driven factors of individuals in career development, providing a strong theoretical basis
for implementing more effective career development support and training strategies
(Okolie et al., 2020).

2.3 Conceptual Framework

In order to analyze the influencing factors of career management performance of
knowledge-based employees in CenturyLink Software Development Company, a
model was constructed based on the career interest theory and career anchor theory,
with career self-knowledge, fair promotion, provision of career information, career
guidance and training as independent variables and career management performance as

dependent variables. As shown in figure 2.1.
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Figure 2.1 Conceptual Framework



Chapter 3 Research Methodology

3.1 Introduction

The main content of this study is the career management performance of
knowledge-based employees in CenturyLink Software Development Company. This
study takes knowledge-based employees in CenturyLink Software Development
Company as a research case. In the model, the independent variables include career
self-knowledge, fair promotion, provision of career information, career guidance and
training, and the dependent variable is career management performance. This study
incorporates a questionnaire to collect data and uses quantitative methods. The
questionnaire was based on a five-point Likert scale. The first part of the questionnaire
was to collect the basic characteristics of the survey sample. The second part focuses
on the data related to career self-knowledge, fair promotion, provision of career
information, career guidance and training, and career management performance of the
survey sample. There are 8 items for career self-knowledge. And 6 items for fair
promotion. There are 4 items for provision of career information. There are 4 items for

career guidance and training. There are 4 items for each variable, totaling 26 items.

3.2 Research Design

With the continuous development of the company's business, the company's
emphasis on technology research and development of human resource management is
also more and more prominent. In order to accurately understand the current situation
of the company's knowledge-based employee career management performance work,
analyze the problems of knowledge-based employee career management performance,
and effectively develop and improve the company's knowledge-based employee career
management performance system and system, this paper combines the company's
business development and human resource management, and designs a survey
questionnaire on the current situation of career management performance from four
aspects: career self-knowledge, fair promotion, provision of career information,

guidance and training. management status quo questionnaire.

The quantitative research method was used in this study. A questionnaire was used
for data collection during the study. The career management performance of
knowledge-based employees in CenturyLink Software Development Company is the
main content of the study. A five-point Likert scale was used, with scores ranging from

1-5, representing strongly disagree, disagree, generally agree, agree and strongly agree,



with higher scores representing greater agreement with the item. Corresponding

question items were designed for each variable and the item coding is shown in Table

3.1.
Table 3.1 The Risk Management Measurement Item
Variable Measurement item NO.
Career Self- | 1.Do you know your own working ability and core | QI
knowledge competitiveness?
2. Have you designed a clear career plan for yourself? Q2
3. Is your current position consistent with your career plan? Q3
4.Do you understand the company's strategic objectives? Q4
5. Is your personal career plan consistent with the company's | QS5
strategic objectives?
6. Are you satisfied with your current job? Q6
7. Do you think your current job matches your career | Q7
interests?
8. Do you think your current job is in line with your career | Q8
specialty?
Fair promotion | 9. Your superiors are very concerned about your growth at | Q9
work?
10.Do you think the company's career promotion channels | Q10
are diversified and very realistic?
11. Do you think the company promotes employees | Q11
according to their ability and achievements?
12.Do you think that your ability and contribution can be | Q12
quantified by the current salary assessment system?
13.Do you think the company has a set of perfect| Q13
performance appraisal and evaluation system?
14.Do you think the company's career promotion system is | Q14
reasonable?
Provision of | 15. Do you think the company's promotion channels and Ql5
career evaluation mechanism are favorable to the career
information | development of employees?
16.Do you think the company provides opportunities for Qlé6
transfer and multi-position training?
17.Do you think the company has a perfect mechanism for Q17
releasing job promotion information?
18.Do you know the qualification required for the target QI8
position of promotion very well?
Career 19. Do you think the training provided by the company is | Q19
guidance and | very useful for career development?
training 20. Do you think the company's training mechanism is very | Q20

reasonable?




21. Does the company encourage training and provide | Q21
training conditions and materials?

22.Does the company make career plans or provide related | Q22
counseling for employees?

Career 23. Do you think that the company's career management | Q23
management | performance is conducive to the development of your
performance | potential?

24. Do you think that the company's career management | Q24
performance is conducive to stimulating your career interest?

25. Do you think that the company's career management | Q25
performance is conducive to increasing your satisfaction with
your current job?

26. Do you think that the company's career management | Q26
performance improves the matching of jobs?

3.3 Hypothesis

The topic of the study is career management performance for knowledge-based
employees at CenturyLink Software Development Company, while the aim is to
understand how different factors affect career management performance. Firstly, a
literature review was conducted to understand the existing research and theories. In this
process, key variables and theoretical frameworks related to the research topic were
identified, as well as patterns and relationships found in previous studies. Based on the
literature review and the purpose of the study, the independent variables (career self-
knowledge, fair promotion, provision of career information, career guidance and
training) and dependent variables (career management performance). Based on the
research and logical reasoning of Career Anchor Theory and Career Interest Theory, an
attempt is made to understand the correlations between these variables. Formulate
specific research hypotheses based on the established correlations. Propose hypotheses
about the relationship between career self-knowledge, fair promotion, provision of

career information, career guidance and training and career management performance.

HI1: Career self-knowledge has a positive effect on the career management
performance of knowledge-based employees in CenturyLink Software Development

Company.

At CenturyLink Software Development Company, knowledge-based employees
are abler to develop clear career development plans and succeed in their careers if they
have a clearer understanding of their career goals, interests, and abilities. Therefore, it
is hypothesized that the higher the level of career self-awareness, the better their career
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management performance.

H2: Fair promotion has a positive effect on the career management performance

of knowledge-based employees in CenturyLink Software Development Company.

At CenturyLink Software Development Company, perceived fair promotion
mechanisms will be associated with higher career management performance. If
knowledge-based employees perceive promotion mechanisms to be fair, knowledge-
based employees feel that they are treated fairly, which will affect their motivation and
commitment to their work. Therefore, it is hypothesized that perceived fair promotion

is positively related to career management performance.

H3: Provision of career information has a positive effect on the career management
performance of knowledge-based employees in CenturyLink Software Development

Company.

Proactive provision of comprehensive career information will be associated with
better career management performance in CenturyLink Software Development
Company. When companies provide rich and transparent career information, employees
are more likely to be aware of career opportunities within the organization, which helps
knowledge-based employees make informed career decisions. Therefore, it is
hypothesized that the level of providing career information is positively related to

career management performance.

H4: Career guidance and training has a positive effect on the career management
performance of knowledge-based employees in CenturyLink Software Development

Company.

Career guidance and training in CenturyLink Software Development Company
can help employees better understand their interests, abilities, and career goals, and thus
better plan and manage their careers. Therefore, it is hypothesized that employees who
receive effective career guidance and training will perform better in terms of career

management performance. See figure3.1.
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Figure 3.1 Hypotheses

3.4 Population and Sampling

With the continuous expansion of the company's business, it is realized that the
company invests more in technology research and development, while there are some
problems in human resource management. In order to more accurately understand the
current status of career management performance of knowledge-based employees in
this paper, analyze potential problems, and develop effective improvement measures,
this research to design a questionnaire on the current status of career management
performance. This questionnaire focuses on four key aspects, i.e., career self-perception,
fair promotion, provision of career information, mentoring and training. This paper
believes that these aspects are crucial for employees' career development. By collecting
feedback from employees, this paper will better understand their needs and expectations
in order to develop a career management performance system and system that is more

in line with the company's strategic goals.

The study population was knowledge-based employees in CenturyLink Software
Development Company. Knowledge-based employees from other companies are not
included in the study. The survey includes employees ' grade, gender, major, career self-
knowledge, fair promotion, provision of career information, career guidance and

training, career management performance and so on. The CenturyLink Software
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Development Company has an enrollment of nearly 2000 knowledge-based employees.

For this study the main research method is random sampling method.

Calculated by the sample formula, collect data values for the quartile of the
standard normal distribution, for the confidence level generally take the value of 95%.
q is the sample standard deviation, the sample standard deviation of the estimated value
of the standard deviation of the sample is generally used 0.5, to determine the margin
of error e (i.e., the maximum permissible value of the difference between the sample
mean and the overall mean), e = 0.05. Calculated results yielded a sample of 390. For
the random sampling method, an online survey will be conducted using Questionnaire
Star for questionnaire distribution, and the sample will be drawn randomly from the

overall population.

3.5 Data Collection

Data collection is a key aspect of the study, which is essential to obtain useful
information about the career management performance of knowledge-based employees
in CenturyLink Software Development Company. To ensure the accuracy and reliability
of the data, questionna