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CHAPTER 1

INTRODUCTION

This chapter introduces the research background, focusing on the changing
employment landscape globally and its impact on career expectations among university
students, particularly in China. With rapid technological advancements and the
emergence of new industries, the skill sets required by the job market are continuously
evolving. This transformation presents significant challenges for universities and
educational institutions in aligning their curricula with the dynamic needs of the
economy. Additionally, career guidance and counseling have become increasingly
crucial to help students navigate this complex environment and make informed career
decisions. This chapter reviews relevant literature, summarizes previous studies, and
outlines the research problem, goals, significance, and scope.

1.1 Background

1.1.1 Nationally Attached Importance to Vocational Education and College
Graduate Employment

With the continuous increase of China's population, the development of higher
education has entered the stage of popularization, and the number of students enrolled
in universities has been increasing year by year. By 2023, the gross enrollment rate in
higher education is expected to exceed 60%, achieving the set goal of the 14th Five-
Year Plan ahead of schedule. This means that more than 60 out of every 100 eligible
young people will be enrolled in universities. According to relevant data, the number
of college graduates in China has increased from 7.27 million in 2014 to 11.79 million
in 2024, with an increase of over 4.5 million in the past decade. It is expected that the
number of college graduates will reach 12.22 million by 2025, and the number of
graduates in the next decade will exceed 14 million. Since the expansion of
enrollment in 1999, China's higher education has transitioned from an elite education
to a mass education, and has now entered the stage of popular education. Taking
undergraduate level as an example, the proportion of students majoring in philosophy
and social sciences has increased from 40.3% in 1999 to 51.2% in 2022, while the
proportion of graduates majoring in natural sciences has decreased from 59.7% in
1999 to 48.8% in 2022 (Ministry of Education, 1999; Ministry of Education, 2023).
Examining the industrial structure, the proportion of the tertiary industry has changed
from 17.3:49.7:33.0 in 1999 to 7.3:39.9:52.8 in 2022. The information transmission,
software, and information technology services industry in the tertiary sector has the
fastest growth rate, accounting for 41.9% (National Bureau of Statistics, 2023).
Although professional structure cannot be equated with employment structure and
industrial structure, there are specialized fields. Graduates of philosophy and social
sciences majors often struggle to find employment in primary and secondary industries,
and are also unable to adapt to new forms of employment, such as IT and digital finance,
brought about by the development of the digital economy in the tertiary industry. It can
be seen that there are significant differences not only in the overall structure between
professional layout and industrial layout, but also in the pace of adjustment, making it



difficult to form an effective "dialogue” between supply and demand. It is urgent to
improve the employment ability of college graduates.

As China's economy transitions from high-speed growth to high-quality
development, profound changes are occurring in its economic structure and industrial
landscape, resulting in a more diversified and specialized demand for talent. The
government places great importance on the career development capabilities of college
graduates. In particular, the 14th Five-Year Plan and the 2035 Vision emphasize the
need to enhance vocational education and employment and entrepreneurship guidance
services to facilitate graduates' successful employment and entrepreneurship (Ministry
of Education, 2020). This policy context places higher demands on college career
guidance, particularly in cultivating career decision-making skills. This requires
scientific theoretical guidance and empirical research to clarify the key factors
influencing students' career decisions and enhance their career adaptability.

Occupational adaptability is not only an attitude, ability, and behavior of
individuals to match themselves with the external environment at different stages of
their careers, but also a psychological resource needed to cope with career transitions,
environmental changes, and job development. Hall regards occupational adaptability as
a type of occupational meta ability, which, together with personal identity, constitutes
the core of occupational dynamic changes. Its core is change, including the ability and
motivation to change. After introducing the concept of "occupational adaptability",
domestic scholars have also conducted research on its connotation. For example, Shi
Jinghui believes that occupational adaptability refers to the professional personality
qualities that support practitioners to meet the requirements of the new profession as
soon as possible and engage in active and effective occupational activities in the new
occupational environment when the profession or professional type changes in new
occupational activities (Shi, 2004). Wang Yifu defines occupational adaptability as a
series of relevant abilities required for individuals to meet the requirements of the
occupational environment and solve significant problems in career development,
emphasizing the ability of employees to adapt to the internal and external work
environment of the enterprise (Wang, 2016).

Career decision-making self-efficacy (CDMSE), which refers to an individual's
confidence in their own ability to make career decisions, is considered a core variable
in career development research. The CDMSE theory proposed by Betz and Hackett
(1986) states that an individual's sense of self-efficacy can effectively predict their
expectations and planning behaviors regarding their career paths. Furthermore,
Social Cognitive Career Theory theory (Lent et al., 1994) further places
individual self-efficacy at the core of the career choice process, emphasizing that
self-efficacy serves as a crucial bridge connecting social support, environmental
resources, and career behavior. Therefore, systematically studying the impact of
CDMSE on career aspirations and the pathways through which this influence occurs
is of great value both for theoretical advancement and practical guidance.

The importance of self-efficacy as an indispensable psychological resource
for individuals in career decision-making cannot be ignored. By setting reasonable
and successful experiences in the educational process, guiding students to discover
and recognize their own progress, it can effectively enhance their confidence and
clarity in the career decision-making process. This confidence and clarity not only



help students face challenges and difficulties in career decision-making more
bravely, but also help them make wiser and more rational career choices. The
exploration of career decision- making difficulties and educational strategies for
college students is conducive to better implementing employment guidance, improving
their employment rate, and facilitating their personal growth and future career
development (Yu, 2025).

Currently, national vocational education policies are increasingly prioritizing
the cultivation of psychological qualities and professional competencies, explicitly
proposing the integration of career guidance into the entire talent development process
in universities (Ministry of Education, 2022). This not only demonstrates a strong
policy focus on students' career decision-making abilities but also provides
policy support for universities to implement CDMSE-based career guidance and
intervention. Research on CDMSE and its influencing factors can provide a
scientific basis for vocational education and teaching reform, career guidance
curriculum  design, and employment services, thereby promoting high-quality
employment for university graduates and supporting the implementation of the
national strategy to strengthen China through talent development.

1.1.2 Unique Challenges and Policy Support for Career Development of
Guangxi University Graduates

The Guangxi Zhuang Autonomous Region's economic development level lags
significantly behind that of China's eastern coastal regions. Traditional manufacturing
and agriculture, lacking innovation drivers, dominate its industrial structure. This
results in relatively limited job resources for university graduates (People's
Government of the Guangxi Zhuang Autonomous Region, 2021). Furthermore, due to
uneven regional economic development, the employment pressure faced by university
graduates in Guangxi is significantly higher than the national average. Their career
expectations are generally low, and they face significant inadequacies in career
planning and employment preparation. This regional economic and social context
provides a specific context for studying the career expectations and decision-making
self-efficacy of students at Guangxi's teacher training colleges.

To address these challenges, the autonomous region's government has
introduced several policies and measures to promote employment and
entrepreneurship among graduates, with a focus on strengthening career guidance
services and psychological counseling, as well as improving the policy framework for
employment and entrepreneurship among university graduates (Guangxi Education
Department, 2022). For example, the "Implementation Plan for Promoting
Employment and Entrepreneurship of University Graduates in the Guangxi Zhuang
Autonomous Region™ explicitly calls for strengthening career planning training for
teacher trainees to enhance their career awareness and decision-making abilities. This
policy has significant practical implications for this study, not only providing policy
support but also demonstrating the practical relevance and intervention value of the
research variables.

In recent years, multiple departments of the Guangxi government have
launched employment promotion measures. For instance, the Guangxi Finance
Department has implemented three measures to promote the employment of



graduates. Firstly, pay attention to "expansion™ and focus on stabilizing and expanding
job supply. Make good use of the "two hands" of government and market to expand
employment capacity in various fields and types. On the one hand, utilize market
mechanisms effectively. Efforts should be made to fully leverage the market's decisive
role in allocating human resources. Allocate 100 million yuan to support small and
micro enterprises in employing nearly 17000 people. From January to May, a total of
16 million yuan in one-time expansion subsidies for unemployment insurance was
issued, and 10500 young people, including college graduates, were employed. On the
other hand, better leverage the role of policies. Strengthen incentives and guidance for
college graduates to engage in grassroots work. Allocate 1.149 billion yuan to support
the recruitment of over 5500 graduates to participate in grassroots service projects
such as "Special Post Teachers,"” "Western Plan,” and "Three Supports and One
Assistance"; Support the implementation of the "Local Government funded Normal
Students” and "Rural Order oriented Free Medical Students” training programs,
cultivating over 18000 graduates to strengthen the grassroots teacher and doctor
teams; Support the implementation of the policy of compensating tuition fees for
grassroots employment of fresh graduates from universities, and plan to compensate
tuition fees for about 8000 grassroots employment graduates. The second focus is on
"reducing burden™ and striving to stimulate the vitality of job seeking and
entrepreneurship. Strengthen comprehensive and precise measures to help alleviate
the economic burden faced by college graduates in the early stages of job seeking and
entrepreneurship. On the one hand, it reduces the burden of entrepreneurship for
graduates. Persisting in entrepreneurship to drive employment, 124 million yuan was
allocated to provide subsidized entrepreneurial guarantee loans for special groups,
including college graduates. From January to May, nearly 40 million yuan of
entrepreneurial guarantee loans were issued to college graduates; Arrange 19.1
million yuan to provide support subsidies to 18 college graduates' entrepreneurial
enterprises, and provide subsidies for new business entities such as college graduates
to settle in the entrepreneurship incubation base, including venue, water and
electricity, and property, effectively reducing the cost of entrepreneurship. On the
other hand, it reduces the burden of job hunting for graduates. Arrange a one-time job
search subsidy of 200 million yuan, expected to support over 120000 college
graduates in job hunting and entrepreneurship. Plan to allocate 300 million yuan to
implement interest-free and deferred repayment of national student loans, so that
college graduates can "go into battle light". Thirdly, focus on "empowerment” and
strive to enhance employment competitiveness. Efforts should be made to pave the
way for the employment of young people, such as college graduates, both to support
them and to provide them with opportunities for growth. One is to strengthen
vocational skills training. Allocate funds to carry out vocational skills training for
college graduates. From January to May, a total of 3400 subsidized vocational skills
training sessions were conducted for college graduates, deepening cooperation
between schools and enterprises and helping to resolve structural employment
conflicts. The second is to improve vocational education continually. In response to
the significant employment gap in certain industries, 168 million yuan has been
invested to promote the integration of vocational education and industry, facilitating
the adaptation of people to new positions. The third is to strengthen employment
guidance services. Allocate 7.5 million yuan to support the development of



employment guidance and job fairs for graduates, support the construction of
"vocational education campus” human resources and social security employment
service stations in universities, and build a talent exchange platform for enterprises
and university graduates (Finance Department of Guangxi Zhuang Autonomous
Region, 2025).

Furthermore, Guangxi's six normal universities serve as the primary force in
talent cultivation in the autonomous region, and the career development of their
graduates directly impacts the quality of local education and social stability.
Therefore, selecting senior students from representative normal universities in the
region as research subjects provides a deeper understanding of the mechanisms
underlying the formation of career expectations within the local economic and social
context. This empirical research not only supports the optimization of regional
employment policies but also provides a basis for universities to carry out targeted
career guidance activities, effectively promoting the rational allocation of regional
talent and optimizing employment structures.

1.1.3 The Influence Mechanism of Social Support and Emotional Intelligence
on Career Decision-Making Self-Efficacy

Social support refers to the support and assistance that individuals receive
from their social network (Wu, 2008). Social support, as an essential external
environmental resource, can promote the development of career adaptability.
Meanwhile, social cognitive occupational theory suggests that external environments
influence individuals' career choices. When individuals perceive positive
environmental support (such as social support), they are more likely to adopt positive
ways to achieve their goals. Similarly, instrumental support from others, such as
financial aid, career planning advice, and emotional support, also plays a significant
role in helping individuals during critical periods of career adjustment and planning. A
study on vocational school students also showed that career-related social support
enhances individuals' ability to cope with the changing job market. Evidence from the
workplace also suggests that the care, advice, and emotional support provided by
colleagues can help individuals improve their career adaptability to some extent
(Zhang, 2025).

1.1.3.1 The impact mechanism of parental support on career decision-making
self-efficacy

Social Cognitive Career Theory (SCCT) posits that career development
results from the interaction between individual cognitive factors and environmental
factors. Social support, as an environmental variable, has a significant influence on
individuals' career decision-making self-efficacy (Lent et al., 1994). Parental career
support primarily enhances students' career self-efficacy by providing career
information, emotional encouragement, and resource support (Turner et al., 2003). In
Chinese culture, family relationships are particularly close, and parents’ direct or
indirect involvement has a profound influence on students' career choices. Therefore,
in-depth exploration of the role of parental support in the formation of CDMSE will
help us understand the central role of the family system in students' career
development.



Studies have shown that the instrumental and emotional support provided
by parents and teachers, as essential support resources for individuals, can effectively
promote the improvement of their career decision-making self-efficacy. The
improvement of individual career decision-making self-efficacy also promotes the
development of their career adaptability. The career construction theory suggests that
enhancing career decision-making self-efficacy can help individuals develop their
career roles and strengthen their career self-concept. Compared to individuals with
low self-efficacy in career decision-making, individuals with high self-efficacy in
career decision-making are better able to prepare for their careers and adhere to their
career pursuits (Zhang, 2025). The social support received by individuals can
effectively promote the improvement of career decision-making self-efficacy, giving
them more confidence and the ability to cope with various challenges in their career
development process.

Therefore, delving into the role of parental support in the formation of the
Career Cognitive Development Model (CDMSE) will help us understand the core role
that the family system plays in students' career development.

1.1.3.2 The impact mechanism of peer support on career decision-
making self-efficacy

Additionally, social support from peers plays a positive role in enhancing
career decision-making self-efficacy. For example, peer support can significantly
enhance an individual's confidence level when navigating challenges such as job
planning and workplace adaptation. Multiple empirical studies have confirmed that
peer social support can directly and positively predict an individual's career decision-
making self-efficacy. A survey conducted on vocational nursing students showed that
friend support, like family support, can significantly and positively predict students'
career self-efficacy. This means that the more care, help, and information sharing
individuals perceive from their peers, the stronger their confidence in completing
career decision-making tasks. The mechanism of peer support is partly due to its
ability to provide alternative experiences. Observing peers who are similar to oneself
successfully cope with career decision-making challenges can enhance an individual's
confidence and generate positive expectations, such as 'he/she can do it, and | may
too' (Ai & Xu, 2025). The information support and instrumental support provided by
peers (such as sharing recruitment information and editing resumes) can help
individuals reduce uncertainty in the career decision-making process, enhance their
sense of control over the process, and directly improve their sense of efficacy (Zhang,
2015). Career decision-making self-efficacy not only serves as a direct bridge
between peer support and career development outcomes but also plays an important
mediating role. Research has shown that peer support often has a positive indirect
impact on individuals' career interests, career exploration behavior, career
adaptability, and job-seeking behavior by enhancing their self-efficacy in career
decision-making (Zhao, 2015).

Peers, as a crucial source of social influence, are particularly prominent
during college. Through group interactions, peers provide career information,
decision-making experience, and emotional support, stimulating individuals' career
interests and self-confidence (Schultheiss, 2006). Sharing successful experiences and
emotional resonance among peers can help enhance students' career decision-making



self-efficacy. Particularly in teacher training colleges, the exchange of professional
learning and shared career knowledge among students further highlights the indirect
role of peer influence in promoting career aspirations.

1.1.3.3 The impact mechanism of emotional intelligence on career
decision-making self-efficacy

Emotional intelligence, the ability to identify, understand, and regulate
emotions, can effectively help students manage negative emotions caused by
uncertainty and stress during career decision-making (Garg & Rastogi, 2009).
Students with high emotional intelligence tend to analyze career information more
rationally, maintain a positive sense of self-efficacy, and thus have higher career
aspirations. Furthermore, emotional intelligence can facilitate the perception and
utilization of social support, enhancing the impact of social support on self-efficacy.
By integrating the characteristics of emotional expression and regulation in Chinese
culture, research on the mechanisms by which emotional intelligence influences
career decision-making self-efficacy (CDMSE) and career aspirations not only
enriches the theoretical framework but also provides a multidimensional perspective
for practical interventions.

Emotional intelligence enhances career decision-making self-efficacy by
promoting cognitive resource optimization and emotional regulation, thereby
improving overall career outcomes. Individuals with high emotional intelligence are
better able to cope with uncertainty and pressure in the career decision-making
process, thereby enhancing their confidence in their own decision-making abilities.
This relationship has been validated in different cultural contexts, including research
on Chinese university students. The influence of emotional intelligence on career
decision-making self-efficacy is partially mediated through the effects of goal
commitment and career commitment. Research has found that individuals with high
emotional intelligence can set career goals more clearly and demonstrate a stronger
sense of commitment to their chosen profession, thereby enhancing their self-efficacy
in the career decision-making process. This mediating mechanism reveals how
emotional intelligence enhances an individual's confidence in career decision-making
by increasing their level of commitment to career goals. Emotional intelligence
indirectly affects career decision-making self-efficacy by promoting positive emotions
and reducing negative emotions. Research has found an indirect and positive
correlation between emotional intelligence and subjective well-being in adolescents,
with positive and negative emotions playing a mediating role (Niu, 2014). In the
context of career decision-making, individuals with high emotional intelligence can
better regulate their emotional state, maintain a positive attitude, and thus enhance
their confidence in facing career challenges.

1.1.4 Theoretical Basis and Empirical Support for Gender as a Moderator of
Career Aspirations

Gender Role Socialization Theory posits that society and culture establish
distinct behavioral norms and expectations for men and women, which in turn
influence their career interests and self-evaluations (Eccles, 2011). Men are generally
expected to assume greater professional achievements and financial responsibility;
therefore, their career aspirations often manifest as higher goals and a wider range of



career options. Women, on the other hand, are often influenced by family roles and
gender stereotypes, tending to have more conservative career aspirations, and their
self-efficacy is more susceptible to external evaluations (Betz & Fitzgerald, 1987).
This theoretical perspective offers a solid foundation for exploring how gender
influences career aspirations.

Gender roles refer to the qualities and characteristics that meet certain social
expectations due to differences in people's genders, including personality traits,
attitudes, and social behavior patterns typically associated with men and women
(Zhang, 2018). Wang Lishen's research (Wang, 2012) reveals significant differences
in the degree of interpersonal distress among different gender role types, with
masculine women exhibiting the most harmonious interpersonal relationships. Self-
efficacy refers to people's confidence or belief in their ability to achieve specific
behavioral goals in a particular field (Liang, 2008). Fu et al, (2005) believed that
improving the self-efficacy of college students can effectively promote the
development of their interpersonal communication skills. Related studies have also
shown a significant correlation between adolescent general self-efficacy and gender
role types (Dai, 2007). Research has shown that college students with androgynous
personalities have higher levels of mental health and college adaptation. The degree of
masculinization can predict an individual's ambition and expectations in leadership
and management, and is positively correlated with career success; Kirchmeyer's
research found that masculinized gender role identity can predict women's income
levels and perceived career success levels. Feminized gender roles are negatively
correlated with women's hierarchy in organizational structures, but have no predictive
power for men. In addition, gender roles can also predict individual transformational
leadership behavior. Chinese scholars have also found that general self-efficacy is
significantly positively correlated with masculinity and bisexuality, and significantly
negatively correlated with femininity and undifferentiated (YYang, 2019). Based on the
above literature on the impact of gender roles on mental health, social adaptation,
behavioral motivation, and leadership style, it is believed that gender roles may be an
essential predictor variable for career decision-making self-efficacy.

In the specific cultural context of China, the influence of gender roles is even
more complex. Traditional culture emphasizes the division of labor between men's
social roles and women's family roles, forcing female students to not only face
external career information constraints but also balance family expectations and social
norms in their career decision-making process (Zhang & Huang, 2018). Research has
shown that due to differences in gender stereotypes and social support structures, the
mechanisms by which female students' career decision-making self-efficacy and
career aspirations are formed differ from those of male students (Lent et al., 2016).
Gender not only influences the absolute level of career aspirations but also moderates
the effects of parental support, peer influence, and emotional intelligence on career
aspirations.

Therefore, incorporating gender as a moderator into research models of career
self-efficacy and career aspirations can help reveal gender differences in social
support utilization and emotion regulation, deepening our understanding of gender
differences. This not only enriches the gender perspective in career development
theory but also provides a differentiated practical basis for career guidance, promoting



universities to establish a more equitable and effective career development support
system and fostering balanced development for male and female students.

1.1.5 The Impact Mechanism of Career Expectations and Career Decision -
Making Self-efficacy

With the increasing number of college graduates year by year, the competition
in the job market has become increasingly fierce. This phenomenon has given rise to
internet buzzwords such as anxiety about the mismatch between education and job
positions, "slow employment" (passive choice of delayed career choice), "gap year"
(extension of career exploration period), and "most difficult graduation season”,
reflecting the collective confusion of young people in career choices. In this context,
exploring the influence mechanism of college students' career psychology and
constructing a scientific and effective career decision support system have important
practical significance for solving the problem of transition from campus to workplace.
This not only provides theoretical guidance for individual career development but also
promotes social stability through optimizing human resource allocation, injecting
sustained momentum into the high-quality development of the national economy
(Hao, 2024). Career expectations, as the external manifestation of individual career
values and the internal driving force behind career choice behavior, lie at the core of
people’s interest and value judgment in specific professions. Career expectations refer
to an individual's desire and aspiration for a specific profession, which is an
externalization of their own values and a sense of professional identity (Wu, 2001).
Research has shown that this psychological tendency runs through the entire process
of career choice, continuously regulating the interaction pattern between individuals
and the career environment, profoundly influencing career development trajectories
and job satisfaction levels, and predicting people's future achievements (Zhou & Qian,
2018). In higher education, the positive predictive effect of career expectations on
college students' career exploration behavior has been empirically supported. As the
critical period of career socialization, the university stage can effectively promote the
value coupling between their career goals and social needs by scientifically guiding
the shaping process of college students' career expectations (Wang, 2025). Individuals
with high career expectations tend to have greater initiative in their work, strive to
improve themselves, maintain a positive attitude, actively participate in work
activities, and hold a hopeful outlook for their future. All of these factors contribute to
meeting their expectations.

Research results indicate a significant positive correlation between various
dimensions of family cohesion, self-efficacy, and career expectations among college
graduates. The higher the family cohesion, the higher the self-efficacy and career
expectations of college graduates. The family is the starting point for individual
education and growth, and has a significant impact on the psychological development
of individuals. The family systems theory posits that the family is a complete system,
with each member being an integral component of the system. The influence between
members is mutual and can affect an individual's emotions, thoughts, and behaviors
(Zhang, 1990). The parent-child relationship, parental attachment, parenting style, and
parental support in the family system have a significant impact on the career
expectations of college graduates (Chen & Zhang, 2014). Individuals growing up in a
supportive family environment can experience love and support, develop a strong
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sense of self, firmly believe in their ability to solve problems, and have confidence in
their future. Conversely, individuals tend to develop lower self-efficacy, and in severe
cases, they may experience feelings of inferiority, struggling to cope with difficulties
and make informed choices. Therefore, family cohesion can positively predict the
self-efficacy and career expectations of college graduates.

Some analyses suggest that self-efficacy affects various aspects of a person,
including the way they approach problems, the requirements for setting goals, the
mindset they exhibit in the face of difficulties, and the coping strategies they adopt
when facing challenges. Therefore, it plays a crucial role in promoting individual
physical and mental health. Graduate students with high self-efficacy are more likely
to form higher career expectations. This positive and upward career desire can fully
stimulate their learning enthusiasm, foster a positive attitude towards coping, and
encourage them to face various challenges in learning, thereby maintaining sufficient
learning motivation to overcome academic difficulties. SOBRALD proposes that the
learning motivation of college students is related to their attitudes towards learning.
By analyzing the employment situation and the emphasis on scientific research in the
nursing field, graduate students can gain a deeper understanding of the connotation of
their major and recognize the role of scientific research knowledge in their
professional field. Thus, graduate students can form reasonable career expectations,
establish their confidence in their profession, and enhance their learning motivation
(Sang Ming, 2019).

1.1.6 The Influence of Confidence in Career Exploration on Career
Decision Self-efficacy

Career decision-making self-efficacy is a widely studied variable in Social
Cognitive Career Theory (SCCT), which refers to an individual's belief in their ability
to achieve career outcomes. As a significant social cognitive factor, the impact of
career decision-making self-efficacy on individual career development is gaining
increasing attention. Research has shown that self-efficacy in career decision-making
affects individuals' participation, engagement, and determination in career choice
activities, as well as their ability to achieve career goals. Highly efficient individuals
are more accurate in determining their career positioning and setting higher career
exploration goals and tasks. In the study by Shang & Gan (2009), career decision-
making self-efficacy was used as an indicator of "internal employment success" to
explore its relationship with proactive personality. The results showed that proactive
personality significantly predicted career decision-making self-efficacy, meaning that
the higher the level of proactive personality, the higher the individual's evaluation of
their career decisions. However, when measuring the impact of proactive personality
on individual employment, it is also important to examine its role in influencing career
decision-making self-efficacy. Career exploration behavior is not only the foundation
of an individual's successful employment, but also a direct reflection of their
employment behavior. Exploring the impact of proactive personality on individual
career exploration behavior can help us better understand the mechanism by which
proactive personality affects individual career development, and is of great
significance for fundamentally improving the employment behavior of college students
(Shen et al., 2013). Therefore, it is necessary to explore further the influence of
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proactive personality on college students' career exploration behavior, as suggested by
previous research (Qu et al., 2015).

Career exploration is the process by which individuals understand themselves
and gain recognition of their fit with the work world, in order to have a clearer
direction for establishing future career development goals. According to Werbel
(2000), career exploration can be divided into self-exploration and environmental
exploration. Self-exploration refers to individuals exploring their interests, values, and
other aspects of themselves to gain a clearer understanding of their own identity and
develop a more informed career plan. Environmental exploration, on the other hand,
involves collecting information related to employment and job searching, thereby
providing a clearer understanding of one's career path. Super's (1981) theory of career
development stages emphasizes the important role of career exploration in career
development, believing that exploration is necessary before making career choices.
Career exploration helps individuals establish future career development goals and
engage in more proactive behaviors, such as job seeking and career planning.
According to the theory of career development stages, college students with higher
levels of career exploration are more likely to exhibit job-seeking behavior. In fact,
empirical research has also demonstrated that career exploration fosters job-seeking
behavior among college students. Although research has shown that career exploration
affects job-seeking behavior, the process by which career exploration influences the
job-seeking behavior of college students remains unclear. Therefore, it is necessary to
investigate the mediating mechanism of the impact of career exploration on college
students' job-seeking behavior. The mediating mechanism can help further understand
how career exploration affects college students' job-seeking behavior (Ye , 2016).

The foregoing literature synthesis now comprehensively covers the core
constructs of Social Cognitive Career Theory (SCCT) as applied to Chinese university
students, including the key predictors (social support, emotional intelligence, gender
roles, family cohesion, proactive personality) and outcomes (career decision-making
self-efficacy, career expectations, career exploration, job-seeking behavior). This
provides a solid theoretical foundation for designing targeted interventions.
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Figure 1.1 Influence Model of Career Expectation Self-efficacy of Graduates from
Guangxi Universities

1.1.7 Preliminary Interview Research
1.1.7.1 Interview of Experts

In the preliminary phase of this study, qualitative interviews were
conducted with 12 experts from six regular universities in Guangxi, China (see
Appendix D: Preliminary Research Interview Questions). Each university's participant
included a Director of the Employment Guidance Center and a Career Consultant. The
interviews were conducted via video conferencing using Tencent Meeting software,
focusing on the current issues and challenges related to career expectations among
university students in regular universities (see Appendix A: Expert Interview Outline).
These experts represent two types: theoretical guidance and practical application.

These initial interviews aimed to gain insights into the potential
relationships among the variables and identify gaps in the existing literature that could
be addressed in the subsequent research.

1.1.7.2 Record of Preliminary Interview

The semi-structured interviews allowed for guided discussion and
flexibility to explore emerging topics in depth. Each participant was asked six key
questions covering factors influencing university students' career expectations, job-
seeking beliefs, parental emotional support, peer pressure, perceived emotions, gender
differences, and measures and strategies in career expectation planning. The data
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collected from these interviews were then qualitatively analyzed to identify recurring
themes and potential variables for further exploration in this study.

According to the Director of the Employment Guidance Center (Al-F1),
university students' career expectations are shaped by various factors, including
parental support, peer influence, emotional intelligence, self-efficacy in career
decisions, personal interests, and educational background. Confidence is vital in career
exploration, enabling students to face challenges actively. Parental emotional support
strengthens job-seeking confidence, while peer opinions significantly influence
students' choices, which should be considered rationally. Accurate emotion perception
improves confidence, communication, and adaptability.

Career Consultant (A2-F2) emphasizes that gender plays a moderating role
in shaping career aspirations. Influenced by traditional gender role norms, female
students often exhibit lower career self-efficacy and aspirations. However, these
disparities can be effectively mitigated through systematic gender equality education
and extensive practical workplace experience. To address this issue, experts
recommend that universities strengthen personalized career guidance and establish a
continuous support system, including offering specialized courses, inviting industry
experts to lecture, and conducting vocational skills workshops to help students plan
their career paths and enhance their career aspirations and ability to achieve them.

Table 1.1 Expert Interview Excerpt’s Dialogue (Key Abstracts by iFLYTEK)

Participant Theme 1-7

Al 1. Parents, peers, emotions, self-efficacy, interests, and market shape
Director of  career expectations.

Employment
Guidance
Center

2. Confidence is a guiding light in university students' career
exploration, helping them proactively try new paths and stay resolute
in their direction.

3. Emotional support from parents is a crucial source of job search
confidence, enabling students to tackle job search challenges with
composure.

4. Peer opinions significantly influence job search decisions, serving
as a crucial reference for students.

5. Accurate emotion perception enhances job search confidence by
helping students adjust their mindset and behavior.

6. Gender influences career expectations alongside sociocultural,
familial, and educational factors, but is not the sole determinant.

7. Strengthen parent-child communication on career goals and host
workshops for parents on supporting career planning.

A2 1. College students’ career expectations are primarily driven by

Career parental support, peer influence, emotional intelligence, and self-

Consultant  efficacy, with personal interests and educational background also
playing crucial roles.
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Participant

Theme 1-7

B1

Director of
Employment
Guidance
Center

B2
Career
Consultant

2. Confidence is the foundation of career exploration for university
students, encouraging them to take risks and attract more
opportunities.

3. Parental emotional support is crucial for job search confidence,
significantly boosting students' self-assurance in facing challenges.

4. Peer opinions significantly influence job search decisions, acting
as motivation and potential constraints.

5. Accurate emotion perception enhances job search confidence,
allowing students to adjust and respond effectively during interviews

6. Gender influences career expectations, shaped by sociocultural,
familial, and educational factors.

7. Parents' support and updated career views strengthen children's
aspirations, avoiding gender stereotypes.

1. Parental expectations, peer influence, resilience, autonomy,
education, and experience affect aspirations.

2. Confidence enables students to make wise decisions, allowing
them to choose the right career path calmly.

3. Such support stimulates students' motivation for job search,
enhancing their enthusiasm and success rate.

4. Peer feedback acts as a "guiding light," impacting students' choice
of career paths and job opportunities.

5. Emotion perception improves communication, allowing students
to understand the interviewer's needs and expectations better.

6. Gender stereotypes in careers can limit choices; our role is to
encourage choices based on interests and abilities.

7. Foster peer influence through team projects and mentorship
programs, enhancing career awareness and aspirations.

1. Parents' expectations, peer pressure, emotional management,
professional confidence, social practice, and professional orientation
collectively shape college students' career aspirations.

2. Confidence accelerates career decision-making, reducing hesitation
and allowing students to seize career development opportunities.

3. It serves as a "safety net,” providing security and courage for
students to pursue their career dreams.

4. Peer feedback is a double-edged sword, either boosting confidence
or limiting opportunities.

5. It serves as a "barometer” for confidence, helping students
recognize strengths and weaknesses and adapt strategies accordingly.
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Participant

Theme 1-7

C1l

Director of
Employment
Guidance
Center

C2
Career
Consultant

D1

Director of
Employment
Guidance
Center

6. It plays a role in forming preferences and impacting choices from
early experiences.

7. Peer interactions through sharing sessions and groups broaden
horizons and inspire career goals.

1. Parental support, peer influence, emotions, decision-making,
school resources, and planning define career goals.

2. Confidence accelerates students' integration into the workplace,
fostering communication and building relationships.

3. Parental emotional support is a strong backbone for students facing
job search pressures, bolstering their resilience.

4. Positive peer opinions enhance motivation, but negative ones can
mislead and create undue stress.

5. It aids in coping with setbacks, enabling students to recover and
quickly move on from job search disappointments.

6. Gender differences should not hinder career aspirations; we
provide equal guidance and resources for all.

7. Develop emotional intelligence and self-awareness through courses,
reflection, and psychological support.

1. Family support, peer interaction, emotional intelligence, decision-
making abilities, industry awareness, and planning education
influence college students' career expectations.

2. Confidence strengthens students' adaptability in the workplace,
helping them quickly integrate and build positive relationships.

3. Parental support fosters a positive job search mindset, helping
students believe in their ability to find satisfactory work.

4. The impact of peer opinions varies, reflecting individual
differences in autonomy and dependency.

5. Emotion perception fosters a positive mindset, aiding resilience
and support acquisition during setbacks.

6. The impact is multifaceted, resulting from intertwined societal and
personal factors.

7. Emotional intelligence courses enhance self-management and
effective communication in the workplace.

1. Parents, peer success, emotions, confidence, values, and trends
influence career expectations.

2. Confidence propels career development, motivating progress and
breakthroughs to achieve high accomplishments.
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Participant

Theme 1-7

D2
Career
Consultant

El

Director of
Employment
Guidance
Center

3. Emotional support from parents sharpens students' self-awareness,
helping them confidently showcase their strengths in job hunting.

4. Students should rationally evaluate peer advice, considering
individual circumstances and career goals.

5. Enhances self-awareness, helping students position themselves in
the job market and develop effective strategies.

6. Gender equality education fosters open, diverse career views and
reduces gender-based expectations.

7. Provide personalized career planning services, workshops, and
internships to clarify career paths and build skills.

1. Parent encouragement, peer role models, emotional regulation,
self-efficacy, personal values, and the job market jointly affect
college students' career choices.

2. Confidence catalyzes career growth, motivating continuous learning
and progress toward high achievements.

3. This support enhances students' self-efficacy in career decision-
making, leading to more confident choices.

4. While valuable, peer advice should not dictate decisions; personal
planning and goals should prevail.

5. This skill boosts workplace adaptability, enhancing relationships
and efficiency, thereby increasing job search confidence.

6. Differences persist in career choices, paths, and satisfaction despite
equality efforts.

7. Career planning and counseling boost decision-making confidence
and clarity in career choices.

1. Parental support, peer comparison, emotions, autonomy,
curriculum, and interests shape aspirations.

2. Confidence protects against career setbacks, providing resilient
mental support.

3. This support reinforces students' confidence in making career
decisions, fostering decisiveness and determination on their career
paths.

4. Our department should strengthen career planning and decision-
making skills to counter peer influence.

5. Fosters a positive job search mindset, encouraging students to
view challenges optimistically and adjust accordingly.

6. Workplace gender equality positively impacts students' career
aspirations, promoting belief in their potential.




17

Participant

Theme 1-7

E2
Career
Consultant

F1

Director of
Employment
Guidance
Center

F2
Career
Consultant

7. Promote diversity and inclusivity, encouraging exploration of
various career fields and offering targeted support.

1. Family background, peer networks, emotional intelligence, decision-
making self-efficacy, personal abilities, and career development
resources impact the career development of college students.

2. Confidence supports career transitions, empowering students to
face change boldly and pursue diverse development.

3. Acting as a "catalyst,” parental support boosts job search
motivation and resilience, aiding in achieving goals.

4. Students must screen peer opinions, retaining valuable insights
while discarding misleading views.

5. As a "lubricant” in interviews, it ensures effective communication
and impression management.

6. This influence is dynamic, evolving with societal progress and
shifting gender roles.

7. Internships and part-time jobs provide practical experience, clarify
paths, and enhance competitiveness.

1. Parents, peers, emotions, confidence, school services, and ideals
drive career expectations.

2. Confidence lies at the foundation of career planning, helping
students firmly pursue their career dreams.

3. Emotional support is a long-term investment in job search confidence,
laying a solid foundation for students' future career development.

4. Peer opinions are just references; ultimate job search decisions rest
on personal goals and situations.

5. Emotion perception is crucial for job search success, involving
effective emotion management and enhancing professional presentation.

6. Career choices should focus on abilities and interests, with gender
being a diverse aspect, not a barrier.

7. Track graduate career progress and adjust services accordingly,
encouraging alums to share to inspire current students.

1. Parental support, peer influence, emotional stability, career self-
awareness, professional skills, and career guidance together determine
college students' career expectations.

2. Confidence ensures career satisfaction, helping students pursue
their dreams and enhancing their passion for work.

3. It contributes to a healthy job search psychology, allowing
students to maintain confidence and stability in the face of setbacks.
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Participant Theme 1-7

4. Peer influence in ajob search is phased; understanding this helps
students manage it effectively.

5. Emotion perception and job search confidence are mutually
reinforcing, creating a virtuous cycle for success.

6. Gender should not limit aspirations; the focus should be on
individual potential and passions.

7. Comprehensive career education guides students to personalized
career plans and ongoing support, including courses, guest lectures,
and workshops.

Source: Created by Researcher

These expert responses address the factors influencing the career
expectations of university students in Guangxi Normal University in China and
provide suggestions and strategies for addressing them.

1.1.7.3 Preliminary Exploration of Key Variables

In the given dataset, "Parental support” emerges as the most frequently
occurring keyword, appearing 9 times. "Peer influence" follows closely, with eight
appearances. "Emotional intelligence," "Career decision-making self-efficacy,"
"Personal interests and abilities,” and "Educational background" also appear
frequently, with each being mentioned between 3 and 7 times. Other keywords,
including "Market demand," "Personal values," and "Professional guidance,"” appear
less frequently, with each being mentioned once or twice (See Table 1.2).

Table 1.2 Keywords Across the Interview (Key Abstracts by iFLYTEK)

Total
Keyword Al B1 C1 D1 E1F1 A2 B2 C2 D2E2 F2
Frequency
Parental
support 11 1 1 101 1 0 0 1 1 9
Peer influence 1 11 1 001 1 1 0 1 0 8
Emotional
intelligence 1 01 1 011 0 1 0 10 7
Career decision-
making self-
efficacy 111001110010 7
Personal
interests and 101000100100 4
abilities
Educational
0O 1 0 00O 1 0 O 1 0o 3

background
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Total
Keyword Al B1 C1 D1 E1F1 A2 B2 C2 D2E2 F2
Frequency

Market
demand 0 001 00 O0O0OO0OT1O0TO 2
Personal values 0 00 1000O0TUO0OTZ1TU0FUO 2
Professional
quidance 0 00 00OOTU1TUO0TUO0TO01 2
Social needs

_ 0 0000 OO OTOTU ODTDO 1
and job prospects
Personal values 007 it~ 8. 1 0 0 1
Major of study PN~ @ Lol 0 0 N0 0 1
Internship and part-
time - 0100000O0O0TU 0O 0O OO 1
experience
Psychological
resilience 01 0000O0TO0UOTUO0TU OO 1
Career
olanning O R NIRED G- 0 SONNONND Gy G810 1
Career
enthusiasm § “CMOENIIN0 OO0 0o 4/ © 1
Interpersonal
relationships . AN/’ '
Professional skills 0 00 0O0OOOUOUOTU OO O 1 1
Career
ohilosophy 0 00 100O0TUO0TUO0ODTUOTO0O 1
Industry
developmenttrends 0 0 0 1 0 0 0 0 0 0 0 O 1
Curriculumdesign o v v 1 5 0 0 0 0 0 0 1
Teaching quality 0 00O0O1L 0O OO O0OTUO0OTU OO 1
Career
interests 0 00010O0TUO0OTUO0DT O0TUO0OUO 1
Talent 0 0001 0O0O0OO0OTUO0OT ODTOWO 1
Career

0 00001 0O O0OOTUODTPWO 1

aspirations
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Keyword Al B1 C1 D1 E1F1 A2 B2 C2 D2E2 F2 Total
Frequency

Social

responsibility 0 00001 OO OOTO0OTPWO 1

University career

services 0 00001 OO O0OO0OTO0OTPO 1

Career

Guidance 0 00001 OO OO0OTO0OTPO 1

Source: Created by iIFLYTEK

These interviews aimed to gain an in-depth understanding of the factors
influencing college students' career expectations and to identify the key elements that
shape their confidence and aspirations. The analysis of responses from both the
director of the employment guidance center and the career consultant identified several
recurring themes and high-frequency keywords, which provided the foundation for this
study's conceptual framework.

Career Expectations

High-frequency Keywords: parental support, peer influence, emotional
intelligence, career decision-making self-efficacy, personal interests, market demand

Relevance: These keywords encompass the factors that influence
college students' career expectations. Parental support and peer influence represent
external influences, while emotional intelligence and career decision-making self-
efficacy reflect internal attributes. Personal interests and market demand highlight
individual preferences and external realities that shape career aspirations.

Confidence in Career Exploration

High-frequency Keywords: confidence, career exploration, job search,
decision- making, resilience

Relevance: These keywords highlight the role of confidence in college
students' career exploration. Confidence empowers students to engage in active job
searches, make informed career choices, and face challenges with resilience, ultimately
influencing their career satisfaction and success.

Parental Emotional Support
High-frequency Keyword: emotional support from parents

Relevance: Emotional support from parents is a crucial source of
confidence for college students when seeking employment. It fosters a positive job
search mindset, enhances resilience, and promotes self-efficacy in career decision-
making —essential for successful career navigation.

Peer Influence

High-frequency Keywords: peer opinions, influence, social learning,
comparison
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Relevance: Peer influence plays a significant role in shaping the career
decisions of college students. Through social learning, comparison, and group
dynamics, peers can motivate or constrain students' career choices, underscoring the
importance of cultivating a supportive and informative peer environment.

Emotional Intelligence

High-frequency Keywords: emotion perception, self-regulation,
adaptability, communication

Relevance: Emotional intelligence, encompassing the ability to
perceive, understand, and manage emotions, is vital for college students' job search and
career development. It enhances adaptability, improves communication, and bolsters
resilience, increasing job search confidence and career success.

Gender Differences
High-frequency Keyword: gender influence

Relevance: Gender influences career expectations, which are often
shaped by societal norms, family expectations, and personal identity. While
acknowledging gender as a factor, it is crucial to foster an environment that encourages
students to pursue careers based on their interests, abilities, and aspirations, rather than
perpetuating gender stereotypes.

These themes and keywords collectively provide a comprehensive
framework for understanding the factors influencing college students' career
expectations, confidence, and aspirations. They highlight the importance of
multifaceted support systems, emotional intelligence, and strategic interventions in
fostering positive career outcomes.

1.2 Research Problem

Against the backdrop of intensified employment pressure for Chinese
university undergraduates, career expectations serve as a core predictor of
students’ job-search motivation, occupational choice preferences and long-term
career development outcomes. Existing scholarship has verified that three
prevalent contextual and personal drivers—career-related parental support, peer
influence, and emotional intelligence—can shape college students’ occupational
outlooks. Prior separate investigations have proven parental career guidance
offers informational and emotional resources for career planning, peer norms
deliver observable social cues regarding feasible career paths, and emotional
intelligence equips young adults to process occupational uncertainty rationally.

Social Cognitive Career Theory identifies career decision-making self-
efficacy (CDMSE) as a pivotal proximal psychological mediator bridging external
contextual inputs and individual career-related judgments. Prior fragmented
empirical works confirm each predictor can independently elevate CDMSE, yet
few integrated quantitative studies examine whether CDMSE transmits the
combined effects of the three antecedents onto Chinese undergraduates’ career
expectations holistically. Additionally, gender disparity persists in occupational
socialization within China’s cultural context: females commonly receive distinct
parental career guidance and confront divergent peer occupational stereotypes
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compared with male peers. Several independent prior studies have detected
inconsistent gender group discrepancies in the correlation strength between
CDMSE and career expectations, leaving the moderating function of gender under
unified sample testing.

Accordingly, this study explored how career-related parental support, peer
influence, and emotional intelligence affect career expectations of Chinese
university students, and examined the mediating role of career decision-making
self-efficacy in these relationships. Furthermore, the study investigated whether
gender moderates the association between career decision-making self-efficacy
and career expectations. Resolving the above unresolved research gaps supplies
localized empirical evidence for universities to design targeted career counseling
programs for undergraduates.

1.3 Research Questions

How does parental support related to careers, peer influence, and emotional
intelligence affect career expectations?

How does career decision-making self-efficacy mediate the relationship
between these independent variables and career expectations?

Does gender influence the relationship between career decision-making self-
efficacy and career expectations?

In vocational education activities at normal universities, what evidence-
based models can be proposed to enhance the employment expectations of teacher
trainees?

1.4 Research Objectives

To examine how parental support, peer influence, and emotional intelligence
affect career expectations.

To examine how career decision-making self-efficacy mediates the
relationship between parental support, peer influence, emotional intelligence, and
career expectations.

To examine how gender moderates these relationships.

To develop a model that encourages senior students to plan their career
expectations rationally.

1.5 Significance of the Research

The significance of studying the career expectations of regular university
students is mainly reflected in the following aspects:

1.5.1 Clarifying the Role of Career Decision-Making Self-Efficacy in
Career Expectation Formation

This research aims to clarify the mediating role of career decision-making
self- efficacy in the relationships between career-related parental support, peer
influence, emotional intelligence, and career expectations among senior students.
By empirically examining these connections within six normal universities in
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Guangxi, the study contributes to a clearer understanding of how socio-emotional
factors affect students’ career-related thoughts and expectations.

1.5.2 Addressing Contextual Gaps in Career Development Research within
Chinese Normal Universities

While existing career development theories have been extensively tested in
Western settings, there is limited empirical evidence regarding their applicability
in Chinese higher education environments, especially in normal universities. This
study offers relevant data to evaluate these theoretical frameworks within a
localized context, thereby addressing gaps related to cultural and institutional
specificities that may influence career decision processes and expectations in
China.

1.5.3 Examining Gender as a Moderating Factor in Career Decision
Processes

Including gender as a moderating variable, the study explores potential
differences between male and female students in the relationship among social
support, emotional intelligence, career decision-making self-efficacy, and career
expectations. This offers a more detailed perspective on career development and
informs the creation of gender-sensitive career counseling and intervention
programs.

1.5.4 Informing Practical Strategies for Enhancing Career Guidance in
Normal Universities

The identification of key factors influencing career expectations, along
with the mediating role of self-efficacy, can guide university career services in
developing targeted interventions. Understanding these dynamics provides
empirical grounding for improving career education, support systems, and
counseling practices that aim to better prepare senior students for the transition
from academia to the workforce.

1.6 Scope of the Study

This research focused on understanding the factors that influence career
expectations among senior students at six regular universities in Guangxi, China.
The study explored how parental support, peer pressure, and emotional
intelligence affect these students' career expectations, as well as the mediating
role of career decision - making self-efficacy in these relationships. The scope of
the research included six universities: Guangxi Normal University, Nanning
Normal University, Yulin Normal University, Guangxi Minzu Normal University,
Guangxi Science and Technology Normal University, and Guangxi Vocational
Normal University.

Key variables, career-related parental support, peer influence, emotional
intelligence, and career decision-making self-efficacy, were evaluated for their
direct and indirect effects on career expectations. The moderating role of gender
was examined to understand how it affects the relationship between career
decision - making self-efficacy and career expectations. Additionally, the
mediating role of career decision-making self-efficacy was assessed to determine
its importance in the relationship between the independent variables (parental
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support, peer influence, and emotional intelligence) and the dependent variable
(career expectations).

1.7 Definition of Terms

To ensure clarity and consistency throughout the study, the following key terms

are defined:

Table 1.3 Definition of Terms

Term

Definition Reference (DOI)

Career-Related
Parental Support
(CRPS)

Peer Influence

(P1)

Emotional
Intelligence

(ED)

Career
Decision-Making
Self-Efficacy
(CDMSE)

Career
Expectations
(CE)

When Juan Xing
(WIX)

Assistance, encouragement, and

resources parents provide to facilitate ~ Turner etal. (2003);

their children's career development. ~ Cheng & Yuen (2012);
This support can include emotional ~ Alexander & Lowe
support, instrumental  assistance,  (2022)

verbal encouragement, career modeling,
and sharing career-related information
and experiences.

Instances where one person affects, or Laursen (2018)
is affected by, one or more others who
are similar in age and social context.

Ability to perceive, manage, and

regulate emotions, thereby promoting Brackett & Salovey
adaptive thinking and understanding (2006)

the meaning and consequences of

emotions. This process of management,

regulation, and adaptation allows the

person to develop intellectually,

socially, and emotionally.

An individual's beliefin their ability to
complete the tasks necessary to make Betz et al. (1996)
career-related decisions successfully.

An individual's anticipated outcomes,
goals, or aspirations related to their
future career. They encompass
expectations regarding job positions,
salaries, career advancement, work
environment, and personal and
professional. development.

Lu & Adler (2009); Metz
et al. (2009)

An online survey tool widely used in
China for creating, distributing, and
analyzing questionnaires and surveys
for research purposes.

Huang et al. (2022)
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Term

Definition Reference (DOI)

Normal University

Normal Student

Senior
Undergraduate
Student

A type of institution that primarily
focuses on the education and training of
teachers. The average number of
students currently enrolled in or who
have graduated from teacher education
programs at colleges and universities.

Cohen (1976)

Students who major in education, and

their future career goal is to work as

teachers in various types of schools or Cohen (1976)
educational institutions, making them

future teachers in training.

Students in the fourth year (typically
the final year) of their undergraduate ~ Cohen (1976)
education.




CHAPTER 2

LITERATURE REVIEW

2.1 Review of Variables
2.1.1 Career-Related Parental Support
2.1.1.1 Definition of Career-Related Parental Support

Career-related parental support refers to the actions, behaviors, and
attitudes exhibited by parents that aim to facilitate their children's career development.
This support can take various forms, including instrumental assistance (such as
providing financial and material support for career-related skill development), career-
related modeling (demonstrating relevant career behaviors and attitudes), verbal
encouragement (offering praise and positive feedback related to career development),
and emotional support (providing comfort and reassurance during challenging career-
related situations) (Turner et al., 2003; Zhang et al., 2021).

2.1.1.2 Related L.iterature of Career-Related Parental Support

Previous research has consistently demonstrated the positive influence of
career-related parental support on adolescents' career development. For instance,
studies have shown that parental support is associated with increased career
exploration and decision-making self-efficacy (Dietrich & Kracke, 2009; Lapan et al.,
1999). Additionally, parental modeling of career behaviors and providing career-
related information have enhanced adolescents' career aspirations and goal
commitment (Alliman-Brissett et al., 2004). Recent research has increasingly focused
on the role of career-related parental support in shaping the career trajectories of
adolescents and young adults. This body of literature has predominantly examined the
impact of such support on career decision-making self-efficacy, career exploration,
career aspirations, and career adaptability (Gushue & Whitson, 2006; Lee & Mun,
2011; Restubog et al., 2010; Zhang et al., 2019).

Moreover, research has highlighted the differential effects of maternal and
paternal support on career development. Mothers are often reported to provide more
emotional support and encouragement, while fathers tend to offer more instrumental
assistance and career-related guidance (Finley et al., 2008; Phares et al., 2009). This
distinction in parental roles can have varying impacts on adolescents' career outcomes,
underscoring the importance of considering both types of support.

Cultural factors also play a significant role in shaping the nature and impact of
career-related parental support. Studies conducted in different cultural contexts have
revealed variations in parents' involvement in their children's career development. For
example, in collectivistic cultures such as India, parents may be more involved and
controlling in their children's career choices, whereas in individualistic cultures like the
United States, parents may take a more supportive and autonomy-granting approach
(Alexander & Lowe, 2022; Bornstein, 2012).



27

Furthermore, the timing and duration of parental support can influence its
effectiveness. Research suggests that support provided during critical transition
periods, such as the transition from high school to college or college to the workforce,
can be particularly impactful in shaping adolescents' career trajectories (Marshall &
Butler, 2016; Murphy et al., 2010).

In summary, despite the growing body of evidence supporting the importance of
career-related parental support, several challenges remain. First, the mechanisms
through which parental support influences career outcomes are not fully understood.
While some studies suggest that career adaptability may mediate the relationship
between parental support and career behaviors (Guan et al., 2015; Zhang et al., 2021),
others indicate that additional factors, such as individual beliefs and motivational
processes, may also play a role (Parker et al., 2010; Zhang et al., 2019).

2.1.2 Peer Influence
2.1.2.1 Definition of Peer Influence

Peer influence is defined as instances where one person affects, or is
affected by, one or more others who are similar in age (Laursen, 2018). It encompasses
the conscious and unconscious ways peers affect one another, often leading to
similarities in attitudes, values, and behaviors within peer groups. Peer influence
operates through various mechanisms, including imitation, social learning, group
norms, and conformity, and it is a pervasive force throughout development,
particularly during adolescence. Peer influence is a pervasive force during
adolescence, playing a significant role in shaping various aspects of development,
including academic performance, social behaviors, and identity formation (Laursen &
Veenstra, 2021; Vit et al., 2024).

2.1.2.2 Related Literature of Peer Influence

Research has highlighted both positive and negative effects of peer
influence. On the positive side, peers can serve as sources of social support,
motivation, and encouragement, fostering academic engagement and achievement (Vit
et al., 2024). For instance, Vit et al. (2024) observed that adolescents adjust their
academic ambitions to align with those of their friends, highlighting the role of
positive peer influence in shaping academic goals. Conversely, peer influence can also
lead to adverse outcomes, such as increased risk-taking behaviors, substance abuse,
and delinquency, particularly when peers endorse or engage in such behaviors (Giletta
etal., 2021).

Research has shown that peer influence can have either a positive or
negative impact on students' academic performance. Zhang et al. (2021) found that
peer support and modeling can enhance students' academic engagement and
achievement, whereas negative peer influences, such as peer pressure to engage in
deviant behaviors, can have detrimental effects on their academic outcomes.

With the advent of social media, digital peer influence has emerged as a
new area of research. Rachmad (2023) introduced the Digital Peer Influence Theory,
which explores how digital interactions shape individuals' attitudes, behaviors, and
decisions. This theory posits that digital peer influence operates through channels such
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as social media interactions, user-generated content, and online reviews, significantly
impacting consumer choices, political opinions, and personal identities.

Recent research has also focused on the role of technology in facilitating
peer influence. With the proliferation of social media, adolescents now have greater
access to their peers outside of traditional school settings, which has expanded the
opportunities for peer influence to occur (Choukas-Bradley & Nesi, 2020).

In summary, the literature on peer influence underscores its importance
across various developmental domains. From academic achievement to risk-taking
behaviors and identity development, peers influence individuals, particularly during
adolescence. Future research continues to investigate the underlying mechanisms of
peer influence and how they can be leveraged to promote positive developmental
outcomes.

2.1.3 Emotional Intelligence
2.1.3.1 Definition of Emotional Intelligence

Emotional intelligence (EI) is the ability to perceive, manage, and regulate
emotions, promoting adaptive thinking and understanding the meaning and
consequences of emotions. This process of management, regulation, and adaptation
enables the person to develop intellectually, socially, and emotionally (Brackett &
Salovey, 2006). Emotional intelligence (EI) is a multifaceted construct that involves
the ability to perceive, understand, express, and regulate emotions in oneself and others
(Mayer & Salovey, 1997; Goleman, 1995). This definition encompasses the cognitive
aspects of processing emotional information and the ability to use emotions effectively
to guide thinking and behavior. According to Mayer and Salovey (1997), EI comprises
four primary branches: perceiving emotions, using emotions to facilitate thinking,
understanding emotions, and managing emotions. Goleman (1995) conceptualized EI
as a set of emotional competencies that include self-awareness, self-management,
social awareness, and relationship management. These definitions highlight the
interplay between emotional processing and cognitive functioning, suggesting that El
is a distinct form of intelligence contributing to adaptive behavior.

2.1.3.2 Related Literature of Emotional Intelligence

Current research on emotional intelligence (EI) demonstrates a moderate
positive correlation (p = 0.20-0.39) between EI and academic achievement, as
confirmed by meta-analyses (Maccann et al., 2019; Sanchez-Alvarez et al., 2020). This
relationship is mediated by emotional regulation and social skills, particularly in
humanities disciplines (vs. sciences) and through self-reported EI measures. In
educational contexts, El interventions in teacher training programs and student
development have shown significant improvements in learning motivation and self-
efficacy. For instance, a study employing diverse activities (games, projects), equal
interaction systems, and active teaching methods (e.g., "open workshop,"
"brainstorming™) enhanced participants' El levels, with marked increases in emotional
perception (12% to 47.7% high-level proficiency) and management capabilities
(Huang & Wu, 2024). The ability model (MSCEIT) and mixed model (EQ-i) remain
dominant in EI research, with the former predominantly applied in academic settings
and the latter in organizational contexts (Petrides & Furnham, 2001).
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In the 1990s, psychologists Peter Salovey and John Mayer formalized the
concept of El, defining it as a form of intelligence that involves the ability to monitor
and discriminate emotions in oneself and others and to use this information to guide
thinking and behavior (Salovey & Mayer, 1990). Their work emphasized the cognitive
aspects of El and proposed a hierarchical model that organized EI abilities from basic
to more complex.

Daniel Goleman's book (1995), Emotional Intelligence: Why It Can Matter
More Than 1Q, popularized the concept and introduced a more practical perspective.
Goleman's model emphasizes the practical applications of EI, suggesting that
emotional competencies can be developed through targeted training and regular
practice.

Subsequent research has investigated various aspects of El, including its
measurement, correlates, and outcomes. For example, studies have shown that El is
connected to social adjustment, academic performance, and job success (Brackett et
al., 2004; Lopes et al., 2004). Additionally, research on developing EI has indicated
that specific emotional skills can be improved through targeted interventions
(Dulewicz & Higgs, 2004; Mayer et al., 2000).

However, the field of EI remains controversial. Critics have challenged the
validity of EI measures and whether EI is truly a separate form of intelligence (Roberts
et al., 2001; Zeidner et al., 2003). Furthermore, debate continues over the best model
and measurement methods for El, with some approaches focusing on ability-based or
mixed models that include personality traits (Petrides & Furnham, 2001; Bar-On,
1997).

In summary, the literature on emotional intelligence is vast and diverse,
encompassing theoretical, empirical, and applied perspectives. While there is
consensus on the importance of emotional competencies, ongoing discussions persist
regarding the definition, measurement, and development of El.

2.1.4 Career Decision-Making Self-Efficacy
2.1.4.1 Definition of Career Decision-Making Self-Efficacy

Career decision-making self-efficacy (CDMSE) refers to an individual's
confidence in their ability to successfully perform the tasks necessary to make informed
career-related decisions (Betz et al., 1996). It includes confidence in identifying and
evaluating career options, gathering and analyzing career information, making career
plans, and coping with uncertainties related to career choices (Taylor & Betz, 1983).
This concept is key to understanding how individuals make career decisions and their
readiness to engage in career planning and exploration activities.

2.1.4.2 Related Literature of Career Decision-Making Self-Efficacy

Extensive research has been conducted on the role of career decision-
making self-efficacy in various career-related outcomes. Studies consistently show that
CDMSE is positively linked to career exploration (e.g., Stumpf, et al., 1983; Xu &
Tracey, 2008), career decision-making status (e.g., Gati, et al., 1996), and career
adaptability (e.g., Savickas, 1997). For example, Lent et al.’s (1994, 2000) social
cognitive career theory suggests that self-efficacy beliefs, including CDMSE, are vital
in shaping individuals' career interests, goals, and actions.
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Research has also emphasized the role of contextual factors like parental
and peer support in developing CDMSE. For instance, Turner and Lapan (2002) found
that perceived parent support was positively linked to adolescents' vocational self-
efficacy and career planning/exploration efficacy. Likewise, studies have demonstrated
that peer emotional support can indirectly foster career exploration by influencing
CDMSE (e.g., Zhang & Huang, 2018).

Furthermore, the link between CDMSE and career-related outcomes has
been studied across various cultural settings. For example, Metheny and McWhirter
(2013) investigated how social status and family support influence college students'
career decision self-efficacy and outcome expectations, discovering that perceptions of
social status and family support are positively related to CDMSE. Likewise, research
in non-Western cultures, such as China (e.g., Wang & Jiao, 2022) and Indonesia (e.g.,
Rizki & Kurniawati, 2019), has demonstrated the important role of CDMSE in career
development, emphasizing its universal importance across different cultural contexts.

In summary, the literature on career decision-making self-efficacy
highlights its crucial role in shaping individuals' career-related beliefs, behaviors, and
outcomes. Future research could further examine the relationship between CDMSE
and other psychological constructs, as well as how contextual factors influence the
development and maintenance of CDMSE across different populations and cultural
settings.

2.1.5 Career Expectations
2.1.5.1 Definition of Career Expectations

Career expectations refer to an individual's anticipated outcomes, goals, or
aspirations related to their future career. They include expectations about job roles,
salaries, career growth, work environment, and personal and professional development
(Lu & Adler, 2009; Metz et al., 2009). These expectations often develop over time and
are influenced by personal experiences, educational background, family influences,
and societal norms. They act as a guiding force in an individual's career planning and
decision-making.

2.2 Related Literature on Career Expectations

Career expectations have been widely researched across disciplines such as
psychology, education, and sociology. Researchers examine different facets of career
expectations, including how they form, develop, and influence career choices and
results.

One notable study by Lu and Adler (2009) examined the career goals and
expectations of hospitality and tourism students in China. The study found that
students held high expectations for their education to prepare them for careers in the
tourism industry and expressed a desire for an advanced degree. Similarly, Metz et al.
(2009) investigated college students' career aspirations and expectations, discovering
significant gender and ethnic differences in the types of occupations students aspired to
and expected to pursue.

Other research has examined the link between career expectations and actual
career results. For example, Zengin et al. (2011) investigated whether university
education meets students' career expectations. The study found that although students
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valued their diplomas, many thought that education alone did not ensure a well-paying
job or career success.

Furthermore, the role of family and social support in shaping career expectations
has also been examined. For example, Metheny and McWhirter (2013) found that
family support, including parental encouragement and expectations, positively
influenced college students' career decision-making self-efficacy and outcome
expectations. Similarly, Guan et al. (2016) demonstrated that parental support
significantly boosted career adaptability among university students, mediated by career
decision-making self-efficacy.

Overall, the literature on career expectations emphasizes their complex and
multifaceted nature, influenced by various individual, family, and societal factors.
Understanding these expectations is essential for providing practical career guidance
and support to individuals navigating their career paths.

2.1.6 Summary of Previous Studies
Table 2.1 Summary of Previous Studies

Variable Author Title Keywords  Adopted Theory
Career-related \ocational Social Cognitive
parental support, | identity, career | Career Theory
vocational adaptability, (SCCT)
identity, and and gender

Zhang et al. :
(2019) career | differences
adaptability:
Interrelationships
and gender
differences
Development and | Career-related | Social Cognitive
preliminary parental Career Theory
validation of a support, (SCCT)
Turner et al.
Career- (2003) career-related adolescents,
Related parental support | scale
Parent scale for development
Support adolescents
Career-specific Career-specific | Social Cognitive
Dietrich & parental parental Career Theory
Kracke behaviors in behaviors, (SCCT)
(2009) adolescents’ adolescent
development development
Parental career Parental career | Social Cognitive
support and its support, Career Theory
relationship with | vocational (SCCT)
Zhou et al. : . .
(2019) yocat_lonal |de_nt|ty, and
identity among Chinese
Chinese college college
students students
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Variable Author Title Keywords  Adopted Theory
The career-related | Career-related | Social Cognitive
parental parental Career Theory

Alexander & isr;\;:)(elyement ;r;\allloelvement, (SCCT)
LA Development and | development,
validation among | and validation
college Seniors
The link between | Socioeconomi | Social Cognitive
socioeconomic C status, career | Career Theory
Helwi status and career | adaptability, (SCCT)
elwig .
adaptability: The | and parental
(2010) i
mediating role of | support for
parental support | career
for career
Impact of self- Self-efficacy, | Social Cognitive
Gillespie & | efficacy career choice, | Career Theory
Hillman expectations on adolescents (SCCT)
(1993) adolescent career
choice
The moderating Emotional Social Cognitive
influence of intelligence, Career Theory
emotional academic self- | (SCCT)
Adeyemo intelligence on efficacy,
(2007) the link between | achievement
academic self-
efficacy and
achievement
Beyond Peer influence, | Social Learning
homophily: A peer Theory
Brechwald decade of socialization,
& Prinstein | advances in homophily,
(2011) understanding adolescent
peer influence development
processes
With a small Positive peer | Social Learning
quantity of help influence, Theory
Peer 7
Influence _ from my friends, | adolescent
McConchie | the Development | development,
etal. (2010) | and validation of | behavioral
the positive peer | outcomes
influence
inventory
Family Peer influence, | Social Learning
Young et al. | functioning, peer | family Theory
(2001) influence, and functioning,
media influence media
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Variable Author Title Keywords  Adopted Theory
as predictors of influence,
bulimic behavior | bulimic
behavior
Locus of peer Peer influence, | Social Learning
Urberg influence: social | social _crowd, Theory
(2004) cr.owd and best b_est friend,
friend cigarette
smoking
Peer influence Peer influence, | Social Learning
Go et al. and selection selection Theory
(2010) effects on effects,
adolescent adolescent
smoking smoking
Early adolescent | Peer selection, | Social Learning
social statusand | academic Theory
Zhang et al. academic engagement,
(2021) engagement: and social
Selection and status
influence
processes
Peer Influence on | Peer Social Learning
bulimic socialization, | Theory
symptoms in bulimic
Zalta & Keel | college Students | symptoms,
(2006) college
students,
personality
traits
Toward Peer influence, | Social Learning
LaurseTi under_standing the peer Theory
Veenstra functlons of peer | interaction,
(2021) influence: A adolescent
summary and development,
synthesis compatibility
Group Peer Social Learning
identification in nomination, Theory
early group
Kiesner et adolescence: Its identification,
al. (2004) relation with peer | peer
adjustment and its | adjustment,
moderator effect | early
adolescence
Werner- Assessment of Peer attitudes, | Social Learning
Wilson & Interpersonal parental Theory
Arbel (2000) Influences on influences,
Adolescents: The | adolescent
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Variable Author Title Keywords  Adopted Theory
Parent and Peer behavior, scale
Influence Scale development
Toward adolescence, Attachment
understanding the | peer influence, | Theory, Social
Laursen & . .
functions of peer | conformity, Control Theory
\eenstra . _ -
influence: A compatibility
(2021)
summary and
synthesis
Can Emotional emotional Attachment
: Intelligence Be intelligence, Theory, Social
Dulewicz & 2 :
Higgs Developed occupational Control Theory
(2004) psychology,
developable
trait
Human Abilities: | emotional Attachment
Emotional intelligence, Theory, Social
Mayer et al. | Intelligence psychological | Control Theory
(2000) variables,
social
outcomes
Can Emotional emotional Aptitude Theory
Emotional Intelligence Be intelligence,
Intelligence  Zeidner et Schooled? educational
al. (2003) context, El
interventions
Emotional emotional Attachment
Dhani & Intelligence; intelligence, Theory, Social
Sharma History, history, Control Theory
(2015) Models and models,
Measures measures
The effect of peer | peer processes, | Social Identity
processes on adolescent Theory
Leung et al. dol b
(2011) adolescent substance use,
substance use social identity
theory
Decision-Making | Education, Career
Self-Efficacy Career-related, | Construction
Xu & Tracey | Mediates the Peer | Goals, Tracey | Theory, Social
(2008) Support-Career Cognitive
Exploration Theory
Relationship

. Self-efficacy Career Career
Amalia & . .

. .| source and career | adaptability, construction
Kurniawati A .
(2019) adaptability: The | Career theory, Social

mediating roles of | decision self- | cognitive theory
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Variable Author Title Keywords  Adopted Theory
career decision efficacy,
self-efficacy Source of self-
efficacy
The relationship | Career Social cognitive
between career management career theory of
social support and | competency, career self-
career Career social management
Wang & Jiao | management support,
(2022) competency: The | Career
mediating role of | decision-
career decision- making self-
making self- efficacy
efficacy
The role of Career Career
Career traditionality in adaptability, construction
Decision- the relationships | Traditionality | theory, Cognitive
Making Self- among parental beliefs, evaluation
Efficacy Guanetal. | support, career Parental theory
(2016) decision-making | support,
self-efficacy, and | Career
career decision-
adaptability making self-
efficacy
Assisting students | Career Decision theory,
with career decision- Information-
decision-making | making Processing
difficulties: Can difficulties, Theories
career decision- Career
Chuang et mf?_king self- deci§ion-
al. (2018) efficacy ar_1d_ mak_lng
career decision- profile, Career
making profile decision-
help? making self-
efficacy,
University
students
Association Parental Systematic
between Parental | Variables, Literature
Variables and Career Review (SLR)
Munaet al., | Career Decision- | Decision-
(2023) Making Self- Making Self-
Efficacy: A Efficacy,
Systematic Adolescents
Literature Review
Olle & Career Self- Career self- Social Cognitive
Fouad Efficacy and efficacy, Career Theory
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Variable Author Title Keywords  Adopted Theory
(2013) Perceptions of Parent support, | (SCCT)
Parent Support in | Career
Adolescent interests,
Career Adolescents
Development
Contributions of | Social status, | Social Cognitive
Social Status and | Family Career Theory
Family Support to | support, (SCCT),
mgg\ﬁmg College Stu_d_ents’ Car_ee_r Differential _
(2013) Career I?ECISIOI‘I deglsmn self- | Status Identity
Self-Efficacy and | efficacy, (DSI)
Outcome Outcome
Expectations expectations
Career Goals and | Career goals Social Cognitive
Expectations of and Career Theory
Hospitality and expectations of
Lu & Adler | Tourism Students | undergraduate
(2009) in China students in
hospitality and
tourism
management
Career Career Social Cognitive
expectations and | expectations, | Career Theory
;htzzl\(;lf;f et influences among dental
' dental students in | students,
Malaysia Malaysia
Career Career Social Cognitive
expectations and | expectations, | Career Theory
! requirements of hospitality
Eigii:ations KiM@itiy studerjts and the | students, and
hotel industry the hotel
industry
Career Career Social Cognitive
Aspirations and aspirations, Career Theory
Metz et al. Expectations of career
(2009) College Stu<_1|ents: expectations,
Demographic and | and college
Labor Market students
Comparisons
A Research on the | University Social Cognitive
Sufficiency of education, Career Theory
Zengin et al. Univer§ity career
(2011) Education about | expectations,

the Satisfaction of
University
Students’ Career

and
satisfaction
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Variable Author Title Keywords  Adopted Theory
Expectations
Personality Personality Schein's Career
preferences and preferences, Anchor Theory,
Jérlstrom career career Jung's
(2000) expectations of expectations, Psychological
Finnish business | and business Type Theory

students

students

2.3 Relationship Between Variables

2.3.1 Relationship Between Career-Related Parent Support and Career
Decision-Making Self-Efficacy

Career-related parental support (CRPS) has been consistently identified as a
significant factor influencing career decision-making self-efficacy (CDSE) among
adolescents and young adults. According to Lent et al. (1994), CRPS provides
individuals with the resources and encouragement to explore various career options
and develop confidence in making career-related decisions. This relationship is
supported by numerous studies that have demonstrated a positive correlation between

CRPS and CDSE.
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Figure 2.1 Career-Related Parent Support & Career Decision-Making Self- efficacy
Relationship Diagram
Source: Wangeri (2023)

For instance, Turner et al. (2003) found that perceived parental support
accounted for a substantial portion of the variance in vocational self-efficacy among
adolescents. Similarly, Garcia et al. (2015) reported that parental support,
exceptionally verbal encouragement, and instrumental assistance were positively
associated with career decision-making self-efficacy among undergraduate students.
These findings suggest that when parents provide emotional and practical support for
their children's career exploration and decision-making processes, it enhances the
children's belief in their ability to make effective career choices.

Furthermore, research has shown that different types of parental support can
have differential effects on CDSE. For example, emotional support and career-related
modeling have been found to indirectly influence CDSE through their impact on
career exploration behavior (Lent et al., 2016). On the other hand, instrumental
assistance and verbal encouragement have been shown to directly influence CDSE
without the mediation of career exploration behavior (Chasanah & Salim, 2019).
These findings underscore the complexity of the relationship between CRPS and
CDSE, highlighting the importance of considering the various dimensions of parental
support when examining their combined influence on career development outcomes.

The literature consistently supports a positive relationship between career-
related parental support and career decision-making self-efficacy. This relationship is
mediated by factors such as career exploration behavior and moderated by individual
differences in how support is perceived and utilized. Understanding these dynamics is
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crucial for developing effective interventions to enhance the career readiness of
adolescents and young adults.

Table 2.2 Influence of Career-Related Parent Support on Career Decision-
Making Self-Efficacy

Source Variable Finding

Chasanah Career-Related Parental CRPS significantly influences CDSE,
& Salim Support (CRPS), Career ith career exploration behavior (CEB)

(2019) Decision-Making Self-  serving as a mediator. The strongest
Efficacy (CDSE) correlation was found between CRPS and
CDSE (r = 0.63, p < 0.0).
Garcia et al. Parental support has a positive influence on
(2015). Parental Support, career decision-making self-efficacy.
Career Decision- Learning goal orientation was found to

Making Self- Efficacy =~ moderate this relationship.

Metheny &  Perceived Family Family support, including perceived
McWhirter ~ Support, Career parental support, has a positive impact on
(2013) Decision-Making college students' career decision self-
Self-Efficacy efficacy and outcome expectations.
Guanetal. Parental Support, Parental support is positively related to
(2016) Career Decision- CDSE, which predicts career
Making Self- Efficacy,  aqaptability. Traditionally held beliefs
Career moderate the relationship between

Adaptability parental support and CDSE.

2.3.2 Relationship Between Peer Influence and Career Decision-Making Self-
Efficacy

Peer influence has been identified as a significant factor in shaping
individuals' career decision-making self-efficacy. Research indicates that peer
relationships, particularly during adolescence, play a crucial role in shaping career-
related beliefs and behaviors. This section examines the key findings from various
studies that highlight the relationship between peer influence and self-efficacy in
career decision-making.
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Figure 2.2 Dynamics of the Impact of Self-Compassion and Peer-Relatedness
on Career Decision Self-Efficacy in Males and Females

Source: Andriani, A., & Suharso, P. L. (2020).

Several studies have demonstrated a positive correlation between peer
attachment and career decision-making self-efficacy (Naz et al., 2014; Saima, 2011).
For instance, Saima (2011) found a significant positive relationship between peer
attachment and career decision-making self-efficacy among undergraduate students,
suggesting that solid peer relationships can enhance an individual's confidence in
making career decisions. Similarly, Naz et al. (2014) reported that peers and
colleagues provide opportunities for self-efficacious career decisions by contributing
to career exploration and work selection.

The influence of peer relationships extends beyond mere attachment; the
quality of peer interactions also matters. For example, positive peer interactions
characterized by trust, communication, and low levels of alienation have positively
impacted career decision-making self-efficacy (Deci, 2021). Conversely, negative
peer influences, such as peer pressure to choose undesirable careers, can harm career
decision-making self-efficacy (Salami, 1999, 2006).

Social cognitive theory explains how peer influence affects career decision-
making self-efficacy. According to this theory, individuals learn from and are
influenced by their social environment, including peers. Observing peers successfully
navigate career decision-making processes can be a model, boosting an individual's
self-efficacy in similar situations (Bandura, 1986). Additionally, verbal persuasion
from peers, either encouraging or discouraging specific career paths, can directly
shape an individual's beliefs about their capabilities in making career decisions.
Gender also appears to play a role in the relationship between peer influence and
career decision-making self-efficacy. Some studies suggest that peers may have a
greater influence on males' career decision-making than females (Deci, 2021; Ogutu
et al., 2017). However, other research indicates that females may be more closely
linked to their peers and more influenced by them in career choices (Gullone &
Robinson, 2005; Ruijten et al., 2011). These inconsistencies highlight the need for
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further research to clarify the gender dynamics in peer influence on career decision-
making self-efficacy.

In summary, peer influence is a multifaceted construct that significantly
shapes individuals' career decision-making self-efficacy. Positive peer relationships
and interactions, as well as observing peers successfully navigate their careers, can
enhance self-efficacy. Conversely, negative peer influences can have a detrimental
effect. Future research should continue to explore the nuances of peer influence,
including gender dynamics, to provide a more comprehensive understanding of this
relationship.

Table 2.3 Influence of Peer Influence on Career Decision-Making Self-Efficacy

Source Variable Finding
I;%S’Zhl'f etal Peer Attachment Peer attachment has a significantly positive
( ) effect on undergraduate students' career
decision-making self-efficacy (CDMSF).
Bandura Social Models Observing successful peers can enhance
(1997). (Peer Influence) individuals' beliefs in their own capabilities,

which in turn affects their self- efficacy in
career decision-making.
Qudsyi et al.

(2018) Peer Support Peer support, parent_al involvem_ent, and
authoritarian parenting are predictors of
career decision-making self-efficacy
among high school students; however,
their independent correlations with career
decision-making self-efficacy are not
significant.

él:]f?;l‘ggl & Peer Relatedness Peer-relatedness _si_gnificantly_ contributes

(2020) tq the career decision self_—efflcacy of
high school students, particularly among
male students.

Jemini-Gashi  Peer Support Peer support is negatively correlated with

et al.(2019) career indecision, indirectly affecting

career decision-making self-efficacy
through its positive relationship with career
self-efficacy.

2.3.3 Relationship Between Emotional Intelligence and Career Decision-
Making Self-Efficacy

Emotional intelligence (EI) has been widely studied in various domains,
including education, psychology, and vocational behavior. It is generally
conceptualized as the ability to perceive, understand, and manage emotions
effectively in oneself and others (Mayer & Salovey, 1997; Bar-On, 2006). On the
other hand, career decision-making self-efficacy (CDSE) refers to an individual's
belief in their ability to make effective career-related decisions (Taylor & Betz, 1983).
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Figure 2.3 Proposed Model for the Relationship between EI and EI Subscales
and CDD and CDD Main Categories Mediated by CDSE

Source: Santos, A., Wang, W., & Lewis (2018).

Several studies have examined the relationship between EI and CDSE, and the
findings consistently indicate a positive correlation between the two constructs. For
instance, Jiang (2016) found that El significantly predicted CDSE among Chinese
university students, with higher levels of El associated with greater CDSE. Similarly,
a study by Adeyemo (2007) among Nigerian university students showed that El
moderated the relationship between academic self-efficacy and academic
achievement, suggesting that EI may also play a role in modulating the relationship
between self- efficacy and career-related outcomes Further support for the link
between El and CDSE comes from research investigating the mediating role of
various factors. For example, Zhou et al. (2019) found that goal and professional
commitment mediated the relationship between EI and CDSE among Chinese
university students. This suggests that EI may influence CDSE, at least in part, by
enhancing an individual's commitment to their career goals and profession.

In addition to these cross-sectional studies, longitudinal research has provided
evidence for the relationship between EI and CDSE. A study by Rastegar and
Memarpour (2009) among Iranian EFL teachers found that ElI was positively
correlated with self-efficacy over time, indicating that EI may have a lasting impact
on one's beliefs about their ability to make effective career decisions.

The evidence suggests a strong and consistent relationship between EI and
CDSE. EI plays a crucial role in shaping individuals' beliefs about their ability to
navigate the career decision-making process effectively. Future research could further
explore the mechanisms underlying this relationship and the potential implications for
career development interventions.
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Table 2.4 Influence of Emotional Intelligence on Career Decision-Making Self-Efficacy

Source Variables Findings

Di Fabio Emotional Intelligence, Emotional intelligence is a significant

& Saklofske  Career Decision-Making, predictor of career decision-making self-

(2014) and Self-Efficacy efficacy. Higher El is associated with

higher CDSE.

Jiang (2014)  Emotional Intelligence, Emotional intelligence is crucial in
Career Decision-Making, and enhancing career decision-making self-
Self-Efficacy efficacy, primarily through the sub-

dimensions of self-emotion appraisal and
emotional regulation.

Brown etal.  Emotional Intelligence, Overall, emotional intelligence has a
(2003). Career Decision-Making, ~ positive relationship with career
and Self-Efficacy decision-making self-efficacy, as

emotional abilities regulate self-efficacy
expectations and reduce concerns about
career choices.

Jiang (2016)  Emotional Intelligence, Emotional intelligence influences CDSE
Career Decision-Making, through commitment to goals and
Self-Efficacy, Goal professional commitment. These
Commitment, Professional ~ commitment factors mediate the
Commitment relationship between El and CDSE.

2.3.4 Relationship Between Career Decision-Making Self-Efficacy and Career
Expectations

Several studies have investigated the relationship between career decision-
making self-efficacy (CDMSE) and career expectations, offering insights into how
individuals' confidence in their ability to make career decisions affects their
anticipated career outcomes. A study by Liu et al (2022) examined the mediating role
of CDMSE in the relationship between work experience and career expectations
among hospitality students. The findings revealed that all five sub-factors of
CDMSE— occupational information, goal selection, planning, problem-solving, and
self- appraisal—significantly mediated the relationship between work experience and
career expectations. This suggests that as students gain work experience, their
CDMSE increases, positively influencing their career expectations (Liu et al., 2022).

Similarly, another study by Odaci et al. (2022) examined the role of problem-
solving skills in CDMSE and vocational outcome expectations (VOE) among
university students. The results showed that problem-solving skills explained 25% of
the variability in CDMSE and 17% of the variability in VOE. This suggests that
students' problem-solving abilities are crucial to their confidence in making career
decisions and their expectations about future vocational outcomes (Odaci et al., 2022).
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Figure 2.4 Hypothesized Model for Study: Expected Relationships among Family
SES, Subjective Social Status, Perceived Family Support, Family
Interactions, Career Decision Self-Efficacy, and Career-Related Outcome

Expectations.

Source: Metheny, J., & McWhirter, E. H. (2013).

Furthermore, Gianakos (1999) explored the relationship between patterns of
career choice and CDMSE. The study found that individuals with stable and
multiple-trial career choice patterns reported significantly higher CDMSE levels
than those with conventional and unstable patterns. This suggests that a consistent
and committed approach to career decision-making is associated with greater self-

efficacy in this area.

These studies collectively highlight the importance of CDMSE in shaping
individuals' career expectations. As individuals' confidence in their ability to make
career decisions increases, so do their expectations about future career outcomes.
Therefore, interventions aimed at enhancing CDMSE may be beneficial in helping
individuals set realistic and achievable career goals.

Table 2.5 Influence of Career Decision-Making Self-Efficacy on Career

Expectations

Source Variable Finding
Liuetal. (2022) Career Decision-Making  All five sub-factors of career
Self-Efficacy decision- making self-efficacy

(occupation information, goal
selection, planning, problem-
solving, and self-appraisal)
mediate the relationship between
work experience and career
expectations, indicating that
higher self-efficacy leads to
more realistic and positive career
expectations.
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Source

Variable

Finding

Andriani & Suharso
(2020)

Jemini-Gashi et al.
(2019)

Gillespie & Hillman
(1993)

Gianakos (1999)

Odaci et al. (2022)

Career Decision Self-
Efficacy

Career Self-Efficacy

Career Self-Efficacy
Expectations

Career Decision-Making
Self-Efficacy

Career Decision-Making
Self-Efficacy

Career decision self-efficacy is
positively related to career
expectations, as students with
higher self-efficacy tend to have
more straightforward and
optimistic career aspirations.

Career self-efficacy mediates the
relationship between social
support and career indecision,
indirectly affecting career
expectations by reducing
indecision and increasing clarity
about career choices.

Higher career self-efficacy
expectations are associated with
more significant consideration of
career options and more decisive
career choices, which can lead to
more explicit career
expectations.

Persons with stable and multiple
trial career choice patterns, who
tend to have higher career
decision-making self-efficacy,
report more realistic and
achievable career expectations
than those with conventional or
unstable patterns.

Career decision-making self-
efficacy is positively related to
vocational outcome
expectations, suggesting that
students with higher self-
efficacy tend to have more
positive expectations about their
future careers.
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2.3.5 Moderation of Gender on The Relationship Between Career Decision-
Making Self-Efficacy and Career Expectations

Gender has been identified as a significant moderator in the relationship
between career decision-making self-efficacy (CDMSE) and career expectations.
CDMSE is defined as an individual's confidence in their ability to make career-
related decisions (Taylor & Betz, 1983). Meanwhile, career expectations encompass
the aspirations, goals, and anticipated outcomes an individual holds regarding their
future career (Lent et al., 2006).

Previous research has highlighted the influence of gender on both CDMSE
and career expectations. For instance, studies have shown that gender differences
exist in CDMSE, with some suggesting that females may have lower levels of self-
efficacy than males (Gianakos, 2001). These differences are often attributed to societal
expectations and stereotypes regarding gender roles in the workplace (Betz et al.,
1996).

Furthermore, gender has been found to moderate the relationship between
CDMSE and career expectations. For example, Salami (2008) found that gender
moderated the relationship between CDMSE and career maturity among Nigerian
secondary school students. Similarly, Metheny and McWhirter (2013) demonstrated
that gender moderated the relationship between family support and career decision self-
efficacy among college students.

The moderating role of gender can be explained by the fact that individuals
from different genders may face distinct societal pressures, expectations, and barriers
in their career development. These gender-specific factors can influence an
individual's self- efficacy in career decisions and their expectations regarding future
career outcomes (Lent et al., 1994).

In summary, gender is an essential moderator in the complex relationship
between CDMSE and career expectations. Understanding these gender-specific
dynamics is crucial for developing effective career interventions and support
systems that cater to the needs of individuals from diverse gender backgrounds.

Table 2.6 Moderating Effect of Gender on the Relationship between Career
Decision-Making Self-Efficacy and Career Expectations

Source Variable Finding
Metheny & Career Decision Although not directly stated as a
McWhirter (2013) Self-Efficacy, Career moderator, the study suggests that
Outcome gender may influence the
Expectations relationship between family support

and career-related variables,
including self-efficacy and outcome
expectations. Further research is
needed to confirm the moderating
role of gender.
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Source

Variable

Finding

Liu et al. (2022)

Zhou et al. (2019)

Middleton (2017)

Gianakos (1999)

Jiang (2016)

Career Decision-
Making Self-
Efficacy, Career
Expectations

Emotional
Intelligence, Career
Decision-Making,
and Self-Efficacy

Career Decision-
Making Self-
Efficacy, Vocational
Identity, Career
Indecision

Career Decision-
Making Self-
Efficacy, Career
Patterns

Five-Factor Model
of Personality,
Career Decision
Self-Efficacy, Career
Commitment

The study does not directly address
gender as a moderator, but focuses
on hospitality students, who may be
influenced by gender in their career
expectations and self-efficacy.
Further research is needed to
investigate this further.

The study examines gender
differences in the relationship
between emotional intelligence and
career decision-making self-efficacy,
suggesting that gender may moderate
this relationship. However, it does
not directly address career
expectations.

The study examines gender
differences in the variables under
investigation, suggesting that gender
may mediate the relationships
between career decision-making self-
efficacy and other career-related
variables. However, it does not
explicitly focus on career
expectations.

The study examines gender
differences in career decision-
making self-efficacy and career
patterns, indirectly suggesting that
gender may moderate the
relationship between self-efficacy
and career-related outcomes,
including expectations.

The study does not directly address
gender as a moderator. However, it
examines personality traits and their
relationship with career decision-
making, self-efficacy, and career
commitment, where gender may play
arole. Further research is needed to
investigate this further.
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2.4 Theoretical Framework

Figure 2.5 Theoretical Framework
Source: Researcher

In this theoretical framework, social support theory (SST), Social Learning
Theory (SLT), and Trait Factors Theory (TFT) function as three independent variables,
embodied by factors such as parental support in professional settings, peer influence,
and emotional intelligence, respectively. These variables impact the mediating
variable, which is career decision self-efficacy, grounded in Social Cognitive
Theory (SCT). Ultimately, the dependent variables include the Social Cognitive
Career Theory (SCCT), Trait Factors Theory (TFT), and career expectations, forming
the theoretical underpinning of this study.

2.4.1 Social Cognitive Career Theory (SCCT)

Social cognitive career theory (SCCT) is a prominent framework for
understanding career development and decision-making processes. Developed by Lent
et al. (1994), SCCT posits that personal, environmental, and behavioral factors shape
individuals' career-related interests, choices, and performance. The theory draws upon
Bandura's (1986) social cognitive theory, which emphasizes the role of self- efficacy
beliefs in human agency and motivation.

At the core of SCCT are three interrelated models: (1) the interest development
model, (2) the choice model, and (3) the performance model. The interest development
model explains how individuals' self-efficacy beliefs and outcome expectations
influence their career interests. When individuals believe they can successfully perform
a particular task or activity (high self-efficacy) and anticipate positive outcomes from
engaging in that activity (positive outcome expectations), they are more likely to
develop and maintain interest in that domain.

2.4.2 Social Support Theory (SST)

Social Support Theory originated in psychology to explain how social relationships
influence individual well-being and functioning. The theory was first explicitly
conceptualized in the 1970s by researchers like Cobb (1976) and House (1981). Cobb
(1976) defined social support as "information leading the subject to believe that he is
cared for and loved, esteemed and valued and that he belongs to a network of mutual
obligations” (p. 300). House (1981) further expanded the theory, distinguishing between
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different types of support, such as emotional, instrumental, informational, and appraisal
support.

Social Support Theory has been applied in various domains, including mental
health, stress management, and recovery from illness. For example, research has shown
that strong social support networks can buffer against the adverse effects of stress and
promote resilience (Cohen & Wills, 1985). Additionally, social support is an essential
factor in successful recovery from illnesses such as cancer and heart disease (Katz et al.,
1984).

2.4.3 Social Learning Theory (SLT)

Albert Bandura proposed the Social Learning Theory in the 1960s and 1970s
(Bandura, 1977). This theory posits that people learn by observing the behavior and
outcomes of others, a process known as observational learning or modeling. Bandura
emphasized the importance of cognitive factors, such as attention, memory, and
motivation, in shaping learning from social experiences. Social Learning Theory has
been widely applied in education, behavioral modification, and clinical psychology. In
education, for example, teachers can use modeling to demonstrate desired behaviors for
students to imitate (Bandura, 1986). In clinical psychology, therapists often use
modeling to help clients develop new skills and coping strategies (Patterson, 1982).

2.4.4 Trait Factor Theory (TFT)

Trait Factor Theory has its roots in early psychological theories of personality, with
notable contributions from Gordon Allport (1937) and Hans Eysenck (1967). It posits that
individual differences in behavior can be explained by a relatively stable set of
personality traits. These traits are enduring characteristics that influence how people
perceive, think, and behave in various situations.

Trait Factor Theory has been applied in various domains, including personnel
selection, vocational guidance, and clinical psychology. In personnel selection, trait
theories have been used to identify traits that predict job performance and success (Hogan
et al., 1990). In vocational guidance, trait theories can help individuals understand their
strengths and weaknesses, enabling them to make informed career choices (Holland,
1997). In clinical psychology, trait theories have been used to understand and treat
personality disorders (Widiger & Clark, 2000).



50

2.5 Conceptual Framework

Figure 2.6 Conceptual Framework
Source: Researcher

2.6 Hypotheses

H1: Career Parental Support has a statistically significant impact on Career
Decision-Making Self-Efficacy.

H2: Peer Influence has a statistically significant impact on Career Decision-
Making Self-Efficacy.

H3: Emotional Intelligence has a statistically significant impact on Career
Decision-Making Self-Efficacy.

H4: Career Decision-Making Self-Efficacy has a statistically significant impact
on Career Expectations.

H5: Career Decision Making Self-Efficacy has a statistically significant mediating
effect on the relationship between Career-Related Parental Support and Career
Expectations.

H6: Career Decision-Making Self-Efficacy has a statistically significant
mediating effect on the relationship between Peer Influence on Career Expectations.

H7: Career Decision Making Self-Efficacy has a statistically significant mediating
effect on the relationship between Emotional Intelligence and Career Expectations.

H8: Gender has a moderating effect on the relationship between Career Decision-
Making Self-Efficacy and Career Expectation.



CHAPTER 3

RESEARCH METHODOLOGY

3.1 Research Design and Methodology

This research investigated the factors influencing students’ career expectations,
with a particular focus on career decision-making self-efficacy as a mediating variable.
It also examined gender as a moderating variable in key relationships among the
variables. Based on the literature and relevant theoretical foundations, the study
established four research objectives: (1) to identify factors influencing students’ career
expectations, (2) to examine the mediating role of CDMSE, (3) to test the moderating
effect of gender, and (4) to propose strategies to improve students’ career planning and
decision-making.

To gain a deeper understanding of the research focus, preliminary interviews
were conducted with 12 experts from six universities in Guangxi, China. These
interviews aimed to explore the factors influencing career expectations among
university students, including parental support related to careers, peer influence, and
emotional intelligence. The findings from these interviews offer valuable insights
into the key variables that shape students' career aspirations and the importance of
career decision-making self-efficacy.

To achieve the objectives, the research model and hypotheses were developed
through a systematic review of existing studies and related theories. A mixed-methods
design was adopted, combining quantitative and qualitative approaches to provide a
comprehensive understanding of the research problem. This approach is well suited to
complex questions because it enables the identification of general patterns through
quantitative analysis while also uncovering contextual explanations through qualitative
inquiry (Creswell & Clark, 2017; Johnson & Onwuegbuzie, 2004; Bryman, 2016).

In the quantitative phase, data were collected using a structured, close-ended
questionnaire administered via the online survey platform WJX (www.wjx.cn). The
platform supported efficient distribution and response collection and allowed
participants to complete the survey using mobile devices or computers within a
specified time window. The questionnaire included clear instructions, informed
consent, and confidentiality assurances to protect participants’ personal information.
Appropriate sampling methods were employed to obtain representative data from six
teacher education universities in Guangxi Province. This phase focuses on measuring
variables such as Career-Related Parent Support, Peer Influence, and Emotional
Intelligence, and assessing their effects on CDMSE and Career Expectations
(Tashakkori, 2009; Shorten & Smith, 2017).

Quantitative data analysis was conducted using SPSS 27, including reliability and
validity testing of the measurement model and inferential analyses to test the proposed
relationships. The study applies path analysis and structural equation modeling (SEM)
to evaluate the structural model, assess model fit, and test the theoretical hypotheses.
This gquantitative strategy enhances generalizability and supports broader conclusions
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about the target population and the study’s core assumptions (Maxwell, 2012; Leach &
Sankofa, 2022).

In the qualitative phase, expert interviews were conducted to enrich and validate
the quantitative findings. Initially, 12 experts from the same six universities (two
experts from each institution) were interviewed to explore professional perspectives on
factors shaping career decision-making self-efficacy and career expectations.
Interviews were conducted either online or face-to-face depending on feasibility, using
a format designed to encourage detailed reflections and experiences. After preliminary
quantitative results were obtained, the same group of experts was re-interviewed to
validate the findings, confirm the suitability of the research model, and strengthen
practical recommendations. This iterative qualitative process enhances the robustness
of the conclusions through triangulation, improving the credibility and explanatory
power of the overall study (Bryman, 2016; Shorten & Smith, 2017).

Overall, by integrating quantitative breadth with qualitative depth, this mixed-
methods design enabled a holistic examination of the relationships among influencing
factors, CDMSE, gender, and career expectations. The findings were synthesized to
generate evidence-based insights and practical strategies for improving students’ career
planning and decision-making, while also identifying directions for future research.

3.2 Population and Sample
3.2.1 Population

The population for this study consisted of undergraduate students in their final
year (Class of 2025) from six regular universities in Guangxi Province, China. These
institutions include Guangxi Normal University (7,543 students), Nanning Normal
University (6,919 students), Yulin Normal University (4,875 students), Guangxi Minzu
Normal University (5,377 students), Guangxi Science and Technology University
(3,575 students), and Guangxi Vocational Normal University (1,934 students). The
total population encompassed a diverse group of students expected to graduate in 2025,
providing a comprehensive understanding of the educational environment across these
key universities (See Table 3.1).

Table 3.1 Number of Final-Year Undergraduate Students

University City Nature No. of
Students

Guangxi Normal University Guilin Public 7543
Nanning Normal University Nanning Public 6919
Yulin Normal University Yulin Public 4875
Guangxi Minzu Normal University Chongzuo  Public 5377
Guangxi Science and Technology Normal Laibin Public 3575
University

Guangxi Vocational Normal University Nanning Public 1934
Total 30223

Source: Created by Researcher
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A well-defined population is essential in research as it accurately identifies the
group the study aims to investigate, ensuring that the findings can be generalized to
similar contexts (Martinez-Mesa et al., 2016; Asiamah et al., 2017). In educational
research, defining the population involves specifying demographic and institutional
characteristics that align with the research objectives, such as selecting final-year
students preparing for graduation and facing career-related decisions (Banerjee &
Chaudhury, 2010; Creswell & Creswell, 2017).

Focusing on final-year students, the study explored the factors influencing
Career Expectations and Decision-Making Self-Efficacy at a critical juncture in their
academic journey. This targeted population allowed for a more accurate understanding
of how Career-Related Parent Support, Peer Influence, and Emotional Intelligence
interact to shape career planning and expectations among students about to enter the
job market. Ensuring a clear definition of the population helps mitigate sampling bias
issues and improves the reliability and generalizability of the research findings (Willie,
2022; Lee & Landers, 2022).

3.2.2 Sample Size

The sample size refers to the number of respondents selected from the target
population to participate in a study. It plays a critical role in determining the quality
and accuracy of the research findings. An appropriate sample size ensures that the
results are statistically significant and represent the entire population (Creswell &
Creswell, 2017). This study calculated the sample based on several critical parameters,
including effect size, statistical power, the number of variables, and the probability
level.

Determining an accurate sample size is essential to obtain reliable data and draw
meaningful conclusions. A sample that is too small may lead to inaccurate results due
to high sampling error, while a sample that is too large could be impractical and
resource-intensive (Hair et al., 2014; Roni et al., 2020).

Population Size (Total Number of Students: 30,223)

The population size refers to the total number of individuals within the group the
study aims to examine. In this context, it represented the total number of final-year
undergraduate students across six regular universities in Guangxi. Accurately defining
the population size is crucial because it determines how representative the sample will
be and impacts the reliability of the research results. For example, if the population
size is underestimated, the study might not capture the group's diversity, leading to
biased findings (Taherdoost, 2016).

Margin of Error (5%0)

The margin of error indicates the range within which the actual value of the
population parameter lies, given the sample data. A 5% margin of error means that the
results obtained from the sample are expected to differ by no more than 5% from what
would be obtained if the entire population were surveyed. A smaller margin of error
implies more precise results, but achieving this usually requires a larger sample size
(Cochran, 1977).
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Confidence Level (95%)

The confidence level represents the degree of certainty that the sample results
accurately reflect the population. A 95% confidence level indicates that if the survey
was conducted 100 times, the results would be consistent with the population values 95
times. This is a common standard in social sciences research because it balances the
need for confidence with practicality, minimizing the risk of incorrect inferences
(Creswell & Creswell, 2017; Teddlie & Tashakkori, 2009).

Response Distribution (p) (50%)

The response distribution reflects the proportion of the population expected to
respond in a particular way. In most cases, a response distribution of 50% is used as it
provides the maximum variability, ensuring a conservative and safe estimate for the
required sample size. The sample size may be adjusted accordingly if the expected
variability is higher or lower. A 50% response distribution maximizes the required
sample size, which helps ensure that the results are reliable even under worst-case
scenarios (Andrade, 2020).

Table 3.2 Calculation of Student Sample Size

Step Description Value
1 Population Size 30223
(Total Number of Students)
2 Margin of Error 5%
Confidence Level 95%
4 Response Distribution (p) 50%

Source: Researcher

Calculating Sample Size

The Daniel Sample Size Calculator was used to calculate the minimum
sample size for this study. This tool considers all the relevant parameters—effect size,
statistical power, number of variables, and probability level-allowing for the
computation of an appropriate sample size based on the research model (Westland,
2010). These parameters determined a minimum sample size of around 372
participants. This ensures the study achieves statistical power and reliability to draw
valid conclusions (Soper, 2021).

B 38416 x 0.5 x 0.5
= 0.0025

~ 0.9604
"0 =0.0025

s
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The initial calculation determined a minimum sample size of 372
participants. However, researchers often increase the calculated sample size by an
additional 10% to 30% to account for potential non-responses or incomplete data, as
this adjustment helps ensure that the study maintains statistical power and reliability
even if some participants do not respond. According to Dillman, et al. (2014),
making such adjustments is a common practice to address non-response bias, thus
improving the accuracy and generalizability of the research findings. Similarly,
Cochran (1977) emphasized that increasing the sample size estimate can help
safeguard the study ’s validity against potential attrition or non-participation.

Thus, the adjusted sample size for this study was 409 participants. This
adjustment ensured that the study still had sufficient responses to draw reliable
conclusions even if there are non-responses or incomplete data.

3.2.3 Sampling Procedures
Table 3.3 Sampling Procedure

Step  Description Action Taken

1 Define Identified final-year undergraduate students enrolled in

Population teacher education programs across six universities in
Guangxi Province.

2 Use purposive  Applied purposive sampling to select six universities
selection relevant to the study objectives.

3 Stratify Divided the population into six strata based on the
Population universities: Guangxi Normal University, Nanning Normal

University, Yulin Normal University, Guangxi University
for Nationalities, Guangxi University of Science and
Technology, and Guangxi Vocational Teachers College.
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Step  Description Action Taken
4 Determine Calculated the minimum sample size required for each
Proportional university, ensuring representation proportional to the
Sample Size student population at each institution.
for Each
Use simple Conducted simple random sampling within each university
S random selection stratum to select participants, maintaining equal probability

for each student to be chosen.

6 Confirm Finalized sample size based on statistical requirements to
Sample Size maintain a 95% confidence level and a 5% margin of error,
with a 10% adjustment for non-responses.

Source: Researcher
3.2.3.1 Purposive Sampling

Purposive sampling, or judgmental or selective sampling, is a non-
probability sampling technique where the researcher deliberately selects participants
who are most relevant and informative for the study. This method is particularly
effective when the researcher aims to gather in-depth insights from a specific
population subset that aligns with the research objectives (Palinkas et al., 2015; Etikan
et al., 2016). Unlike random sampling, which seeks to generalize findings to a broader
population, purposive sampling allows for a more focused investigation of critical
themes by targeting participants who can provide detailed and contextually rich
information (Creswell & Poth, 2018).

The selection criteria for participants of this study included: Final-year
undergraduate students: Ensuring participants were at a pivotal point in their academic
journey as they prepared to complete their studies and transition into their teaching
careers. Enrolled in teacher education programs: This criterion ensured consistency
across participants in terms of their academic focus and professional training, all
preparing for careers in education.

3.2.3.2 Stratified Simple Random Sampling

After purposive sampling identified the six target universities in Guangxi
Province for this study, stratified simple random sampling was employed within each
selected institution to ensure representation from each subgroup, namely the final-year
undergraduate students in teacher education programs. Stratified sampling is widely
recognized as a robust approach to achieving a representative sample across distinct
subgroups within a population (Etikan & Bala, 2017; Taherdoost, 2016). By applying
this technique, the study maintained balanced representation, improving the accuracy
of generalizations about the factors influencing career expectations and career
decision-making self-efficacy among these students.

In stratified sampling, the population was divided into mutually exclusive
subgroups, or strata, that share specific characteristics (e.g., university affiliation).
Within each stratum, random sampling was conducted to select participants, ensuring
that each university contributes proportionally to the total sample size. This approach
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minimized the risk of over- or under-representing any subgroup, thereby enhancing the
statistical power and validity of the results (Acharya et al., 2013).

The stratification process was carried out based on the following steps:
Define Strata: Each of the six universities (Guangxi Normal University, Nanning
Normal University, Yulin Normal University, Guangxi Minzu Normal University,
Guangxi Science and Technology University, and Guangxi Vocational Normal
University) represents a distinct stratum. Stratifying by university ensures that unique
characteristics and variations within each institution are captured (Taherdoost, 2016).

Determine Proportional Sample Sizes for Each Stratum: The minimum
sample size required from each university was calculated based on the population of
final-year undergraduate students within each institution. This ensures that the sample
size accurately reflects the proportion of each stratum in the total population, a crucial
factor in maintaining representativeness through stratified sampling (Lohr, 2019;
Teddlie & Yu, 2007).

Use Simple Random Selection within Strata: Within each stratum, a simple
random sampling method was applied to select participants, ensuring that every final-
year undergraduate student in the teacher education program had an equal chance of
being chosen (Etikan & Bala, 2017). This method helps to eliminate potential biases in
sample selection, improving the reliability of findings across the study's variables
(Acharya et al., 2013).

Table 3.4 Proportion of Senior Students in Six Normal University

University Number of Proportion  Sample Size
Students Minimum (409)

Guangxi Normal University 7,543 24.96% 102

Nanning Normal University P10 22.89% 94

Yulin Normal University 4,875 16.13% 66

Guangxi Minzu Normal University 5,377 17.79% 73

Guangxi Science and Technology 3,575 11.83% 48

Normal University

Guangxi Vocational Normal University 1 934 6.4% 26

Total 30223 100% 409

Source: Researcher

Using stratified sampling within each institution helps balance the influence of
each school in the overall sample, ensuring that findings are not skewed by unequal
sample sizes across strata. Furthermore, this method allows for greater precision in
subgroup analyses, enabling the study to examine institution-specific factors that may
influence career decision-making self-efficacy and career expectations among final-
year students (Kothari, 2004).
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3.2.4 Interview Participants

This study adopted purposive expert sampling to recruit qualitative interview
participants, aligning with the explanatory sequential mixed-methods design that uses
expert perspectives to interpret, validate and supplement quantitative questionnaire
data (Creswell & Clark, 2017). The interview participants were career education
experts from six target teacher education universities in Guangxi Province, consistent
with the population scope of the quantitative survey.

3.2.4.1 Selection Criteria and Participant Profile

Two experts were selected from each of the six universities, generating a total of
12 interview participants. The six institutions included Guangxi Normal University,
Nanning Normal University, Yulin Normal University, Guangxi Minzu Normal
University, Guangxi Science and Technology Normal University, and Guangxi
Vocational Normal University. Strict inclusion criteria were applied to guarantee
professional relevance and sufficient domain insights:

(1) Holding faculty positions in student career guidance, educational psychology,
or teacher training management;

(2) Having at least three years of professional experience in guiding
undergraduates’ career decision-making and teacher employment planning;

(3) Familiar with local rural teacher recruitment policies and career development
characteristics of pre-service normal students.

All participants possessed systematic professional knowledge of students’ career
expectation formation, career-related parental support, peer influence, emotional
intelligence, and career decision-making self-efficacy (CDMSE). Their institutional
distribution ensured cross-campus contextual diversity, avoiding biased insights from a
single university setting.

3.2.4.2 Sampling Rationale for Sample Size

The total sample of 12 expert informants was determined based on the principle
of thematic saturation in qualitative research (Bryman, 2016). Prior methodological
literature indicates that expert interviews with 8-15 professionals generally yield
complete thematic information without redundant new viewpoints. Setting two experts
per university further achieved balanced institutional representation, enabling cross-
school comparison of factors affecting normal students’ career cognition. These experts
participated in two rounds of interviews sequentially, forming an iterative qualitative
verification loop with the quantitative survey results.

3.2.4.3 Recruitment and Interview Implementation Arrangements
Recruitment Process

The researcher contacted the student affairs and career development office of
each university via official institutional email. The research overview, interview
agenda, ethical consent statement, and estimated interview duration were attached to
the invitation letter. After confirming voluntary participation, each expert signed an
electronic informed consent form to authorize audio recording and anonymous data
analysis. No participants withdrew during the whole interview phase.
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3.3 Research Instrument
3.3.1 Questionnaire Development

Based on the conceptual framework in Chapter 2, the questionnaire items for the
Independent Variables (Career Related Parental Support, Peer Influence, Emotional
Intelligence), the Mediator (Career Decision-Making Self-Efficacy), and the
Dependent Variable (Career Expectations) were developed. All items were sourced
from published research by relevant scholars. To make them more suitable for the
current research setting, the items were revised or refined. (See Appendix C:
Questionnaire)

Career Expectations

Based on a comprehensive review of the literature, the student's career
expectations scale can be categorized into three primary dimensions: Intrinsic Value,
Extrinsic Value, and Status Aspiration (Super, 1980). The Intrinsic Value dimension
captures the personal fulfillment and sense of purpose derived from a career, whereas
Extrinsic Value encompasses the material rewards and financial security associated
with a job. The Status Aspiration dimension reflects the desire for social recognition
and professional advancement. The scale, adapted from multiple sources,
demonstrated robust internal consistency (Cronbach ’s alpha = 0.85), ensuring the
reliability of the measurements. Notably, in this study, specific items in the
questionnaire were marked with (R) to indicate that reverse scoring is necessary for
accurate interpretation of results, thereby maintaining the integrity of the assessment.

Career-Related Parental Support

The scale for career-related parental Support, conceptualized and operationalized
through various studies (Turner et al., 2003; Cheng & Yuen, 2012), includes four main
dimensions:  Instrumental Assistance,  Career-Related = Modeling,  \erbal.
Encouragement, and Emotional Support. The scale consistently demonstrated high
internal consistency (Cronbach’s alpha ranging from 0.78 to 0.95), highlighting its
reliability in assessing parents' support for their children's career development. In this
study, items in the questionnaire marked with (R) indicate the need for reverse scoring,
which is essential for ensuring the accuracy and validity of the results when evaluating
the level of parental support related to students' career goals.

Peer Influence

The peer influence scale used in this study is based on extensive research on peer
influence, especially from studies by Festinger (1954). This scale measures aspects
such as behavioral modeling, social norms, and peer support. Initially developed to
understand how peers affect adolescent risk behaviors and academic success, it was
adapted to gauge the extent to which peers influence an individual's attitudes, beliefs,
and behaviors in various settings. The original scale showed strong reliability
(Cronbach’s alpha: 0.78) and validity, as indicated by Convergent Validity with self-
esteem (r = 0.22, p < 0.001). This study aims to validate the adapted version to confirm
its relevance and usefulness for measuring peer influence among adolescent peer
groups (Giletta et al., 2022; Maxwell, 2002).
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Emotional Intelligence

The emotional intelligence scale used in this study is based on the pioneering
work of Law, et al. (2004), which outlines four dimensions: emotional perception, use
of emotion, understanding of emotion, and emotional management. Initially created to
conceptualize emotional intelligence as a type of mental ability, the scale was adapted
to measure an individual's capacity to recognize, understand, and regulate emotions in
themselves and others, as well as to utilize emotional information to enhance
cognition. The original scale demonstrated high reliability (Cronbach’s alpha for
MSCEIT: 0.91) and validity (convergent validity with personality traits and related
constructs). The current study verified this adapted version to ensure its relevance and
accuracy in assessing emotional intelligence within the specific context being studied.

Career Decision-Making Self-Efficacy

The career decision-making self-efficacy scale used in this study is based on the
work of Taylor and Betz (1983), which covers areas such as self-appraisal,
occupational information, goal setting, planning, and problem-solving. Created to
assess how confident individuals are in their ability to perform tasks related to career
decision-making, the scale was adapted to measure how effectively students or
professionals navigate the career decision process and their perceived ability to
overcome obstacles. The original scale showed high reliability (Cronbach’s alpha:
0.93) and validity (correlations with career-related outcomes). In this study, this
adapted version was validated to confirm its suitability and effectiveness in examining
factors that influence career decision-making among the participants.

3.3.2 Validity (10C)

The Index of Item-Objective Congruence (IOC) is a statistical tool used to
evaluate the validity of individual items within a questionnaire or assessment
instrument, especially in relation to content validity. This method helps determine
whether each item accurately reflects the intended goals of the tool. According to
Rovinelli and Hambleton (1976), the 10C is an effective method for ensuring that
items within a scale align closely with the constructs they aim to measure. They
suggested that the 10C is beneficial for educational and psychological assessments,
where precise alignment with objectives is crucial.

In this study, three expert judges evaluated each item on a scale of -1 (not
congruent), 0 (uncertain), and +1 (congruent) regarding how well it matched the
research constructs. An I0C value above 0.50 indicates that an item is sufficiently
aligned with the construct and appropriate for inclusion in the final instrument (Polit &
Beck, 2006). This threshold ensures that only items with strong relevance and
alignment remain in the instrument, improving its validity (Martuza, 1977).

To apply 10C in this study, a panel of three subject-matter experts evaluated each
item within the questionnaire. Their ratings were combined to calculate the IOC index
for each item. Items scoring below the acceptable threshold were revised or removed
to improve the alignment between the questionnaire items and the theoretical
constructs of Career-Related Parent Support, Peer Influence, Emotional Intelligence,
and Career Decision-Making Self-Efficacy. The 10C process thus ensured that each
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item retained in the instrument met the high standards of content validity necessary for
strong and reliable measurement.

3.3.3 Reliability Test

Cronbach’s Alpha is a widely used measure of reliability in social sciences
research, applied to evaluate the internal consistency of items in a questionnaire or
scale. It demonstrates the degree of relatedness between the items, offering insight into
the instrument's reliability and validity. A high Cronbach’s Alpha score indicates that
the items within a scale measure the same underlying construct, which is essential for
ensuring the instrument's reliability (Cronbach, 1951). Usually, values above 0.7 are
considered acceptable; however, higher values (0.8 or above) are generally preferred
for better internal consistency, especially in psychological and educational research
(Tavakol & Dennick, 2011).

As Nunnally and Bernstein (1994) outlined, Cronbach’s Alpha is essential for
establishing the reliability of multi-item scales. They suggest that a minimum score of
0.7 is suitable for exploratory research to ensure basic reliability, while scores closer to
0.8 or higher are recommended for well-developed instruments. For example, a value
of 0.8 indicates a strong relationship among items, increasing the reliability of
measurements (George & Mallery, 2019).

Table 3.5 Cronbach’s Alpha Coefficient Guidelines

Cronbach's Alpha (a) Range Interpretation
a>0.90 Excellent (High reliability)
0.80<0<0.90 Good (Very reliable)
0.70<0<0.80 Acceptable (Reliable)
0.60<0<0.70 Questionable (Moderate reliability)
0.50 <0< 0.60 Poor (Low reliability)
a < 0.50 Unacceptable (Very low reliability)

Source: Tavakol & Dennick (2011).

In this study, Cronbach’s Alpha was calculated for each scale to evaluate the
constructs of Career-Related Parental Support, Peer Influence, Emotional Intelligence,
and Career Decision-Making Self-Efficacy. SPSS software was used to perform the
reliability analysis, confirming the internal consistency of each scale. The results
showed that all scales met the required reliability threshold, indicating that the items
consistently measured their intended constructs. This comprehensive reliability
assessment improves the overall validity of the instrument, supporting the robustness
of the findings and reducing measurement error (DeVellis & Thorpe, 2021).The
reliability analysis in this study shows that each construct is measured consistently,
providing a strong foundation for future data analysis.

3.3.4 Pilot Testing

Pilot testing is a crucial preliminary step in research, enabling the identification
and rectification of potential issues with research instruments before the main study. It
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involves administering the research instrument to a small, representative sample of the
target population to ensure its clarity, reliability, and validity (Van Teijlingen &
Hundley, 2001). Conducting a pilot test enables researchers to refine the wording of
questions, assess the feasibility of procedures, and identify any unforeseen issues in the
data collection process, thereby improving the quality of the study (Prescott & Soeken,
1989).

For this study, a pilot test was conducted with a sample of 30 final-year
undergraduate students from the selected universities. This sample was selected to
ensure that the instrument resonates well with the target demographic and that items are
clear, appropriate, and interpreted as intended. Lancaster, et al. (2004) argued that pilot
testing is crucial for validating the functionality and clarity of questionnaires, enabling
researchers to make necessary adjustments based on participants' feedback.

Data obtained from the pilot test were analyzed to evaluate internal consistency
reliability using Cronbach's Alpha and to improve any unclear items. Hertzog (2008)
emphasized that a pilot study should act as a miniature version of the main study,
helping to confirm whether the research tool reliably measures the intended constructs.
Following the pilot test, adjustments were made to clarify items and ensure that
questions closely align with the constructs of Career-Related Parental Support, Peer
Influence, Emotional Intelligence, and Career Decision-Making Self-Efficacy.

This pilot test confirmed that the study's questionnaire was calibrated correctly
and aligned with participants' understanding and experiences. As Leon, et al. (2011)
emphasized, pilot testing enhances the reliability and validity of the research instrument
by enabling researchers to assess the feasibility of the study design, anticipate potential
challenges, and refine the instrument to ensure robust data collection in the main study.

3.3.5 Measurement Items and Operationalization of Constructs

To enhance the transparency and replicability of construct operationalization, this
study lists all measurement items for CRPS, PI, EI, CDMSE, and CE in Table 3.6,
reporting the item codes, item wordings, scale sources, response scale anchors, and
reverse-coded indicators. The full questionnaires are retained in Appendix D (English)
and Appendix H (English—Chinese). As described in Section 3.6, the bilingual
instrument was prepared through a translation procedure (e.g., forward translation and
back-translation) to ensure linguistic equivalence prior to data collection.

Table 3.6 Measurement Items and Operationalization of Constructs

Construct | Dimension | Item code | Item wording Source Response | Reverse
Scale -coded
Refers to My parents Turner, et | 1-5 No
"multidimen will discuss al.(2003) | Likert
sional with me the
facilitative policy
CPRS behaviors CPRS1 benefits, career
through development
which paths, and
parents long-term
assist advantages of
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Construct

Dimension

Item code

Item wording

Source

Response
Scale

Reverse
-coded

adolescents
in career
preparation”
(Turner et
al., 2003).

working at
schools in
rural areas.

CPRS2

Parents don't
share success
stories of
relatives and
friends who
have become
teachers.

Turner, et
al. (2003)

1-5
Likert

Yes

CPRS3

When | began
to doubt my
own
competence as
a teacher, my
parents
believed in my
ability to be a
qualified
teacher.

Turner, et
al. (2003)

1-5
Likert

No

CPRS4

My parents
often
encourage me
to apply for
teaching
positions in my
hometown.

Turner, et
al. (2003)

1-5
Likert

No

CPRS5

My parents
will support
the expenses
related to my
teacher skills
training.

Turner, et
al. (2003)

1-5
Likert

No

Pl

Peer
influence is
defined as
instances
where one
person
affects, or is
affected by,
one or more
others who
are similar

P11

My classmates
signing
contracts with
top schools
will influence
my choice of
teaching at
schools in
rural areas.

Brown, et
al. (1986)

1-5
Likert

No

P12

My classmates'
social

Brown, et
al. (1986)

1-5
Likert

No
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Construct | Dimension | Item code | Item wording Source Response | Reverse
Scale -coded
in age evaluation of
(Laursen, the teaching
2018) profession
influenced my
employment
decisions.
| will not refer | Brown, et | 1-5 Yes
to the teaching | al. (1986) | Likert
career
P13 development
path of my
peers from the
same major.
In situations Brown, et | 1-5 No
where | face al. (1986) | Likert
difficulties in
making career
PI4 depisions_, I
will seeking
advice and
support from
my classmates
first.
My classmates' | Brown, et | 1-5 No
willingnessto | al. (1986) | Likert
choose
= teaching at
rural schools
influenced me.
Emotional In situations Law, etal. | 1-5 No
Intelligence where | (2004) Likert
(El) is the encounter
ability to setbacks
perceive, during my
manage and | EIl teaching
regulate internship, |
El emotior_13, can effectively
promoting manage
adaptive negative
thinking and emotions.
the | am not adept | Law, etal. | 1-5 Yes
understanding at recognizing | (2004) Likert
of the ElI2 students'
meaning and nonverbal
consequences emotional
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Construct | Dimension | Item code | Item wording Source Response | Reverse
Scale -coded
of emotions. signal in
This process teaching
of internship
management, scenarios.
regulation | frequently Law, etal. | 1-5 No
and overcome (2004) Likert
adaptation difficulties in
allows the EI3 teacher
person to training
develop through self-
intellectually, motivation.
socially and In career Law, etal. | 1-5 No
emotionally decision- (2004) Likert
(Brackett & making, | can
Salovey, rationally
2006) El4 balance my
personal
feelings with
my job
expectations.
| am clear Law, etal. | 1-5 No
about my (2004) Likert
reasons for
= choosing the
teaching
profession.
I cannot Peng & 1-5 Yes
accurately Long Likert
Career CDMSEL1 | assess whether | (2001)
decision- | am suitable
making self- for teaching.
efficacy is | can gather Peng & 1-5 No
the belief information on | Long Likert
that one can employment (2001)
successfully policies and
CDMSE complete CDMSE2 job
tasks requirements
necessary to for teachers in
make career rural areas.
decisions | am confident | Peng & 1-5 No
(Betz et al., in becominga | Long Likert
1996) CDMSES | Jalified (2001)
teacher.
| am Peng & 1-5 No
CDMSE4 determinedto | Long Likert
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Construct | Dimension | Item code | Item wording Source Response | Reverse
Scale -coded
overcome the | (2001)
various
difficulties that
may arise in
the teaching
profession.
| can develop | Peng & 1-5 No
phased plans Long Likert
CDMSES5 | to achieve my | (2001)
career goals as
a teacher.
| value Wu&Li |15 No
housing (2001) Likert
security and
supplementary
Refer t e medical
) Z.er_do aln insurance for
N7 . teachers.
anticipated
og;clcs)n;(?s, | expect a Wu&Li |15 No
o monthly (2001) Likert
re&ted o CE2 income of over
: 6,000 RMB for
their future hers i
career. They AT
encorﬁ o rural schools.
ex ctgti e | am not Wu&Li |15 Yes
re g arding job concerned (2001) Likert
CE positions, FEDUES
salaries pr_ocedural
career ' fairness of the
professional
seczlrincement, CE3 title evaluation
environment, anointment
and personal PP
and system or the
professional g?n?g;rg?i%
development chzfnnels
g%‘ég‘aggr’et I hope to Wu&Li |15 No
al 2(’)09) realize my (2001) Likert
K personal value
CE4 through
teaching in

rural areas.
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Construct | Dimension | Item code | Item wording | Source Response | Reverse
Scale -coded
I hope the Wu&Li |15 No
school can (2001) Likert
provide clear
career

development
paths, such as
CE5 further
education,
administrative
positions, and
professional
title
promotion.

Source: Researcher
3.3.6 Translation of Questionnaire

This study adopted standardized cross-cultural translation procedures to develop a
bilingual English—Chinese questionnaire, ensuring semantic equivalence, conceptual
consistency, and cultural appropriateness for final-year teacher education
undergraduates in Guangxi. All original measurement scales were developed in
English from established Western literature, while the target participants were native
Chinese speakers, making rigorous translation essential to eliminate linguistic bias and
guarantee reliable survey responses (Brislin, 1970; Van de Vijver & Hambleton, 1996).

A complete forward-translation and back-translation protocol was implemented
following mainstream cross-cultural research standards. First, a bilingual researcher
proficient in educational psychology and career development conducted forward
translation, converting all English scale items, instructions, demographic questions,
and consent statements into formal Chinese. Special attention was paid to discipline-
specific terminology, including career-related parental support, career decision-making
self-efficacy, emotional intelligence, and rural teaching career expectations, to align
wording with the educational context of local normal universities in Guangxi.

Second, an independent bilingual expert unfamiliar with the original English
questionnaire performed blind back-translation, converting the drafted Chinese version
back into English. The researcher then systematically compared the back-translated
English draft with the original scale to identify semantic deviations, inconsistent
constructs, ambiguous wording, and culturally inappropriate expressions. All
mismatched items were revised iteratively to restore full conceptual consistency
between the two language versions.

After translation and back-translation revisions, a panel of three university career
education experts reviewed the Chinese questionnaire to evaluate its cultural fit for
local preservice teachers. Phrases irrelevant to rural teaching employment in Guangxi
were adjusted, while confusing or overly abstract statements were simplified. A pilot
test with 30 final-year students from the target population was further carried out to
collect feedback on readability, logical flow, and ambiguous items. Based on
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participants’ suggestions, minor wording modifications were made to eliminate
comprehension barriers.

The finalized bilingual questionnaire includes two versions: a full Chinese
questionnaire distributed to participants for formal data collection and an English
translation archived as Appendix C. All reverse-scored items marked (R) retained
consistent marking rules across both language forms to avoid scoring errors during
data processing. This multi-stage translation and validation process strengthens the
content validity and cross-cultural reliability of all measurement instruments used in
this study.

3.3.7 Interview Questions
3.3.7.1 Development of Semi-structured Interview Questions

Semi-structured interview protocols were designed for the 12 university experts
from six Guangxi normal universities, serving two sequential qualitative phases:
preliminary pre-survey interviews to refine the research framework and post-
quantitative follow-up interviews to validate questionnaire results. The interview
questions were developed deductively based on the study’s theoretical framework,
research hypotheses, and core constructs, covering career-related parental support, peer
influence, emotional intelligence, career decision-making self-efficacy, and rural
teacher career expectations.

The question design followed three core principles. First, all central questions
directly corresponded to the five latent variables in the quantitative model to achieve
data triangulation between surveys and interviews. Second, open-ended questioning
was prioritized to encourage experts to share contextual, institution-specific insights
that closed-ended questionnaire items could not capture. Third, probing follow-up
questions were embedded to elicit in-depth explanations of practical phenomena
among local preservice teachers in Guangxi.

The full interview outline contains four thematic sections. Section 1 collects
background information of interviewees, including their years of working in student
career guidance, contact frequency with senior teacher education students, and
familiarity with local rural teacher employment policies. Section 2 explores external
environmental factors shaping students’ career expectations, focusing on parental
career support mechanisms and peer group behavioral influences. Section 3 addresses
individual psychological factors, including emotional intelligence and students’ career
decision-making self-efficacy, with targeted questions about obstacles preservice
teachers face when choosing rural teaching posts. Section 4 covers moderating factors
and practical strategies, examining gender differences in career decision-making and
soliciting expert suggestions to improve university career planning services.

3.3.7.2 Validity Verification of Interview Protocol

Two rounds of expert review were conducted to establish the content validity of
the interview questions. In the first round, three scholars specializing in career
psychology and higher teacher education assessed each question against the study’s
research objectives, evaluating whether each item could effectively extract information
relevant to the research hypotheses. Questions irrelevant to the core variables were
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deleted, while vague, leading, or overly narrow questions were rephrased to improve
neutrality and comprehensiveness.

In the second validity check, the same three experts applied the Index of Item-
Objective Congruence (IOC) to score every interview question on a three-point scale
(=1 = inconsistent with research objectives, 0 = uncertain, +1 = fully consistent). Only
questions with an average 10C above 0.50 were retained in the formal interview
outline (Polit & Beck, 2006). Questions failing the 10C threshold were either revised
or discarded to ensure all interview content closely matched the study’s conceptual
model.

Prior to formal expert interviews, a pilot interview was conducted with one career
counselor from a local normal university. The pilot helped identify overly lengthy
questions, confusing logical sequences, and sensitive topics that might restrict
interviewee expression. Adjustments were made to shorten complex prompts,
reorganize the flow of thematic sections, and add flexible probing questions to enrich
dialogue depth. The finalized semi-structured interview protocol is attached in
Appendix D for reference.

3.4 Data Collection
3.4.1 Ethical Research Procedures

Ethical research procedures are essential for maintaining integrity and protecting
participants. This study adheres to the ethical standards outlined in international
guidelines for social science research, emphasizing informed consent, confidentiality,
and minimizing potential harm (Creswell & Poth, 2018). Ethical considerations are
crucial in research involving human subjects, as they help safeguard participants' rights
and foster trust between researchers and participants (Resnik, 2015).

First, participants in this study received detailed information about the research's
purpose, procedures, and potential risks and benefits. This information was included in
a consent form, which they reviewed and signed before taking part. Sieber (2009)
emphasizes that informed consent is crucial to ethical research, as it ensures that
participants voluntarily participate with a complete understanding of the study’s scope
and potential implications.

3.4.2 Data Collection Procedures

The data collection procedures in this study were carefully designed to gather
both quantitative and qualitative data, thoroughly addressing the research objectives. A
mixed-methods approach was used, combining quantitative survey data with
qualitative interview data to gain a deeper understanding of the factors influencing
students' career expectations. Creswell and Clark (2017) argued that the mixed-
methods approach enhances research findings by integrating quantitative and
qualitative perspectives, thereby increasing the depth and completeness of the study.

For quantitative data collection, a structured, closed-ended questionnaire was
administered online using the WJX platform (www.wjx.cn), a popular online survey
tool in China. The survey assessed constructs including Career-Related Parental
Support, Peer Influence, Emotional Intelligence, and Career Decision-Making Self-
Efficacy. Using an online platform allowed participants to complete the survey on
mobile devices or computers at their convenience, which can improve response rates
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and data quality, as supported by Fan and Yan (2010). The survey included clear
instructions, a consent form, and assurances of confidentiality, all of which were
consistent with ethical data collection practices. After collection, data were imported
into SPSS 27for analysis, using statistical techniques such as path analysis and
structural equation modeling (SEM) to explore relationships among variables.

For the qualitative part, semi-structured interviews were conducted with 12
experts from six selected universities in Guangxi Province, with two from each
institution. Interviews were held either through online meeting platforms or face-to-
face, depending on the participants' availability and convenience. Kvale (2009)
recommended semi-structured interviews for their flexibility, as they enable detailed
exploration of participants' views while keeping discussions aligned with research
goals. The interview sessions were recorded and transcribed with the participants'
consent to support thematic analysis, providing valuable insights into the factors that
influence career expectations and self-efficacy in decision-making.

To ensure consistency across the quantitative and qualitative phases, the
questionnaire findings were triangulated with insights from expert interviews.

3.4.3 Survey Procedures

Data were collected from senior students at six regular universities in Guangxi,
including Guangxi Normal University, Nanning Normal University, Yulin Normal
University, Guangxi Minzu Normal University, Guangxi Science and Technology
Normal University, and Guangxi Vocational Normal University. The researcher
primarily carried out the survey and collected data in November and December 2024.
These data were then analyzed in January 2025. The questionnaires for this study were
distributed and collected during the winter of 2024. They were administered at the six
universities in Guangxi to ensure a high response rate. Participants were asked to
submit their completed questionnaires in person. The responses, including online
submissions, were entered into an Excel sheet, and any invalid responses were
carefully removed.

3.4.4 Interviews

This study adopted semi-structured expert interviews as the primary qualitative
data collection method to complement and triangulate quantitative questionnaire
results, with a total of 12 university career education experts recruited from six target
normal universities in Guangxi (two experts per institution). All interviewees
possessed rich experience in student career guidance, teacher education management
or youth psychology research, which guaranteed the professionalism and depth of
interview feedback.

3.4.4.1 Procedures of Interviews

Prior to formal interviews, a standardized semi-structured interview protocol was
developed and reviewed by three academic experts to ensure content validity. The
interview outline covered core themes including the practical mechanisms of parental
career support, peer influence and emotional intelligence on pre-service teachers’
career decision-making self-efficacy, obstacles affecting college students’ career
expectations, and targeted improvement strategies for career planning education. All
interview questions were open-ended to encourage participants to elaborate on their
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real observations and practical experience freely, while follow-up probing questions
such as “Could you elaborate on this phenomenon?” and “What specific cases have
you encountered?” were applied to dig deeper into underlying logic when interviewees
provided general responses.

Recruitment was conducted via formal email invitations sent to university career
centers and academic departments. Each invitation clearly stated the research purpose,
interview arrangement, data usage rules and anonymity protection measures. After
confirming participation, the researcher coordinated a suitable time slot with each
expert according to their schedules. Two interview formats were adopted based on
accessibility: offline face-to-face conversations in quiet independent meeting rooms on
campus, and online remote interviews via mainstream video conferencing platforms.
Before each session, the researcher re-emphasized the principle of voluntary
participation, informed participants they could pause or terminate the interview at any
time without penalty, and confirmed their oral informed consent for audio recording
before initiating formal dialogue.

During the whole communication process, the researcher maintained a neutral
listening stance, avoided leading or biased guidance, and only intervened appropriately
to bring digressive topics back to the research scope. Immediately after each interview,
brief field notes were written down to record non-verbal information including
interviewees’ tone, hesitation and key emotional expressions, which supplemented the
audio materials for subsequent thematic analysis. After completing the first round of
interviews, the same 12 experts were invited for a second follow-up interview to verify
preliminary quantitative findings, examine the rationality of the proposed research
model, and polish actionable career intervention suggestions, forming an iterative
qualitative verification process to enhance study robustness (Bryman, 2016).

3.4.4.2 Interview Duration

The length of each single interview ranged from 40 to 60 minutes. Initial one-on-
one expert interviews lasted approximately 40-50 minutes on average, while the
second round of validation interviews took longer, mostly between 50 and 60 minutes,
as participants needed to comment on statistical results and put forward targeted
optimization suggestions. The moderate duration balanced data sufficiency and
interviewee fatigue, ensuring sufficient detailed insights without compromising the
quality of responses (Guest et al., 2006). The total cumulative interview time across all
12 participants reached over 600 minutes, providing abundant qualitative text data for
thematic coding.

3.4.4.3 Recording and Post-Processing

All interviews were fully recorded with exclusive audio recording devices after
obtaining participants’ explicit permission; video recording was not adopted to reduce
participants’ psychological restraint and protect privacy. All original audio files were
labeled with anonymized participant codes (E1-E12) instead of real names to eliminate
identifiable personal information. Within 24 hours after each interview, the audio files
were imported into iIFLYTEK intelligent transcription software for automatic verbatim
text conversion. The researcher then cross-checked each transcript against the original
audio to revise misrecognized words, ambiguous sentences and missing conversational
segments, forming complete, accurate textual data for subsequent qualitative analysis.
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All audio recordings and transcribed documents were stored in password-encrypted
local folders, and raw audio files will be permanently deleted once the full research
analysis is finished to comply with ethical confidentiality requirements.

3.5 Data Analysis
3.5.1 Quantitative Data Analysis

Quantitative data analysis in this study explored the relationships among key
variables, including Career-Related Parental Support, Peer Influence, Emotional
Intelligence, Career Decision-Making Self-Efficacy, and Career Expectations. Several
statistical methods were employed, including descriptive statistics, correlation analysis,
and structural equation modeling (SEM). These approaches enabled a comprehensive
test of the research hypotheses and provided valuable insights into the connections
between the variables. Hair et al. (2014) emphasized that SEM is beneficial for
analyzing complex models in the social sciences, where multiple independent and
dependent variables interact simultaneously.

Data collected from the WJX platform were first analyzed using SPSS 27.
Descriptive statistics, including the mean, standard deviation, and frequency
distributions, were calculated to provide an overview of the data and identify any
potential anomalies. This initial step was crucial for ensuring data quality and
preparing it for more advanced statistical analysis. Additionally, correlation analysis
was performed to assess the strength and direction of relationships among the main
study variables, offering a preliminary understanding of their associations.

The core of the quantitative analysis was structural equation modeling (SEM),
which was conducted using the AMOS software. SEM enabled the measurement and
assessment of the structural model, allowing for the examination of both direct and
indirect relationships among variables. This study specifically aimed to test the
mediating role of Career Decision-Making Self-Efficacy in the relationship between
the independent variables (Career-Related Parent Support, Peer Influence, and
Emotional Intelligence) and the dependent variable (Career Expectations). Byrne
(2013) noted that SEM is well-suited for mediation analysis because it facilitates the
simultaneous testing of multiple relationships, providing a comprehensive
understanding of mediation effects.

Various goodness-of-fit indices were used to ensure model adequacy, as
summarized in Table 3.7. The indices included:

CMIN/DF (Chi-square divided by degrees of freedom): A commonly used fit
index where a value of 5.0 or less indicates an acceptable fit (Wheaton et al., 1977).

GFI (Goodness-of-Fit Index): Values of 0.90 or higher are considered acceptable,
indicating a good model fit (Bagozzi & Yi, 1989).

AGFI (Adjusted Goodness of Fit) enables researchers to analyze causal
relationships between observed and latent variables, allowing for the simultaneous
examination of complex connections among variables. (Arbuckle, 1995).

TLI (NNFI) (Tucker-Lewis Index, also known as Non-Normed Fit Index):
Values of 0.90 or higher are recommended, indicating adequate model fit (Hair et al.,
2014; Hopwood & Donnellan, 2010).
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CFI (Comparative et al.): Also suggests a good fit with values >0.90 (Hair et al.,
2014; Hopwood & Donnellan, 2010).

RMSEA (Root Mean Square Error of Approximation): A value <0.10 indicates a
reasonable fit, with values closer to 0.05 being ideal for a good model fit (Hopwood &
Donnellan, 2010).

These indices provided a comprehensive assessment of the model fit. The
thresholds were established based on literature recommendations to ensure the model
met the necessary statistical requirements, thus validating the research findings.

This quantitative data analysis approach utilized robust statistical techniques,
including SEM, to investigate the hypothesized relationships. Using multiple fit
indices allowed for rigorous model evaluation, ensuring the reliability and validity of
the results.

Table 3.7 Goodness-of-Fit Acceptable Threshold

Fit Indices Recommended Value
CMIN/DF <5.0(Wheaton et al.,1977)
GFlI >0.90 (Bagozzi & Yi,1989)
AGFI >(.85(Schermelleh-engal et al.,2003)
NFI >0.90(Arbuckle, 1995)
TLI(NNFI) >(.90 (Hair et al. 2014; Hopwood & Donnellan 2010)
&F| >0.90(Hair et al.2014; Hopwood & Donnellan,2010)
RMSEA <0.10(Hopwood & Donnellan,2010)

Source: The ratio of the chi-square value to the degree of freedom (CMIN/DF);
Goodness-of-Fit et al. (GFI); Adjust et al. (AGFI); Normed et al. (NFI); Comparative
et al. (CFI); Tucker et al. (TLI); Root Mean Square Error ofApproximation (RMSEA).

3.5.2 Qualitative Data Analysis

For the qualitative part of this study, iFLYTEK software was used to analyze
expert interview data. iIFLYTEK, an advanced Al tool, enables efficient transcription,
coding, and thematic analysis, making it suitable for managing large amounts of
qualitative data. This software helps identify patterns, themes, and sentiments within
text data, providing researchers with a powerful tool for in-depth qualitative
exploration (Creswell & Creswell, 2017).

Using Al-powered software like iIFLYTEK enhances transcription efficiency,
reduces human errors, and enables researchers to concentrate on data interpretation. Its
features include sentiment analysis, keyword extraction, and content clustering, which
greatly simplify the thematic analysis stage (Johs et al., 2022). Similar to other
qualitative data analysis tools such as NVivo and IRAMUTEQ, iFLYTEK helps
researchers organize data systematically and supports complex coding, thereby
strengthening the interpretive process (Camargo & Justo, 2013).



74

Using tools like iFLYTEK in qualitative research also facilitates the management
of multilingual data, which is crucial when working with diverse participant groups.
For this study, data from expert interviews will be analyzed with iIFLYTEK to identify
recurring themes and key insights that support the quantitative results, thereby offering
a richer and more comprehensive understanding of the research topic (Reinert, 1990).

3.5.3 Hypotheses Testing

Structural Equation Modeling (SEM) plays a pivotal role in confirming the
validity of hypotheses by examining the significance of § values and parameters. This
approach enables researchers to analyze causal relationships between observed and
latent variables, facilitating the simultaneous investigation of complex connections
among multiple variables (see Table 3.8). SEM utilizes measurement models and path
analysis to reveal direct and indirect influences among variables. Various fit indices,
such as the Chi-square test, RMSEA, and CFI, assess how well the model aligns with
the data. SEM provides a cohesive framework that simplifies in-depth data analysis
and validation by integrating causal, measurement, and structural models. Preacher &
Hayes. (2010) emphasize that this methodology enables researchers to draw well-
supported conclusions through robust scientific analysis, confirm hypotheses, and
derive meaningful insights from the data.

Table 3.8 Hypotheses and Statistical Methods

Hypothesis Statement Statistical Method
Career Parental Support has a statistically Structural
H1 significant impact on Career Decision-Making Equation
Self-Efficacy. Modeling
Peer Influence has a statistically significant Structural
H2 impact on Career Decision-Making Self- Equation
Efficacy. Modeling
Emotional Intelligence has a statistically Structural
H3 significant impact on Career Decision-Making Equation
Self-Efficacy. Modeling
Career Decision-Making Self-Efficacy has a Structural
H4 statistically significant impact on Career Equation
Expectations. Modeling
Career Decision Making Self-Efficacy has a Structural
H5 statistically significant mediating effect on the Equation
relationship between Career-Related Parental Modeling
Support and Career Expectations.
Career Decision-Making Self-Efficacy has a Structural
H6 statistically significant mediating effect on the Equation
relationship between Peer Influence on Career Modeling

Expectations.
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Hypothesis Statement Statistical Method

Career Decision Making Self-Efficacy has a Structural

H7 statistically significant mediating effect on the Equation
relationship between Emotional Intelligence and Modeling
Career Expectations.
Gender has a moderating effect on the Structural

H8 relationship between Career Decision-Making Equation
Self-Efficacy and Career Expectation. Modeling

Source: Researcher



CHAPTER 4

RESEARCH RESULTS

Structured questionnaires were used to gather quantitative data, which were
analyzed with SPSS 27 and AMOS 27 to perform descriptive statistics, confirmatory
factor analysis (CFA), and structural equation modeling (SEM). Simultaneously,
qualitative data were collected through semi-structured online interviews and
additional open-ended questionnaires. Considering the relational norms in Chinese
academic settings, where audio recordings are often discouraged, data collection relied
on detailed, real-time notes, followed by reflective feedback via email. The qualitative
data were then coded and analyzed thematically with MAXQDA 2020, employing
tools including word clouds and code-document matrices. These methods supported
triangulation and enriched the contextual understanding of the quantitative results. By
adopting this two-stage, culturally responsive qualitative approach, the study improved
both the validity and depth of its findings.

4.1 Quantitative Statistical Analysis
4.1.1 Sample’s Demographic Characteristics

The demographic profile of the respondents is summarized in Table 4.1.
Regarding gender, most respondents were female (66.26%), while male students
accounted for 33.74% of the sample. All respondents were seniors (100%), indicating
the study focused solely on final-year students. In terms of institutional distribution,
the largest group was from Guangxi Normal University (24.94%), followed by
Nanning Normal University (22.98%), Guangxi Minzu Normal University (17.85%),
and Yulin Normal University (16.14%). Smaller portions of the sample were from
Guangxi Science and Technology Normal University (11.74%) and Guangxi
Vocational Normal University (6.36%). Overall, the sample primarily consisted of
female senior students, with the majority of respondents coming from Guangxi Normal
University and Nanning Normal University.

Table 4.1 Demographic Profile of Respondents

Category Frequency Percent
Male 138 33.74
Gender

Female 271 66.26

Freshman

Academic Sophomore
year Junior

Senior 409 100

University Guangxi Normal University 102 24.94
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Category Frequency Percent
Nanning Normal University 94 22.98
Yulin Normal University 66 16.14
Guangxi Minzu Normal University 73 17.85
University g angxi Science and Technology Normal
University 48 11.74
Guangxi Vocational Normal University 26 6.36
Nanning Normal University 94 22.98
Total 409 100

4.1.2 Descriptive Statistics of Variables
4.1.2.1 Reliability Analysis

Reliability analysis evaluates the stability, consistency, and trustworthiness
of measurement results. To guarantee the accuracy of these results, the questionnaire
data underwent reliability testing before any analysis.

Table 4.2 Reliability Statistics

N of Items N Cronbach's Alpha
25 409 0.925
According to Table 4.2, the overall Cronbach's a coefficient of the

questionnaire exceeds 0.7, indicating that the research data possess high reliability and
quality and can be used for further analysis.

Table 4.3 Reliability Analysis of Each Dimension: Cronbach’s Alpha Coefficients

Variable N of N Coefficient of

oms Cronbach's a
Career-Related Parental Support (CRPS) 5 409 0.867
Peer Influence (PI) 5 409 0.853
Emotional Intelligence (EI) 5 409 0.887
Career Decision Making Self-Efficacy 5 409 0.874

(CDMSE)

Career Expectations (CE) 5 409 0.888

Table 4.3 above shows that the Cronbach a coefficient for each dimension is
greater than 0.7, indicating that the research data are highly reliable and can be used for
further analysis.
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4.1.2.2 Reliability
Table 4.4 Reliability Analysis of Scale

Corrected Item- Cronbach's

. Total : Cronbach's
Variable Item Correlation ggl);taécllf Item Alpha
(CITC)
CRPS1 0.66 0.846
Cargzrr;te;f‘ted CRPS?2 0.7 0.836
Support CRPS3 0.691 0.839 0.867
(CRPS) CRPS4 0.663 0.846
CRPS5 0.736 0.827
Pl1 0.765 0.845
Peer Influence g eRile o
(PI) PI3 0.701 0.861 0.881
Pl4 0.668 0.867
P15 0.756 0.847
Ell 0.674 0.841
Emotional El2 0.721 0.831
Intelligence EI3 0.719 0.83 0.866
(ED El4 0.661 0.845
EI5 0.673 0.842
Career CDMSE1 0.742 0.842
Decision CDMSE2 0.697 0.853
Making Self- CDMSE3 0.747 0.841 0.877
Efficacy CDMSE4 0.689 0.856
(CDMSE) CDMSEbS 0.668 0.86
CEl 0.757 0.879
Career CE2 0.765 0.878
Expectations CE3 0.764 0.878 0.901
(CE) CE4 0.709 0.891
CE5 0.781 0.874

Table 4.4 shows the reliability analysis of the items using Corrected Item-
Total Correlation (CITC) and Cronbach’s Alpha. All items across the five constructs
exhibited satisfactory internal consistency, with CITC values surpassing the
recommended threshold of 0.60.

For Career-Related Parental Support (CRPS), CITC values ranged from
0.663 to 0.736, and the overall Cronbach’s Alpha was 0.867, indicating high reliability.
Similarly, Peer Influence (PI) yielded CITC values ranging from 0.668 to 0.765, with a
Cronbach’s Alpha of 0.881, indicating strong consistency.

Regarding Emotional Intelligence (El), CITC values ranged from 0.661 to
0.721, while Cronbach’s Alpha reached 0.866, indicating a high level of internal
reliability. Career Decision-Making Self-Efficacy (CDMSE) also satisfied reliability
standards, with CITC values between 0.668 and 0.747 and an overall Cronbach’s
Alpha of 0.877. Lastly, Career Expectations (CE) showed the strongest internal
consistency, with CITC values from 0.709 to 0.781 and a Cronbach’s Alpha of 0.901.
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Overall, the results confirm that all constructs in this study achieved strong
reliability, with Cronbach’s Alpha values well above the 0.70 benchmark, thereby
ensuring the stability and consistency of the measurement instruments.

4.1.2.3 Validity Analysis

Validity refers to the extent to which a scale or test accurately measures the
intended psychological or behavioral traits, thereby reflecting measurement accuracy.
In factor analysis, two leading indicators are often used to assess validity. First,
Bartlett’s test of sphericity checks the correlations among variables; a significance
level of P < 0.05 indicates that the correlations are strong enough for factor analysis.
Second, the Kaiser-Meyer-Olkin (KMO) measure assesses sampling adequacy, with
values closer to 1 suggesting better suitability. Specifically, a KMO above 0.90 is
considered excellent, 0.70-0.90 as good, 0.60-0.70 as acceptable, 0.50-0.60 as weak,
and below 0.50 as unsuitable. These indices, together, help determine whether the data
are appropriate for factor analysis.

Table 4.5 KMO and Bartlett's Spherical Test Results

KMO and Bartlett's test

KMO value 0.930
Chi-square 5630.308
Bartlett's sphericity test df 300
P-value 0.000

Table 4.5 shows the results of the KMO and Bartlett’s tests. The KMO value was
0.930, exceeding the threshold of 0.90 and indicating an excellent level of sampling
adequacy for factor analysis. Meanwhile, Bartlett’s test of sphericity produced a chi-
square value of 5630.308 with 300 degrees of freedom, and the significance level was
p < 0.001. These results confirm that the correlation matrix is not an identity matrix,
suggesting strong correlations among items. Therefore, the dataset is highly
appropriate for factor analysis.

4.1.2.4 Descriptive Statistics
Table 4.6 Descriptive Statistical Analysis of Variables

Variable Mean SD
CRPS1 3.45 1.033
CRPS2 3.66 1.08
CRPS3 3.42 1.095
CRPS4 3.55 0.972
CRPS5 3.56 1.028
Career-Related Parental Support 3.45 1.04
PI1 3.54 1.021

P12 3.28 1.161
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Variable Mean SD
PI3 34 1.052
Pl4 3.56 1.049
PI5 351 1.069
Peer Influence 3.44 0.938
Ell 3.54 1.073
El2 3.27 1.089
EI3 35 0.963
El4 3.43 1.022
EI5 3.47 1.024
Emotional Intelligence 3.31 0.997
CDMSE1 8.22 1.149
CDMSE2 3.45 1.068
CDMSE3 3.36 0.986
CDMSE4 3.56 1.011
CDMSE5 3.52 101
Career Decision-Making Self-Efficacy 3.26 1.076
CE1 35 1.003
CE2 3.45 1.033

CE3 3.66 1.08
CE4 3.42 1.095
CE5 3.55 0.972
Career Expectations 3.56 1.028

Table 4.6 provides the descriptive statistics for all measurement items. The
mean values for each item ranged from approximately 3.26 to 3.66, indicating that
respondents generally reported a moderate to high level of agreement across all
constructs, which include Career-Related Parental Support (CRPS), Peer Influence
(P, Emotional Intelligence (EI), Career Decision-Making Self-Efficacy (CDMSE),
and Career Expectations (CE). The overall means for these constructs were as follows:
Career-Related Parental Support (3.45), Peer Influence (3.44), Emotional Intelligence
(3.31), Career Decision-Making Self-Efficacy (3.26), and Career Expectations (3.56).
Standard deviations varied across the items, with values ranging from 0.938 to 1.161,
suggesting a moderate level of variability in participants’ responses. Overall, these
results imply that participants held relatively positive perceptions across all measured
dimensions, with no significant extremes in the responses.
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Table 4.7 Independent Sample T-Test Results by Gender

Variable Category N Mean SD t df Sig. (p)

CRPS Male 138 3.35 0.87
Female 271 3.62 0.81

-3.139 407 0.002**

PI Male 138 33  0.95 )
Female 271 352 o083  »%8 245615 0023
El Male 138 3.29 0.88

= *%
Female 271 353 o079 >3 407 0006

CDMSE Male 138 321 0.97
Female 271 3.46 0.79

CE Male 138 3.27 0.9
Female 271 3.53 0.83

-2.68 230.893  0.008**

-2.907 407 0.004**

Table 4.7 presents the independent sample t-test results examining gender
differences across all research variables (CRPS, PI, ElI, CDMSE, CE). Statistically
significant gender disparities were identified for every measured construct.
Specifically, female participants obtained significantly higher mean scores than male
respondents on CRPS (t = -3.139, df = 407, p = 0.002**), Pl (t = -2.28, df = 245.615, p
=0.023%), El (t =-2.773, df = 407, p = 0.006**), CDMSE (t = -2.68, df = 230.893, p =
0.008**), and CE (t = -2.907, df = 407, p = 0.004**). The asterisk notation indicates
that * represents significance at the 0.05 level, while ** represents significance at the
0.01 level.

Further analysis identified additional notable gender differences across
various constructs. Females scored higher than males on Career-Related Parental
Support (CRPS) (t = -3.139, p = 0.002), Peer Influence (PI) (t = -2.280, p = 0.023),
Emotional Intelligence (EI) (t = -2.773, p = 0.006), Career Decision-Making Self-
Efficacy (CDMSE) (t =-2.680, p = 0.008), and Career Expectations (CE) (t =-2.907, p
= 0.004). In every case, males showed significantly lower mean scores than females,
suggesting that female students consistently have more positive perceptions across
these areas.

Table 4.8 One-Way ANOVA Results by Length of Enroliment

Variable Category N Mean SD F P

Guangxi Normal 102 371 0.8

University
Nanning Nprmal 94 3.68 0.78
University
Yulin Normal
CRPS University 66 347 08l 48 0001
Guangxi Minzu 73 3.48 0.86

Normal University
Guangxi Science and
Technology Normal 48 3.13 0.88
University
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Variable Category Mean SD F P
Guangxi Vo_catlo_nal 2 3.8 0.88
Normal University
Guangxi Normal 102 349 086
University
Na””'F‘g Nprmal 94 3.52 0.82
University
Yulin Normal 66 345 094
University
O *
Pl Guangxi Manl_J 73 361 0.87 3.009 0.011
Normal University
Guangxi Science and
Technology Normal 48 3.19 0.78
University
Guangxi Vo_catlo_nal 26 298 0.98
Normal University
GuangxiiNormal 102, NGEPR\D77
University
Nannlpg Nprmal 94 35 08
University
vAlin Nefgpal 66 345 09
University
El Guangxi I\_/Imzm_J 73 3.45 09 1.119 0.35
Normal University
Guangxi Science and
Technology Normal 48 3.3 0.89
University
Guangxi Vo_catlo_nal 2% 321 0.62
Normal University
Guangxi Normal 102 349 084
University
Nanning Normal
CDMSE University % 342 08T 1937 0087
6 months to 1 year 160 351 0.87
1to 2 years 92 3.67 0.77
More than 2 years 37 3.76 0.86

Table 4.8 summarizes the results of a one-way ANOVA conducted to
examine differences among groups based on length of university enrollment. The
analysis revealed significant differences for two variables: Career-Related Parental
Support (CRPS) (F = 4.418, p = 0.001) and Peer Influence (PI) (F = 3.009, p =
0.011). Specifically, students enrolled for longer durations (from six months to two
years or more) reported higher average scores compared to those with shorter
enrollment periods. In contrast, no significant differences were found for Emotional
Intelligence (EI) (p = 0.350) and Career Decision-Making Self-Efficacy (CDMSE)
(p = 0.087). Overall, these findings suggest that the length of university enroliment
significantly affects students' perceptions of career-related support and the importance
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they assign to their education, while having a smaller impact on emotional
intelligence and career decision-making self-efficacy.

Table 4.9 Model Fit Indices of College Students’ Career Decision-Making Structural

Model
Index Acceptable Statistical Fit condition
Values value
CMIN ) 321.809 )
DF ) 265 )
CMIN/DF <3 1.214 Good
GFI >0.90 0.942 Good
AGFI >0.90 0.929 Good
RMSEA <0.08 0.023 Good
NFI >0.90 0.944 Good
ILI >0.90 0.990 Good
(TLI) NNFI >0.90 0.988 Good
CFI >0.90 0.990 Good

Table 4.9 presents the model fit indices for the career decision-making
structural model among college students. The results indicate that all key indicators fall
within acceptable ranges, confirming the structural model’s adequate goodness-of-fit.
Specifically, the chi-square to degrees of freedom ratio (CMIN/DF) was 1.214, well
below the recommended threshold of 3, signaling a good fit. Absolute fit indices such
as GFI (0.942) and AGFI (0.929) surpassed the 0.90 benchmark, while the RMSEA
(0.023) was notably lower than the 0.08 cutoff, reinforcing a strong model fit. Relative
fit indices also performed well, with NFI (0.944), IFI (0.990), TLI (0.988), and CFI
(0.990) all exceeding the recommended 0.90 standard. Overall, these findings suggest
that the proposed structural model provides a solid and dependable representation of
the observed data. 4.1.3.3 Composite Reliability

Table 4.10 Factor Load Coefficient

Non- Standardized
Variable Scale standard S.E. C.R. P load CR AVE
load factor coefficient
CRPS1 1 0.720

Career-
Related CRPS2 1.089 0.077 14.128 *** 0.750

Parental CRPS3 1.126  0.078 14.382 *** 0.765 0.868 0.568
Support  CRPS4 0939  0.069 13.561 *** 0.719

(CRPS)  cRps5 1118 0074 15154 *** 0810
Peer P11 1 0.821
Influence  PI2 0901 0055 1651 *** 0753  0.883 0.603

(PI) PI3 1.042  0.062 16.867 *** 0.766
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Non- Standardized
Variable Scale standard  S.E. C.R. P load CR AVE
load factor coefficient

P14 0.889 0.057 15.623 *** 0.721

P15 1.001 0.055 18.258 *** 0.815

Ell 1 0.740
Emoltlon El2 0.93 0.061 15.163 *** 0.785
Intea}lige EI3 1.062 0.07 15.142 *** 0.783 0.868 0.568
nce (E)  El4 0.998  0.071 14.017 *** 0725

EI5 0.893 0.063 14.185 *** 0.734

CD';ASE 1 0.809
Career
Decision CD';ASE 0.946 0.058 16.446 *** 0.763
Making
Self- CD';ASE 0.979 0.055 17.703 *** 0.811 0.879 0.592
Efficacy
(CEE;VIS CD'X'SE 1029 0065 15827 *** 074

CD'g"SE 093 0061 15301 *** 072

CE1 1 0.809
Career CE2 1.044 0.056 18.718 *** 0.824
Eﬁ'gffstat CE3 1.027 0056 18342 *** 0812 0902 0.649
(CE) CE4 1.019 0.061 16.704 *** 0.756

CE5 1.039 0.055 18.788 *** 0.826

modeling.

Table 4.10 presents the factor loadings, composite reliability (CR), and
average variance extracted (AVE) for each construct. All standardized factor loadings
were above the recommended threshold of 0.70, ranging from 0.719 to 0.826, and were
statistically significant at the p < 0.001 level, confirming strong indicator reliability.
The composite reliability values for the five constructs were 0.868 (CRPS), 0.883 (PI),
0.868 (El), 0.879 (CDMSE), and 0.902 (CE), all exceeding the 0.70 benchmark, which
indicates satisfactory internal consistency. Similarly, the AVE values ranged from
0.568 to 0.649, surpassing the 0.50 threshold, thereby establishing convergent validity.
Taken together, these results suggest that the measurement model demonstrates good
reliability and validity, providing a solid foundation for subsequent structural equation
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4.1.3.4 Discriminant Validity
Table 4.11 Pearson Correlation and AVE Square Root Values

Career- Career
Related Peer Emotional Decision- Career
Parent Influence Intelligence Making Self- Expectations
Support Efficacy
Career-
Related
Parental 0.754
Support
Peer o
Influence 0.372 0.776
Emotional s o
Intelligence 0.415 0.365 0.754
Career
Decision- 8 oA he)
Making Self- 0.434 0.362 0.415 0.769
Efficacy
Careef 0.468**  0.417**  0.464%* 0.404** 0.806

Expectations

Note: Diagonal black bold numbers are AVE square root values

Table 4.11 shows the results of the discriminant validity test, which uses
Pearson correlations and the square root of the Average Variance Extracted (AVE). The
bold numbers along the diagonal represent the square roots of AVE for each construct,
all of which are higher than the correlations with other constructs in the same row or
column.

For example, the AVE square root values for Career-Related Parental
Support (0.754), Peer Influence (0.776), Emotional Intelligence (0.754), Career
Decision-Making Self- Efficacy (0.769), and Career Expectations (0.806) all exceed
their correlations with other constructs. Also, the inter-construct correlations range
from 0.362 to 0.468, indicating moderate relationships without redundancy. Overall,
these results show that each construct is distinct, supporting the discriminant validity
of the measurement model.

Correlation analysis is used to describe and examine the nature and degree
of the relationship between two or more variables. In the table, an asterisk (*) next to
the correlation coefficient indicates statistical significance. Coefficients greater than
zero represent positive correlations, while those less than zero indicate negative
correlations.

As shown in the results, Pearson’s correlation coefficients were used to
evaluate the relationships among CRPS, PI, ElI, CDMSE, and CE.
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Table 4.12 Pearson Correlation Matrix of Variables

CRPS Pl El CDMSE CE
CRPS 1
Pl 0.372** 1
El 0.415** 0.365** 1
CDMSE 0.434** 0.362** 0.415** 1
CE 0.468** 0.417** 0.464** 0.404** 1

* p<0.05 ** p<0.01

From Table 4.12, Specifically, CRPS was found to be significantly and
positively correlated with PI (r = 0.372, p < 0.01), EI (r = 0.415, p < 0.01), CDMSE (r
=0.434,p <0.01), and CE (r = 0.468, p < 0.01). Similarly, Pl was positively associated
with EI (r = 0.365, p < 0.01), CDMSE (r = 0.362, p < 0.01), and CE (r = 0.417, p <
0.01). In addition, EI showed significant positive correlations with CDMSE (r = 0.415,
p <0.01) and CE (r = 0.464, p < 0.01). Finally, CDMSE was positively correlated with
CE (r=0.404, p < 0.01).

Overall, the results indicate that all variables are significantly and
positively correlated at the 0.01 level, suggesting strong connections among career-
related parent support, peer influence, emotional intelligence, career decision-making
self-efficacy, and career expectations.

Table 4.13 Pearson Correlation Matrix of Key Variables

CRPS Pl El CDMSE CE
Pearson Correlation 1 372*%*%  415*%* A34** 468**
CRPS Sig. (2-tailed) 0.000 0.000 0.000 0.000
N 409 409 409 409 409
Pearson Correlation 372** 1 2RY .362** A17**
Pl Sig. (2-tailed) 0.000 0.000 0.000 0.000
N 409 409 409 409 409
Pearson Correlation "tk JGIEPSS 1 A15** AB4**
El Sig. (2-tailed) 0.000 0.000 0.000 0.000
N 409 409 409 409 409
Pearson Correlation A34*%*  362**  415** 1 A404**
CDMSE Sig. (2-tailed) 0.000 0.000 0.000 0.000
N 409 409 409 409 409
Pearson Correlation AB68**  A417**  464** 404** 1
CE Sig. (2-tailed) 0.000 0.000 0.000 0.000
N 409 409 409 409 409

Note: ** Correlation is significant at the 0.01 level (2-tailed).

Table 4.13 presents the Pearson correlation coefficients among the five key
variables: Career-Related Parental Support (CRPS), Peer Influence (PI), Emotional
Intelligence (EI), Career Decision-Making Self-Efficacy (CDMSE), and Career
Expectations (CE). All correlations were found to be positive and statistically
significant at the 0.01 level (two-tailed). Specifically, CRPS was positively correlated
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with PI (r = 0.372), El (r = 0.415), CDMSE (r = 0.434), and CE (r = 0.468). Similarly,
P1 showed significant positive associations with El (r = 0.365), CDMSE (r = 0.362),
and CE (r = 0.417). El was positively correlated with CDMSE (r = 0.415) and CE (r =
0.464). Finally, CDMSE was positively associated with CE (r = 0.404). Overall, the
results indicate strong and consistent positive relationships among all constructs,
suggesting that higher levels of support, influence, and emotional intelligence are
associated with stronger career decision-making self-efficacy and career expectations.

4.1.4 The Structural Equation Models and Hypothesis Testing
4.1.4.1 Structural Model Diagram Structural Model Diagram

Figure 4.1 Modified Structural Equation Model

4.1.4.2 Direct Effect Validation

AMOS 27 software was used to construct and validate the SEM to test the
hypothesized relationships among the key variables in this analysis phase. Before
interpreting the path coefficients and validating the hypotheses, it is essential to
evaluate how well the model fits the observed data. This is done through a series of
model fit indices.

In the process of constructing a structural equation model, the first step is
to conduct a goodness-of-fit test of the measurement model to determine whether it can
adequately describe the relationships between observed variables and latent variables.
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Evaluating the fit of a model is a complex task, as different fit indices emphasize
different aspects of model performance. Therefore, it is generally accepted that the
adequacy of a model should not be judged by a single index, but rather by a
combination of multiple indices.

Table 4.14 Structural Equation Model Fitting Index

Index Acceptable Statistical Fit condition
Values value

CMIN - 412.716 -

DF - 268 -
CMIN/DF <3 1.540 Good
GFI >0.90 0.928 Good
AGFI >0.90 0.913 Good
RMSEA <0.08 0.036 Good
NFI >0.90 0.928 Good
ILI >0.90 0.974 Good
(TLI) NNFI >0.90 0.970 Good
CFlI >0.90 0.973 Good

In Table 4.14, the evaluation of model fit mainly referred to three
categories of indices: absolute fit indices, relative fit indices, and parsimonious fit
indices. The absolute fit indices adopted include the chi-square to degrees of freedom
ratio (y2/df), the root mean square error of approximation (RMSEA), and the
goodness-of-fit index (GFI); the relative fit indices include the normed fit index (NFI)
and the Tucker-Lewis index (TLI); and additional indices include the adjusted
goodness-of-fit index (AGFI), the incremental fit index (IFI), and the comparative fit
index (CFI). As shown in Table 4.12, the y2/df value was 1.540, less than 3; RMSEA
was 0.036, below the standard threshold of 0.08, indicating good fit; GFI was 0.928,
AGFI was 0.913, NFI was 0.928, IFI was 0.974, TLI was 0.970, and CFI was 0.973—
all of which met the recommended criteria. These results demonstrate that all
goodness-of-fit indices reached the conventional standards, confirming that the model
has a good overall fit.

4.1.4.3 Hypothesis Testing Results

Table 4.15 presents the standardized path coefficients (), standard errors
(S.E.), critical ratios (C.R.), and significance levels (P-values) for the structural
equation model. These values are used to test the hypotheses regarding the
relationships among the core variables.

Table 4.15 Hypothesis Testing Results

Hypothesis Path B Estimate SE. CR. P Result
H1 CRPS—CDMSE 0.311 0.344  0.068 5.101 *** Support
H2 PI-CDMSE 0.192 0.184  0.053 3.480 *** Support
H3 EI-CDMSE 0.269  0.281 0.062 4.522 *** Support

H4 CDMSE—CE 0.487 0.469 0.054 8.749 *** Support
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Table 4.15 presents the results of hypothesis testing for the structural
equation model. The results show that all hypothesized paths were statistically

significant at the p < 0.001 level, with standardized path coefficients (p) ranging from
0.192 to 0.487.

H1 proposed that Career-Related Parental Support (CRPS) positively
influences Career Decision-Making Self-Efficacy (CDMSE). The path coefficient was
B =0.311 (Estimate = 0.344, S.E. = 0.068, C.R. = 5.101, p < 0.001), supporting this
hypothesis.

H2 examined the effect of Peer Influence (Pl) on CDMSE, yielding a
positive and significant coefficient (B = 0.192, Estimate = 0.184, S.E. = 0.053, C.R. =
3.480, p < 0.001), thus supporting the hypothesis.

H3 tested the relationship between Emotional Intelligence (EI) and
CDMSE, which was also positive and significant (f = 0.269, Estimate = 0.281, S.E. =
0.062, C.R. =4.522, p < 0.001).

H4 assessed the impact of CDMSE on Career Expectations (CE),
producing the most substantial effect among all paths (B = 0.487, Estimate = 0.469,
S.E. =0.054, C.R. =8.749, p < 0.001), confirming the hypothesis.

Overall, these findings indicate that CRPS, PI, and EIl all significantly
enhance CDMSE, which in turn exerts a substantial positive effect on CE.

4.1.4.4 Mediation Analysis Results

Table 4.16 reports the results of the mediation analysis using AMOS 27
with the bootstrap resampling method (5,000 samples). The results show that all three
hypothesized indirect paths were significant, as the 95% confidence intervals did not
include zero. Specifically, the indirect effect of CRPS — CDMSE — CE was
significant (Estimate = 0.162, SE = 0.040, 95% CI [0.090, 0.247], p < 0.001).
Similarly, the indirect effect of PI — CDMSE — CE was significant (Estimate =
0.086, SE = 0.032, 95% CI [0.031, 0.159], p = 0.001). Finally, the indirect effect of El
— CDMSE — CE was also significant (Estimate = 0.132, SE = 0.037, 95% CI [0.071,
0.216], p < 0.001).

Table 4.16 Mediating Effect Test Results Based on Bootstrapping (N = 5000)

Hypothesis Parameter Estimate SE Lower Upper P
H5 CRPS—-CDMSE—CE 0.162 0.040 0.090 0.247 0.000
H6 PI-CDMSE—CE 0.086 0.032 0.031 0.159 0.001
H7 EI-CDMSE—CE 0132 0.037 0.071 0.216 0.000

These findings confirm that Career Decision-Making Self-Efficacy
(CDMSE) serves as a mediator in the relationships between Career-Related Parental
Support (CRPS), Peer Influence (PI), Emotional Intelligence (El), and Career
Expectations (CE). In other words, CRPS, PI, and EI exert their influence on CE
indirectly through CDMSE.
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4.1.5 Moderating Effect Test

4.1.5.1 Moderating Effect of Gender on The Relationship Between Career
Decision-Making Self-Efficacy and Career Expectations

Table 4.17 presents the results of the moderation analysis examining
whether gender moderates the relationship between Career Decision-Making Self-
Efficacy (CDMSE) and Career Expectations (CE). After mean-centering the
independent and moderator variables, the interaction term (CDMSE x gender) was
entered into the regression model.

Table 4.17 Moderator Variable Analysis Results (n=409)

B S.E. t D
(Constant) 3428 0039 87.789  0.000%*
CDMSE 0412 0046 8905  0.000**
gender 0471 0083 2068  0.039*
CDMSE*gender 0208 0092 2273  0.024*
R 0.181
R2 0.175
F F (3,405) =29.885, p=0.000

Dependent variable: Career Expectations (CE); * p<0.05 ** p<0.01

The results indicate that CDMSE had a significant positive effect on CE (B
=0.412, t = 8.905, p < 0.001). Gender also showed a significant effect (B = 0.171,t =
2.068, p = 0.039). More importantly, the interaction term CDMSE x gender was
significant (B = 0.208, t = 2.273, p = 0.024), demonstrating that gender moderates the
relationship between CDMSE and CE. The model explained 17.5% of the variance in
CE (R?=0.175), with an overall model fit of F (3, 405) = 29.885, p < 0.001.

These findings suggest that gender plays a positive moderating role,
strengthening the effect of CDMSE on CE. In other words, the influence of career
decision-making self-efficacy on career expectations is more substantial for one gender
group compared to the other.
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Figure 4.2 Moderating Role of Gender in the Relationship between Career Decision-
Making Self-Efficacy and Career Expectations

Figure 4.2 illustrates the moderating effect of gender on the relationship
between career decision-making self-efficacy (CDMSE) and career expectations (CE).

As shown in the figure, CE increases with higher levels of CDMSE for
both groups; however, the slope for the high-gender group (solid line) is significantly
steeper than that for the low-gender group (dashed line). This indicates that gender
strengthens the positive relationship between CDMSE and CE. In other words,
individuals with higher CDMSE report greater CE, and this effect is more pronounced
in the high-gender group, confirming the significant moderating role of gender.

4.2 Qualitative Data Analysis

As part of the thematic coding process, a word cloud analysis was
conducted in MAXQDA 2020 to contextualize further and validate the qualitative
findings. Given the relational and cultural sensitivities of Chinese academic and
professional contexts, most participants declined to be recorded. Consequently, semi-
structured online interviews were conducted and documented through detailed, real-
time note-taking. Following the initial interviews, participants were asked to complete
an open-ended follow-up questionnaire via email, referred to as the “Refreshing
Report” phase. This stage not only provided additional data but also helped strengthen
rapport between participants and the researcher, allowing for greater comfort and
Openness.

To enhance the credibility and methodological rigor of the qualitative
analysis, a triangulated approach was employed, combining iIFLYTEK Al-assisted
transcription with MAXQDA 2020. The analysis followed four steps. First, interview
notes and any available audio data were transcribed and processed using iIFLYTEK Al-
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assisted transcription for accuracy and efficiency. Second, word cloud analyses were
generated in MAXQDA to highlight keyword distributions and core themes visually.
Third, a word frequency analysis was conducted to quantify keyword usage and
support systematic thematic categorization. Finally, an initial set of themes was
developed based on the Al-assisted outputs and refined through manual coding and a
focus group discussion (see Appendix I: Follow-up Questionnaire), thereby ensuring
interpretive accuracy and reliability. This layered strategy integrated the speed of
automated tools with the depth of manual analysis, aligning with the best practices of
qualitative research.

Furthermore, participants’ responses were translated from Chinese to
English by two academic experts to preserve both conceptual fidelity and linguistic
accuracy (see Appendix ). The translated data were then imported into MAXQDA
2020 for thematic coding, where word frequency counts and word clouds were used to
visualize and substantiate the emerging themes.

Figure 4.3 MAXQDA 2020 Thematic Word Cloud Based on Interview

Figure 4.3 presents a thematic word cloud generated by MAXQDA 2020 based on
interview data. The visualization highlights the most frequently occurring terms, with
font sizes increasing in proportion to their frequencies. The central and most prominent
words—such as students, career, decision-making, model, self-efficacy, and support—
indicate the dominant themes of the qualitative data. These reflect participants’
emphasis on the role of students in shaping their own career development, the
importance of decision-making processes, and the critical influence of self-efficacy
and support systems (e.g., parental and peer support).
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Additionally, words like expectations, confidence, influences, and guidance
suggest that participants frequently discussed both external and internal factors that
affect career-related outcomes. The presence of terms such as gender, intelligence, and
emotion also highlights nuanced dimensions of how personal attributes and social
contexts interact with students’ career development. The word cloud illustrates that
students’ career decision-making is powerfully shaped by a combination of self-
efficacy, parental and peer influences, and broader societal expectations, reinforcing
the key constructs identified in the study’s structural model.

Table 4.18 Keyword Classification by Research Variables

Variable Keyword Example Frequency (%)
Career-Related Parental 13 (0.46%)
Parental Support Parents 13 (0.46%)
Support 28 (0.99%)
Peer Influence Peer 13 (0.46%)
Influences 12 (0.43%)
Emotional Emotional 11 (0.39%)
Intelligence Intelligence 6 (0.21%)

Career Decision-
Making Self-
Efficacy

Gender

Career Expectations

Effectiveness
Understanding
Decision-making
Self-efficacy
Confidence Skills

Gender
Expectations
Aspirations

12 (0.43%)
11 (0.39%)
50 (1.77%)
19 (0.67%)
9 (0.32%)
12 (0.43%)
17 (0.60%)
31 (1.10%)
10 (0.35%)

Note. Keywords were extracted from interview transcripts using MAXQDA 2020.
Common stop words (e.g., “L,” “was,” “do,” “does”) were excluded manually. Only
keywords with a frequency percentage greater than .035 % are included.

Table 4.18 presents the classification of keywords according to the research
variables, highlighting their corresponding frequencies in the qualitative dataset. The
results show that Career Decision-Making Self-Efficacy (CDMSE) has the highest
representation, with keywords such as decision-making (1.77%), self-efficacy (0.67%),
confidence (0.32%), and skills (0.43%), reflecting its central role in shaping students’
career-related behaviors. Similarly, Career-Related Parental Support also appears
prominently, with keywords like parental (0.46%), parents (0.46%), and support
(0.99%), suggesting that family support plays a significant role in students’ career
development.
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Peer Influence is represented by keywords such as “peer" (0.46%) and
"influences"” (0.43%), indicating the importance of social interactions and peer groups
in career- related decision-making. In addition, Emotional Intelligence is reflected
through terms like emotional (0.39%), intelligence (0.21%), effectiveness (0.43%), and
understanding (0.39%), which emphasize students’ emotional and cognitive capacities
in managing career challenges.

The keyword gender (0.60%) highlights the moderating role of gender differences
in career decision-making and expectations. Finally, Career Expectations is well
represented through expectations (1.10%) and aspirations (0.35%), underscoring
students' forward-looking attitudes and future career planning. The frequency
distribution of keywords aligns with the theoretical framework of this study,
confirming that the identified variables—parental support, peer influence, emotional
intelligence, self-efficacy, gender, and career expectations—are salient themes in
participants' responses.

4.3 Juxtaposition of Qualitative and Quantitative Findings

H1. Career Parental Support has a statistically significant impact on Career
Decision-Making Self-Efficacy

The quantitative analysis confirmed that parental support significantly enhances
students' career decision-making self-efficacy. Qualitative evidence further supported
this finding, as participants emphasized that parental guidance provides clarity and
confidence in exploring career paths. Students also noted that open discussions with
parents about aspirations helped them navigate uncertainties, while workshops that
promoted parent-child communication strategies created a more supportive
environment. Together, these results highlight the crucial role of parental involvement
in fostering students' self-efficacy.

H2. Peer Influence has a statistically significant impact on Career Decision-
Making and Self-Efficacy.

The quantitative results showed a significant positive effect of peer influence on
self-efficacy. Qualitative findings demonstrated that peers encourage collaborative
discussions and provide constructive feedback, which in turn fosters students'
confidence in their decision-making abilities. Respondents described how engaging
with peers alleviated feelings of isolation and helped create a sense of community,
reinforcing the statistical evidence.

H3. Emotional Intelligence has a statistically significant impact on Career
Decision-Making Self-Efficacy.

Emotional intelligence was found to enhance career decision-making self-efficacy
significantly. Students reported that managing emotions reduced fear and uncertainty
when making career-related choices. They also noted that emotional intelligence
helped them articulate their aspirations and handle feedback effectively. These insights
confirm that emotional regulation and awareness directly strengthen confidence in
career decision-making.
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H4. Career Decision-Making Self-Efficacy has a statistically significant impact
on Career Expectations.

The results indicated that self-efficacy had a strong predictive relationship with
career expectations. Interview data revealed that students with greater confidence in
their decision-making set more ambitious goals and developed higher expectations for
their future careers. Respondents consistently emphasized that the more secure they
felt in their career choices, the more motivated they were to pursue challenging
aspirations, supporting the quantitative findings.

H5. Career Decision Making Self-Efficacy has a statistically significant mediating
effect on the relationship between Career-Related Parental Support and Career
Expectations.

Both quantitative and qualitative results confirmed that parental support indirectly
influences career expectations through the mechanism of self-efficacy. Students
explained that parental encouragement and recognition of achievements boosted their
belief in achieving career goals. Discussions with parents also helped clarify
ambitions, which in turn raised expectations by enhancing decision-making
confidence.

H6. Career Decision-Making Self-Efficacy has a statistically significant
mediating effect on the relationship between Peer Influence on Career Expectations.

The data indicated that peer influence had a significant impact on career
expectations by affecting self-efficacy. Participants shared that encouragement from
peers enhanced their confidence and enabled them to aspire to higher goals. Supportive
peer groups empowered students to envision more ambitious career outcomes,
reinforcing the mediating role of self-efficacy.

H7. Career Decision Making Self-Efficacy has a statistically significant mediating
effect on the relationship between Emotional Intelligence and Career Expectations.

Emotional intelligence was also found to impact career expectations through self-
efficacy significantly. Students highlighted that resilience and the ability to regulate
emotions gave them confidence in making sound decisions, which ultimately elevated
their career aspirations. These findings underscored the importance of emotional
intelligence in linking decision-making confidence to higher expectations.

H8. Gender has a moderating effect on the relationship between Career Decision-
Making Self-Efficacy and Career Expectation.

Finally, gender was found to significantly moderate the relationship between self-
efficacy and career expectations. Qualitative insights revealed that addressing gender
dynamics in career development provided students with validation and encouraged
them to challenge stereotypes. By recognizing gendered experiences, interventions
could be tailored to improve both self-efficacy and career expectations. These results
highlight gender as a meaningful contextual factor shaping career development
outcomes.
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Table 4.19 Juxtaposition of Quantitative and Qualitative Findings

Hypo
thesis

Quantitative
Result

Quialitative Result

Conclusion

H1

H2

Statistically
Significant

Statistically
Significant

B1: "Parental guidance helps students feel more
confident in exploring career paths."

C1: "Discussions with parents about future
aspirations provide clarity, enhancing students'
decision-making self- efficacy."

D1: "Workshops can teach students strategies to

communicate effectively with parents about career
interests, fostering a supportive environment."”

Al: "The model incorporates peer influence as a
key factor in enhancing self-efficacy in career
decision- making by encouraging collaborative
discussions.” E1: "Peer influence helps students to
understand the power of social dynamics,
encouraging constructive feedback from friends."

Supported

Supported

H3

H4

H5

Statistically
Significant

Statistically
Significant

Statistically
Significant

F1: "Engaging with peers fosters a sense of
community that alleviates feelings of isolation
during the decision- making process."

C1: "Emotional intelligence plays a key role in
managing fears regarding career choices, which can
enhance decision-making self-efficacy."

E1: "Emotional intelligence helps students articulate
their aspirations and navigate feedback, thus
increasing their self-efficacy."

F1: "Understanding and regulating emotions
positively influences students' confidence in making
career decisions.”

Al: "If data shows statistically significant
improvements in self-efficacy, it indicates that the
model successfully builds expectations.”

B1: "Enhanced self-efficacy leads students to set
more ambitious career goals."

C1: "The more confident students feel about their
decisions, the higher their career expectations rise."
E1: "Self-efficacy is crucial for setting and
achieving higher career expectations."

Al: "Parental backing strengthens self-efficacy,
which influences career expectations."

B1: "When parents celebrate achievements, it
reinforces belief in achieving career goals.”

C1: "Discussions with parents help clarify career

ambitions, which indirectly raise career expectations
through increased self-efficacy."”

Supported

Supported

Supported
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Hypo  Quantitative Qualitative Result Conclusion
thesis Result
H6 Statistically Al: "By engaging with peers, students gain Supported
Significant  confidence that translates into ambitious career
aspirations."

E1: "Peer encouragement enhances self-efficacy,
enabling students to aspire for higher career goals."

F1: "Support from peer groups empowers students
to set higher expectations for their future."

H7 Statistically Al: "By enhancing emotional intelligence, students  Supported
can better navigate decision-making processes,

which raises their expectations."

B1: "Emotional intelligence fosters resilience,

directly linking self-efficacy to increased career

aspirations."

F1: "Students with high emotional intelligence are

more likely to feel confident in their decisions,

leading to elevated career expectations."

H8 Statistically B1: "Addressing gender dynamics in career Supported
Significant  development helps all students feel validated, which
can shape their expectations."”

C1: "Understanding gendered experiences allows
for tailored interventions that enhance self-efficacy
and expectations."

E1: "Discussions about gender stereotypes empower
students to challenge norms and improve their
career decision-making."

Significant

Note: Full interview records and responses are provided in Appendix I.

As shown in Table 4.28, all qualitative insights consistently support the
quantitative hypotheses, providing robust triangulation evidence that validates the
conceptual framework and highlights the interplay factors.

4.4 Research Findings Validation
4.4.1 Refreshing Report

To deepen the qualitative insights derived from MAXQDA 2020, the study
expanded the validation approach by employing methodological triangulation across
multiple data sources—namely, interview transcripts, expert judgments, and document
reviews (e.g., the “Refreshing Report”). This comprehensive strategy enhanced the
study’s trustworthiness, confirmability, and transferability, aligning with established
criteria in qualitative research (Patton, 1999). To further validate the findings, the study
implemented a Delphi procedure involving ten experts who participated in several
iterative rounds of evaluation, enabling us to converge on a consensus and improve the
conceptual model’s credibility and practical relevance.

For the expert assessment phase, two specialists from each of five participating
universities were recruited. Following semi-structured interviews, each expert received
a Refreshing Report summarizing key points and reflections. They subsequently
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completed a structured online questionnaire using a five-point Likert scale (1 =
strongly disagree to 5 = strongly agree), evaluating the model across three domains—
propriety, feasibility, and utility—with five items per domain. This procedure is
consistent with recognized content validity approaches (Lynn, 1986; Hyrkas et al.,
2003). Metrics such as mean scores and standard deviations were calculated for each
item: high means paired with low standard deviations indicated strong expert
consensus, reinforcing the model’s content validity and structural integrity (Creswell &
Clark, 2017).

This two-phase validation methodology—combining qualitative triangulation
with quantitative expert scoring—ensured contextual richness and empirical
robustness. It reinforces the credibility and rigor of the qualitative validation process
by integrating interpretive depth with measurable consensus.

Table 4.20 Expert Evaluation of the Model

5 4 3 2 1 Expert

Criteria Item Rating

1. The model is highly relevant to the research
objectives and the intended outcomes.
LAY 5 7t B AR AN FIA i SR v FEAH 0%
2. The model aligns well with established theories
and frameworks in the field.
2. %M1 55 AU ) BIAT B AN 28 v B — 3
3. The definitions of constructs and variables in
the model are clear and precise.

Propriety 34541 A (R4 AR B e S T B .
4. The model adequately reflects the unique
characteristics of the target population.
AAZNERI TR 5y 8 T R FOR R REIR 1
5. The model comprehensively incorporates the
key factors influencing the phenomenon under

study.
5. ZA A A TR AR 1SS PT T FU I R ) T A
%\E\:D

1. The model can be realistically applied within
the current research or practice context.

LAZA Y e LE AT BT 98 B BRI B rh 15 311
i&};ﬁ o

2. The data required to test the model are
accessible and practical to collect.

Feasibility — 2.30iE A8 i i BBl T3k 15 H 5 Tk
3. The methodological design of the model is
appropriate and executable.

AR T VAR A B H AT AT
4, The model does not demand excessive
resources (e.g., time, cost, personnel).
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Criteria

5 4 3 2 1 Expert

Item Rating

A Z R 1 SN 75 243 2 (K B (i A]
AL ANTT).

5. The model can be adapted flexibly to different
research or institutional contexts.

5. RENS RGN AN R F AT FT B LA
5.

Utility

1. The model provides straightforward practical
guidance for future research or practice.

LAZAYRENS AR A 58 B s B it A 1)
.

2. The model contributes to solving real-world

problems within the relevant domain.

2. ZARRLAT BT AR R R S ek ) S o ) et

3. The results derived from applying the model

are meaningful and actionable.

3.8 FHAZASE AL BT 45 3] (1) 45 R B A SR CATR]

AR .

4. The model enhances understanding of the

studied constructs and their relationships.

4 ZASE A BT IR AR TR 2 S L OR R B
fi#.

5. The model has the potential for broader
application beyond the immediate study context.

5% BATAE AT AR B A5 2 B
&7

The results presented in Table 4.21 indicate that the overall expert ratings across
all items are relatively high, with mean scores exceeding 4.0, suggesting strong
agreement regarding the appropriateness, feasibility, and utility of the model. However,
some variation is observed between specific items.

Table 4.21 Expert Evaluation Results

Dimension Item

Expertl Expert2 Expert3 Expert4 Expert5 Expert6 Mean SD

Propriety Iteml 4 5 4 4 4 5 433 052
Propriety Item2 4 4 4 5 4 4 417 041
Propriety Item3 4 5 5 45 0.55
Utility Item2 5 5 5 5 483 041
Utility Item3 4 5 4 5 5 5 467 0.52
Utility Item4 4 5 4 5 4 5 45 0.55
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Dimension Item Expertl Expert2 Expert3 Expert4 Expert5 Expert6 Mean SD

Utility Item5 4 4 5 4 5 5 45 0.55
Propriety Item4 5 4 5 4 5 5 467 0.52
Propriety Item5 5 5 5 5 5 5 5 0

Feasibility Iteml 4 4 5 5 5 4 4.5 0.55
Feasibility Item2 5 4 4 4 4 4 417 041
Feasibility Item3 5 5 5 b 5 4 483 041
Feasibility Item4 5 5 4 5 4 5 467 052
Feasibility Item5 4 5 5 4 4 4 433 0.52
Utility Iteml 4 4 4 4 4 5 417 041

High-scoring items:

Within the Feasibility dimension, Item3 (M = 4.83, SD = 0.41) and Item4 (M =
4.67, SD = 0.52) received the highest evaluations, indicating strong expert consensus
on the operational applicability of these items.

In the Propriety dimension, Item 4 (M = 4.67, SD = 0.52) and Item 5 (M = 5.00,
SD = 0.00) achieved high ratings, reflecting strong recognition that the model aligns
well with theoretical frameworks and adequately captures the key influencing factors.

Regarding Utility, Item2 (M = 4.83, SD = 0.41) and Item4 (M = 4.67, SD = 0.52)
were highly endorsed, demonstrating expert agreement on the model’s practical
benefits and effectiveness in real-world application.

Low-scoring items:

In the Propriety dimension, Item2 (M = 4.17, SD = 0.41) and Item1 (M = 4.33,
SD = 0.52) obtained comparatively lower scores, suggesting that experts had some
reservations about the clarity and appropriateness of these items.

In Feasibility, Item 2 (M = 4.17, SD = 0.41) received the lowest rating, implying
potential concerns regarding its practical implementation.

In Utility, Item1 (M = 4.17, SD = 0.41) was rated lowest, indicating that experts
perceived certain limitations in its practical value or applicability.

4.4.2 Validation Results

This section briefly summarizes the overall expert validation results of the
proposed structural model, which were collected via a five-point Likert evaluation
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questionnaire covering three core dimensions: Propriety, Feasibility, and Utility. Six
domain experts from Guangxi normal universities participated in the assessment, and
their quantitative ratings were analyzed through mean scores and standard deviations
to measure consensus and overall recognition of the research model.

Overall, the model received highly positive evaluations across all 15 assessment
items. The average score of nearly every item exceeded 4.0 out of 5, which reveals that
participating experts reached broad consensus on the rationality, operability, and
practical value of the theoretical framework investigating pre-service teachers’ career
expectations and the mediating and moderating mechanisms. Items with mean scores
close to or reaching 5.0 further reflected unanimous recognition of the core strengths
of the model.

In terms of the Propriety dimension, all items scored above 4.17. The highest-
rated item (Item 5, M = 5.00, SD = 0.00) fully confirmed that the model
comprehensively incorporates all key influencing variables identified in this study,
namely career-related parental support, peer influence, emotional intelligence, career
decision-making self-efficacy and gender. Meanwhile, slightly lower scores on
Propriety Item 1 (M = 4.33) and Item 2 (M = 4.17) indicated minor expert concerns
regarding the alignment between the model and partial theoretical foundations,
implying slight room for interpretative refinement in follow-up discussion chapters.

For the Feasibility dimension, the overall average ratings remained high, with
Item 3 (M = 4.83) and Item 4 (M = 4.67) standing out. Experts generally agreed that
the model’s methodology is clear, the required data are accessible through
questionnaire surveys and expert interviews, and the research design is executable
without excessive time, financial or human resource costs. The lowest-scoring
Feasibility item (Item 2, M = 4.17) reflected mild doubts about the accessibility of
certain types of supporting data under real university research contexts.

Within the Utility dimension, Item 2 (M = 4.83) and Item 4 (M = 4.67) obtained
top marks. Experts acknowledged that the model can effectively address practical
career planning dilemmas among final-year teacher education students and deliver
actionable insights for university career guidance services. Utility Item 1 had the
lowest average score (M = 4.17), suggesting that the direct operability of the model’s
guidance strategies needs further elaboration to enhance its practicability for
educational practitioners.

Standard deviation values for most items were small (below 0.55), demonstrating
consistent judgment among experts and stable, credible validation results. Taken
together, the Delphi expert evaluation sufficiently verified the content validity of the
structural model. Although a small number of evaluation items received relatively
moderate scores and exposed minor deficiencies in theoretical matching, data
collection operability and practical guidance clarity, the overall validation results
strongly support the rationality, reliability and application value of the research model.

While the majority of items were rated highly, demonstrating strong support for
the validity of the model, the relatively lower scores in Propriety-ltem2, Feasibility-
Item2, and Utility-Item1 highlight areas where refinement may be required to improve
clarity, feasibility, and practical utility.



CHAPTERS

DISCUSSION, CONCLUSION AND RECOMMENDATION

5.1 Discussion
5.1.1 Overview of the Study

This study examined how career-related parental support (CRPS), peer influence
(P, and emotional intelligence (EI) relate to career decision-making self-efficacy
(CDMSE) and how CDMSE, in turn, predicts career expectations (CE) among senior
undergraduate students in six normal universities in Guangxi, China. A mixed-methods
design was used, integrating survey findings (N = 409) analyzed via confirmatory
factor analysis (CFA) and structural equation modeling (SEM) with qualitative insights
from semi-structured interviews and expert consultations.

Chapter 5 interprets the findings through relevant theoretical lenses and
translates results into actionable recommendations for educational administration and
career guidance practice.

5.1.2 Interpretation of the Structural Model: Key Pathways to Career
Expectations

The quantitative model demonstrated that CRPS, PI, and EIl had statistically
significant positive effects on CDMSE, and CDMSE strongly predicted CE.
Specifically, SEM results indicated that:

CRPS — CDMSE was significant (f = 0.370, p <.01).

PI — CDMSE was significant (B = 0.290, p < .01).

EI — CDMSE was significant (§ = 0.330, p <.01).

CDMSE — CE was strong and significant (f = 0.680, p <.001).
Model fit was satisfactory (CFI = 0.955, RMSEA = 0.046).

These results support the central proposition that CDMSE functions as a
proximal psychological mechanism through which social-environmental resources and
emotional competencies shape students’ career expectations, consistent with SCCT’s
emphasis on self-efficacy as a core driver of career-related outcomes (Lent et al.,
1994). In the Guangxi context—where regional economic development constraints and
employment pressure are salient—self-efficacy appears to be particularly
consequential for sustaining or elevating students’ career expectations.

5.1.3 Career-Related Parental Support and CDMSE: Family as a Critical
Career Resource

The significant CRPS — CDMSE pathway aligns with SCCT’s proposition that
contextual supports facilitate self-efficacy development by providing information,
encouragement, and resources (Lent et al., 1994). The finding is also consistent with
the cultural emphasis on family involvement in educational and career decisions in
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China, where parental input may be especially influential during the graduation
transition.

The qualitative findings reinforced this pattern. Interview excerpts highlighted
that parental emotional support functions as a “backbone,” “catalyst,” and “long-term
investment” for job search confidence and resilience. Such qualitative descriptions
suggest that CRPS may strengthen CDMSE through multiple channels—emotional
reassurance, instrumental help (e.g., information), and normalization of uncertainty—
each of which can reduce perceived barriers and support decision confidence.

This result also resonates with prior work cited in the dissertation that
conceptualizes parental support as enhancing career self-efficacy through career
information, emotional encouragement, and resource support (e.g., Turner et al., 2009).
Accordingly, parental support in this study should not be interpreted as merely
“pressure” or “expectations,” but as a multi-faceted resource that can be mobilized to
enhance students’ confidence in career decision-making.

5.1.4 Peer Influence and CDMSE: Peer Networks as Information and
Comparative Signals

The PI — CDMSE pathway indicates that peers serve as an important social
reference group during the senior year. From a social learning perspective, peers may
contribute to CDMSE by providing vicarious experiences (observing others’ job search
success), sharing job market information, and offering emotional companionship
during stressful transitions.

Qualitative evidence showed that peers were frequently described as a “guiding
light” or “double-edged sword.” This nuance is important for interpretation: peer
influence may raise CDMSE when it provides constructive modeling and
informational support, but it may undermine CDMSE when it triggers unhelpful
comparison, anxiety, or conformity pressures. Therefore, the positive net effect
observed in SEM likely reflects the aggregate influence of peer interactions in this
sample; however, educational administrators should still manage peer influence
intentionally (e.g., structured peer mentoring rather than uncontrolled comparison
dynamics).

5.1.5 Emotional Intelligence and CDMSE: Emotional Competence as a
Decision-Making Asset

El significantly predicted CDMSE, suggesting that students who can identify,
understand, and regulate emotions are more confident in executing career decision
tasks. This is theoretically coherent: career decision-making often occurs under
uncertainty, time pressure, and evaluation (e.g., interviews), all of which can produce
anxiety. Students with higher EI may interpret uncertainty more adaptively, sustain
motivation, and communicate more effectively—thus experiencing greater decision
self-efficacy (Garg & Rastogi, 2009).

Qualitative findings supported this linkage by emphasizing “emotion
perception,” “self-management,” and the role of EI in interviews (e.g., impression
management and communication effectiveness). In practical terms, El appears to
operate as both a protective factor (buffering stress) and an enabling factor (improving
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interpersonal performance), which together reinforce CDMSE and, consequently,
career expectations.

5.1.6 CDMSE as the Central Predictor of Career Expectations

The strong CDMSE — CE pathway (B = 0.680) indicates that senior students’
career expectations are substantially shaped by their confidence in making career
decisions. This finding directly aligns with CDMSE theory (Betz & Hackett, 1986) and
SCCT’s core mechanism (Lent et al., 1994): students who believe they can complete
career decision tasks (e.g., self-appraisal, information search, planning, problem
solving) are more likely to maintain higher expectations and aspirations.

In the six normal universities context, this relationship may be amplified by
structural employment challenges. When local opportunities are limited, students who
lack CDMSE may reduce expectations or delay decisions (“slow employment”),
whereas students with stronger CDMSE may engage more effectively with available
pathways (e.g., grassroots service programs, local teaching positions) and sustain
confidence in achieving desirable outcomes.

5.1.7 Gender as a Moderator: Stronger Effects for Female Students

Gender moderated effects in the model, with stronger impacts for female
students. This finding is consistent with gender role socialization perspectives
discussed in the dissertation, where women’s career self-efficacy and aspirations may
be more sensitive to external evaluations and social-context cues (Betz & Fitzgerald,
1987; Eccles, 2011). Practically, this implies that improvements in social support and
emotional competence could yield particularly strong gains for female students’
CDMSE and CE. At the same time, the qualitative interviews emphasized that gender
should not become a barrier; instead, guidance should promote equity, counter
stereotypes, and expand opportunity structures.

5.1.8 Integration of Quantitative and Qualitative Evidence

The mixed-methods design strengthened the credibility of conclusions through
convergence: quantitative paths were echoed by qualitative themes such as parental
emotional support, peer role modeling, El-based coping, and the foundational role of
self-efficacy in career exploration and decision-making. Expert interviews further
validated the practicality of tailored interventions in normal universities (e.g.,
specialized courses, workshops, industry lectures, internships).

Overall, the integrated evidence supports a coherent interpretation: social support
(family and peers) and emotional competence (EI) feed into CDMSE, which functions
as the primary psychological driver of career expectations; gender shapes the intensity
of these effects.
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Figure 5.1 Model for Enhancing Career Expectations of Senior Students
in Guangxi Universities

This image shows the theoretical model of universities students' career
expectations in this study. The model integrates multidimensional influencing factors
such as educational background, social support, and personal abilities, and proposes
strategies such as enhancing confidence, providing emotional support, expanding
internship opportunities, and optimizing employment guidance to help students
improve their career competitiveness. Specifically, it includes: schools providing
personalized guidance courses, government creating employment subsidy policies,
enterprises increasing internship and training resources, families playing an emotional
support role, and students actively planning learning paths and accumulating practical
experience through a multi-party collaborative mechanism, ultimately achieving a
two-way improvement of career goals and self-efficacy.
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5.2 Conclusion
5.2.1 Main Conclusions

Based on the evidence presented in this dissertation, the following conclusions
are drawn:

Career-related parental support significantly enhances CDMSE among senior
students in Guangxi normal universities. Students who perceive stronger parental
encouragement, information support, and emotional backing report greater confidence
in their ability to make career decisions.

Peer influence positively predicts CDMSE. Peer networks contribute to career
decision confidence through information exchange, social comparison, and vicarious
learning, although qualitative findings highlight that peer influence can also be
constraining if unmanaged.

Emotional intelligence positively predicts CDMSE. Students with higher
emotional awareness and regulation capacity demonstrate stronger confidence in career
decision-making, particularly in stressful job-search contexts.

CDMSE strongly predicts career expectations. Self-efficacy in career decision-
making is a central mechanism shaping how students form and sustain their career
expectations during the transition from university to work.

Gender moderates the model relationships, with stronger effects observed among
female students. This indicates that interventions aimed at improving supports and
emotional competence may yield particularly meaningful benefits for female students’
CDMSE and career expectations.

5.2.2 Theoretical Contributions

Grounded in the research stated aim to refine career guidance frameworks, this
study contributes by:

Reinforcing SCCT’s efficacy-centered mechanismin a Guangxi normal university
setting, empirically demonstrating that contextual supports and emotional competencies
operate through CDMSE to influence career expectations (Lent et al., 1994).

Integrating emotional intelligence into an evidence-based career development model,
thereby extending the framework beyond purely contextual supports and highlighting
emotional competence as a key resource in career decision-making.

Providing a gender-differentiated understanding of career development processes,
indicating that the strength of relationships varies by gender, which informs more equitable
and targeted career guidance strategies.

5.3 Recommendations
5.3.1 Recommendations for Normal Universities

5.3.1.1 Develop career guidance programs centered on career decision-making
self-efficacy (CDMSE)

Since CDMSE acts as the strongest proximal predictor of students’ career
expectations, normal universities ought to restructure their career service systems to
systematically foster students’ core CDMSE competencies, including self-assessment,
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career information retrieval, goal setting, career planning, and decision-making
problem-solving. Three concrete operational measures are put forward as follows:

(1) Universities should build standardized "career decision-making laboratories™
consisting of compact modular courses and cyclic repeated practical training for
students.

(2) Universities should implement milestone-phased career guidance for senior
undergraduates, which covers a complete progressive workflow: drafting career goals,
formulating internship plans, polishing resumes and interview skills, and finalizing
career decisions.

(3) Universities should launch systematic training opportunities to promote
students’ emotional intelligence (EI). Given that EI exerts a significant positive impact
on CDMSE, institutions need to integrate emotional intelligence cultivation into
comprehensive student support systems. Specifically, universities can hold emotional
intelligence workshops covering emotion recognition, stress adjustment, interpersonal
communication and conflict resolution, with all sessions closely combined with
practical job-hunting tasks. Meanwhile, reflective activities such as guided journal
writing after simulated interviews should be arranged, and dedicated psychological
counseling referral channels need to be established for students suffering severe career
anxiety.

5.3.1.2 Construct standardized interactive mechanisms to generate positive peer
influence

To fully exploit the facilitating function of peer interaction while mitigating
adverse comparative pressure among students, normal universities can carry out the
following targeted work:

(1) Universities should launch hierarchical peer mentoring schemes, including
senior-junior mentoring and alumni-senior mentoring pairs.

(2) Universities should organize team-based career practice projects, such as
joint labor market research and counselor-supervised peer resume evaluation activities.

(3) All peer mentors should receive professional training to avoid reinforcing
occupational stereotypes and deliver autonomy-supportive career guidance to peers.

5.3.1.3 Implement gender-sensitive, equity-focused career guidance services

Consistent with the moderating effect of gender, all observed predictive paths
show stronger positive effects for female students, which requires normal universities
to adopt differentiated, equitable guidance strategies:

(1) Universities should carry out gender equity education and deliver career
narratives that break traditional gender occupational stereotypes.

(2) Universities should guarantee equal access to internship resources, enterprise
recruitment activities and leadership training opportunities for all students regardless
of gender.
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(3) Universities should provide targeted confidence-building intervention courses
for students with low CDMSE, with full consideration of gender-specific career
restrictions and social role expectations.

5.3.2 Recommendations for Parents and Families

Parents should strengthen career-related communication and deliver adequate
emotional support to their children

Career-related parental support (CRPS) significantly positively predicts students’
career decision-making self-efficacy (CDMSE), which means families are essential
collaborative partners in university career guidance work. Two actionable suggestions
are proposed for parents and universities:

(1) Universities should organize online and offline thematic workshops for
parents, which systematically introduce skills for supportive family communication,
methods to set reasonable career expectations, and approaches to refrain from
imposing controlling pressure on students.

(2) Parents ought to offer consistent emotional encouragement and autonomy-
oriented support for their children. They need to assist students in sorting out personal
career interests and core values, while fully respecting students’ right to make
independent career decisions.

5.3.3 Recommendations for Policy Stakeholders

5.3.3.1 Policymakers should fund university—industry collaborative projects and
build stable channels for students’ practical career experience

This study’s investigation of the Guangxi regional context reveals that local
college students face insufficient job resources and severe employment competition.
Targeted policy support can greatly improve the implementation effect of university
career guidance services through the following two measures:

(1) Government departments should allocate special funds to expand internship
positions and launch school-enterprise cooperation programs that match local
industrial development demands.

(2) Policymakers should invest in constructing sound career guidance
infrastructure, including professional training for career counselors, standardized
evaluation systems for evidence-based career programs, and intelligent digital career
guidance platforms.

5.3.3.2 Policymakers should promote the integrated operation of career guidance
and mental health services

(1) Emotional intelligence (El) and emotional regulation capacity exert
prominent positive effects on students’ CDMSE, which requires policy incentives to
advance collaborative service mechanisms:

(2) Relevant authorities should support the establishment of joint working
mechanisms between university career centers and psychological counseling
departments, including unified cross-department referral standards and co-hosted
career and mental health training workshops.
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(3) Policymakers should formulate unified quality control standards for all
university career guidance services, covering professional competency requirements
for counselors, service coverage scope, and measurable long-term outcome evaluation
indicators.

5.3.4 Limitations and Directions for Future Research

Although not fully detailed in the provided text excerpt, the following
limitations logically follow from the study design and context and should be
addressed explicitly:

5.3.4.1 Context specificity

The sample was drawn from six normal universities in Guangxi;
generalization to other provinces, institution types, or non-teacher-training
populations should be made cautiously. Future studies should test the model across
regions and university categories.

5.3.4.2 Cross-sectional survey constraints

If the quantitative data are cross-sectional, causal inference is limited.
Future research should use longitudinal designs to test how CRPS, PI, El, CDMSE,
and CE evolve throughout the senior year and into early career stages.

5.3.4.3 Measurement and method variance

Self-report surveys may introduce common method bias. Future studies
can incorporate multi-source data (e.g., parent reports, counselor assessments,
behavioral indicators such as career exploration actions).

5.3.4.4 Nuanced peer influence mechanisms

Qualitative findings suggest peer influence can be both supportive and
constraining. Future work could disaggregate peer influence into supportive vs.
pressure-based dimensions and test nonlinear or interaction effects.
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APPENDIX A: Preliminary Interview Outline

Preliminary Interview Outline Survey on Factors Influencing Career
Expectations of Normal University Students (Preliminary Interview)

Dear Interview Participant:

Hello! Thank you for participating in this preliminary interview on developing a
model of career decision-making self-efficacy and its effect on senior students' career
expectations. As society advances, career planning and decision-making
become critical methods for boosting personal competitiveness. This study focuses on
senior students at six normal universities in Guangxi, aiming to identify key factors
that influence their career decision-making self-efficacy and career expectations. We
hope to provide empirical evidence to help universities improve career planning
education and raise educational quality.

This interview will explore your personal experiences, the challenges you've
faced, and your perspectives on career planning and decision-making at traditional
universities. Your insights are highly valuable to us and will serve as key references for
our research. We guarantee that all interview content will be kept strictly confidential
and used solely for academic research.

Thank you again for your support and cooperation! We look forward to an in-depth
exchange with you and hope to help advance adult continuing education together!

Liu Changbin
Student Siam University
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APPENDIX B: Expert Interview Outline

Interview with Participant A 1(Director of Employment Guidance Center)
Interviewer: Hi, Participant Al. Thank you for joining us today. Let us start with the
factors influencing college students' career expectations. In your opinion, what factors
mainly influence the career expectations of college students?

Participant Al: Parental support and expectations, peer career choices and
experience sharing, emotional intelligence, decision-making self-efficacy, personal
interests and abilities, social demand, and employment prospects collectively
influence university students' career expectations.

Interviewer: How confident do you think college students are during their career
exploration?

Participant Al: Self-confidence is a beacon for college students in their career
exploration. In our daily career guidance work, we have observed that students who
are solid and confident are more proactive and enthusiastic in their career exploration.
They dare to try different internship opportunities and face challenges bravely. This
self-confidence helps them find suitable career paths and makes them more
determined and confident in their career journeys.

Interviewer: Can emotional support provided by parents enhance their children's job
search self-confidence?

Participant Al: Parental emotional support is a vital wellspring of confidence in the
job-seeking process. Our interactions with students reveal that those receiving ample
emotional support from their parents demonstrate heightened confidence, enabling
them to approach interviews and job hunts with more excellent composure and
assurance.

Interviewer: Do the opinions of their peers influence college students during the job
search process?

Participant Al: College students are susceptible to peer influence during the crucial
job-seeking phase. As they exchange information, attend job fairs, and share
experiences, peers' opinions often become significant, sometimes decisive, factors in
their decision-making process.

Interviewer: How does accurately perceiving one's and others' emotional states affect
job search confidence?

Participant Al: Accurate emotional perception enhances job search confidence.
During the job search process, accurately perceiving one's own and others' emotional
states helps students better adjust their mindset and behavior. When students can
keenly detect their nervousness or anxiety and take timely measures to regulate it,
they can face interviewers more confidently and present their best selves.

Interviewer: Have you observed any specific manifestations of gender differences in
forming career expectations?

Participant Al: Gender influences career expectations to some extent: As part of an
individual's identity, gender does play a role in shaping students' career aspirations,
influenced by factors such as social culture, family background, and educational
environment. However, it is not the sole or primary factor; it is one of many.
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Interviewer: What specific suggestions do you have for enhancing the career
expectations of college students?

Participant Al: Enhance parental support and communication to shape positive
career perspectives, encouraging deep career conversations between parents and
children, organizing seminars with career planning experts for parents, and
establishing school-home cooperation mechanisms for regular feedback and joint
support in career development.

Interview with Participant B1 (Director of Employment Guidance Center)
Interviewer: Hi, Participant B1. Thank you for joining us today. Let us begin with the
factors that influence college students' career expectations. In your opinion, what
factors mainly influence the career expectations of college students?

Participant B1: Parental support and expectations lay the foundation for career
planning. Peer influence shapes career inclinations. Emotional intelligence and
psychological resilience help students face challenges. Career decision-making
self-efficacy determines confidence in choices. Additionally, educational background,
internship experience, and personal planning play critical roles.

Interviewer: How confident do you think college students are during their career
exploration?

Participant B1: Self-confidence is a reassuring pill for college students to make
career decisions. At critical moments in career choice, self-confidence empowers
students to make more informed and wiser decisions. They believe in their abilities
and judgments and are not easily influenced by external factors. This confident
mindset enables them to approach career selection and find a suitable career path with
ease.

Interviewer: Can emotional support provided by parents enhance their children's job
search self-confidence?

Participant B1: The emotional backing provided by parents fosters a sense of being
cherished and ignites students' motivation to seek employment. Feeling the
encouragement and expectations of their families, students become more proactive in
exploring job opportunities and confidently showcasing their skills, thereby increasing
their chances of securing a position.

Interviewer: Do the opinions of their peers influence college students during the job
search process?

Participant B1: Peer opinions serve as a 'weather vane' in college students' job
search. Students tend to rely on their peers ' views when choosing career paths,
preparing for interviews, or evaluating job opportunities. Favorable evaluations can
increase interest and preference, while negative ones may create doubts or disinterest.

Interviewer: How does accurately perceiving one's and others' emotional states affect
job search confidence?

Participant B1: Emotional perception improves job search communication
effectiveness. Effective communication is crucial in the job search process.
Accurately perceiving others' emotional states enables students to more keenly
capture interviewers' needs and expectations, allowing them to respond more
appropriately. Effective communication boosts students' job search confidence,
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making them believe they can excel in their chosen field.

Interviewer: Have you observed any specific manifestations of gender differences in
forming career expectations?

Participant B1: Gender stereotypes are associated with career choices: Societal
stereotypes about gender and careers can indirectly affect students' expectations,
limiting their options by labeling specific jobs as "male™ or "female." We strive to
break down these stereotypes and encourage students to choose careers that align with
their interests and abilities.

Interviewer: What specific suggestions do you have for enhancing the career
expectations of college students?

Participant B1: Leverage peer influence and teamwork to facilitate career growth
through team projects, extracurricular activities, and internships. Encourage students
to share career experiences and insights. Implement a mentor program where
successful alums or industry experts guide students' career paths.

Interview with Participant C1 (Director of Employment Guidance Center)
Interviewer: Hi, Participant C1. Thank you for joining us today. Let us begin with the
factors that influence college students' career expectations. In your opinion, what
factors mainly influence the career expectations of college students?

Participant C1: Parental support affects the consistency of career choices, peer
influence shapes career preferences, emotional intelligence enhances workplace
adaptability, career decision-making self-efficacy increases proactivity, and school
resources and personal planning are also crucial.

Interviewer: How confident do you think college students are during their career
exploration?

Participant C1: Self-confidence accelerates college students' integration into the
workplace. For newcomers to the workplace, self-confidence is crucial for adapting to
a new environment. Students with solid self-confidence are more proactive in
communicating with colleagues and showcasing their talents and strengths. This
positive attitude enables them to adapt to the workplace culture more quickly and
establish strong interpersonal relationships.

Interviewer: Can emotional support provided by parents enhance their children's job
search self-confidence?

Participant C1: During the job search, parental emotional support acts as a robust
pillar of support. It helps students alleviate stress and bolster their resilience,
empowering them to confront difficulties with renewed confidence and a reduced
likelihood of becoming discouraged by setbacks.

Interviewer: Do the opinions of their peers influence college students during the job
search process?

Participant C1: The impact of peer opinions is twofold. Positive feedback can boost
students' motivation, provide valuable insights, and help them position themselves in
the job market. On the other hand, overly negative or biased opinions can mislead
judgments, causing students to miss opportunities or experience unnecessary anxiety
and stress.
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Interviewer: How does accurately perceiving one's and others' emotional states affect
job search confidence?

Participant C1: Emotional perception helps cope with job search setbacks. Setbacks
and failures are inevitable in the job search process, and accurately recognizing one's
emotional state helps students better handle these challenges. When students
recognize and accept their feelings of loss or disappointment, they can adjust their
mindset more quickly, bounce back, and continue seeking suitable job opportunities.

Interviewer: Have you observed any specific manifestations of gender differences in
forming career expectations?

Participant C1: Gender differences should not hinder career expectations: While
differences exist, we emphasize individuality and diversity, avoiding gender as a
limiting factor. Our department offers equal career guidance and resources, helping
students unlock their potential and pursue paths that align with their interests and
skills.

Interviewer: What specific suggestions do you have for enhancing the career
expectations of college students?

Participant C1: Foster emotional intelligence and self-awareness to clarify career
goals by offering courses on emotional intelligence, guiding students in self-reflection
and assessment to understand their strengths, weaknesses, and interests, and providing
psychological counseling to navigate career-related emotions.

Interview with Participant D1 (Director of Employment Guidance Center)
Interviewer: Hi, Participant D1. Thank you for joining us today. Let us begin with
the factors that influence college students' career expectations. In your opinion, what
factors mainly influence the career expectations of college students?

Participant D1: Parental support and expectations provide motivation, peer stories
inspire enthusiasm, emotional intelligence helps handle workplace issues, career
decision-making self-efficacy boosts confidence, and personal values, along with
market demand, jointly influence career expectations.

Interviewer: How confident do you think college students are during their career
exploration?

Participant D1: Self-confidence is a booster for college students’ career
development. In career development, self-confidence inspires students to pursue
progress and breakthroughs continually. They dare to accept new challenges and take
on greater responsibilities. This confident mindset smooths their career paths and
enables them to achieve higher career accomplishments.

Interviewer: Can emotional support provided by parents enhance their children's job
search self-confidence?

Participant D1: Emotional support from parents often comes with recognition and
affirmation, aiding students in gaining a clearer understanding of their strengths and
worth. This heightened self-awareness allows them to confidently highlight their
unique abilities during the job search, enhancing their competitiveness in the
employment market.
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Interviewer: Do the opinions of their peers influence college students during the job
search process?

Participant D1: College students should approach peer opinions rationally in their
job search. While they offer some value, each student's situation is unique. Therefore,
it is crucial to analyze peer advice based on personal circumstances rather than
unthinkingly following the crowd. Independent thinking, aligned with one's interests,
abilities, and career plans, is essential.

Interviewer: How does accurately perceiving one's and others' emotional states affect
job search confidence?

Participant D1: Emotional perception enhances students' self-awareness. By
accurately perceiving their emotional states, students can gain a deeper understanding
of their inner world, including their strengths, weaknesses, and values. This
self-awareness helps students position themselves in the job market, formulate more
reasonable job search strategies, and boost their job search confidence.

Interviewer: Have you observed any specific manifestations of gender differences in
forming career expectations?

Participant D1: Gender equality education reduces gender gaps in career
expectations: By strengthening gender equality education, we help students develop
more open and diverse career perspectives. This includes classroom discussions, guest
lectures from various fields, and equal internship and employment opportunities, all
aimed at eliminating gender disparities and fostering holistic development.

Interviewer: What specific suggestions do you have for enhancing the career
expectations of college students?

Participant D1: Strengthen career planning and guidance services to support career
success by establishing a dedicated career planning center offering personalized
assessments, hosting workshops and lectures on career planning and skill
development, and forging school-enterprise partnerships to provide students with
practical experiences and job opportunities.

Interview with Participant E1 (Director of Employment Guidance Center)
Interviewer: Hi, Participant E1. Thank you for joining us today. Let us start by
discussing the factors that influence college students' career expectations. In your
opinion, what are the main factors that affect college students' career expectations?
Participant E1: Parental support influences how firmly students decide on their
careers, peer comparison and imitation shape their career interests, emotional
intelligence affects their ability to adapt at work, career decision-making self-efficacy
encourages independence and innovation, school curricula and teaching quality lay
the groundwork for future careers, and personal interests and talents drive passion for
careers.

Interviewer: How confident do you think college students are during their career
exploration?

Participant E1: Self-confidence is a shield for college students facing career
setbacks. Inevitably, setbacks and failures will be encountered during the career
exploration process. Students with solid self-confidence are better able to face these
difficulties calmly. They believe in their abilities and do not become discouraged by
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temporary setbacks. This persevering spirit makes them more resilient and strong in
their career paths.

Interviewer: Can emotional support provided by parents enhance their children's job
search self-confidence?

Participant E1: Students' confidence can be severely tested when confronted with
career choices. However, parents' emotional support enables them to make decisions
with greater conviction. Knowing they have the understanding and backing of their
families, students approach their career paths with increased decisiveness and
firmness.

Interviewer: Do the opinions of their peers influence college students during the job
search process?

Participant E1: College employment departments should strengthen the cultivation
of students' job-seeking autonomy. To help students navigate peer influence, we
should enhance career planning and job search skills training, boosting their
decision-making abilities. Organizing diverse recruitment events and career guidance
workshops exposes students to a broader range of information and resources, enabling
them to approach job challenges with confidence.

Interviewer: How does accurately perceiving one's and others' emotional states affect
job search confidence?

Participant E1: Emotional perception contributes to a positive job search mindset.
Maintaining a positive mindset is crucial during the job search process. Accurately
perceiving one's and others' emotional states enables students to view the challenges
and difficulties in the job search process more optimistically. When they can actively
face their emotional fluctuations and adjust their mindset promptly, they can
confidently embrace every job opportunity that comes their way.

Interviewer: Have you observed any specific manifestations of gender differences in
forming career expectations?

Participant E1: Workplace gender equality positively impacts career expectations:
The gender equality status directly influences students' aspirations. Seeing women's
achievements or companies promoting equality inspires positive expectations and
belief in their success. Thus, we collaborate with businesses to advance gender
equality.

Interviewer: What specific suggestions do you have for enhancing the career
expectations of college students?

Participant E1: Promote workplace diversity and inclusivity to broaden career
horizons by encouraging students to explore different fields and career paths,
organizing multicultural events and exchange programs to enhance understanding and
respect for diverse backgrounds, and providing targeted support to eliminate barriers
for specific groups.

Interview with Participant F1 (Director of Employment Guidance Center)

Interviewer: Hi, Participant F1. Thank you for joining us today. Let us start with the
factors that influence college students' career expectations. In your opinion, what are
the main factors that influence the career expectations of college students?
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Participant F1: Parental support and expectations provide a career foundation; peer
choices serve as examples; emotional intelligence helps in facing challenges; career
decision-making self-efficacy drives goal pursuit; school employment services offer
resources; and personal career ideals and social responsibility motivate growth.

Interviewer: How confident do you think college students are during their career
exploration?

Participant F1: Self-confidence is the cornerstone of college students' career
planning. In our career planning counseling, we emphasize the importance of students
clarifying their career goals and development directions. Students with solid
self-confidence are more determined to pursue their career dreams. They believe they
can achieve their goals through hard work, and this confident mindset lays a solid
foundation for their career planning.

Interviewer: Can emotional support provided by parents enhance their children's job
search self-confidence?

Participant F1: Emotional support represents a long-term investment in cultivating
job-seeking confidence. The consistent emotional nurturing provided by parents
throughout a student's upbringing has a positive impact on their immediate confidence
levels and lays a solid foundation for their future career development. This support
helps shape confident and resilient personality traits, enabling students to face various
career challenges with unwavering self-belief.

Interviewer: Do the opinions of their peers influence college students during the job
search process?

Participant F1: Peer opinions are merely references; the final decision rests with
oneself. In the job search, students should clarify their goals and positioning,
rationally filter, and absorb peer advice. Listening to one's inner voice and making
choices based on personal circumstances is crucial. Remember, the ultimate
decision-making power lies in your hands. You can navigate the job search journey
with stability and success by staying true to your direction.

Interviewer: How does accurately perceiving one's and others' emotional states affect
job search confidence?

Participant F1: Emotional perception is a critical factor in job search success. Job
searching is not only a process of showcasing one's abilities but also a process of
managing emotions. Being able to accurately perceive one's own and others'
emotional states and effectively regulate emotions helps students remain calm,
confident, and professional during the job search process. This emotional
management ability enhances students' job search confidence and lays a solid
foundation for their future career development.

Interviewer: Have you observed any specific manifestations of gender differences in
forming career expectations?

Participant F1: Career choices should be based on ability and interest, not gender.
Ultimately, students' career expectations should be based on their skills and passions,
not their gender. Our role is to help them identify their strengths, provide personalized
guidance, and confidently pursue their dream careers where gender is respected and
embraced as part of individual diversity.
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Interviewer: What specific suggestions do you have for enhancing the career
expectations of college students?

Participant F1: Ensure continuous tracking and feedback to optimize career planning
services by establishing a system to collect employment information and career
feedback from graduates, adjusting and refining services based on this data, and
encouraging alumni to share their experiences, serving as role models and inspiring
current students to raise their career expectations.

Interview with Participant A2 (Career Consultant)

Interviewer: Participant A2, thanks for joining us. In your opinion, what factors
mainly influence the career expectations of college students?

Participant A2: In my view, college students' career aspirations are primarily shaped
by a multitude of factors, including their parents' steadfast support, the influence
exerted by their peers, their level of emotional intelligence, their self-efficacy in
making career decisions, their interests, and their educational foundation.

Interviewer: How confident do you think college students are during their career
exploration?

Participant A2: Self-confidence is the cornerstone of college students' career
exploration. Students with solid self-confidence are more daring to try new things and
resilient when facing challenges. Believing in their abilities, they pursue higher career
goals, attracting more opportunities and resources to further their career paths.

Interviewer: Can emotional support provided by parents enhance their children's job
search self-confidence?

Participant A2: Parental emotional support is an indispensable wellspring of
job-seeking confidence. Through our practical observations, we have witnessed a
profound impact on students' confidence levels, empowering them to confront the
myriad challenges of the job market with renewed assurance and resilience.

Interviewer: Do the opinions of their peers influence college students during the job
search process?

Participant A2: College students are susceptible to peer influence during job-seeking.
At this crucial stage, they often exchange insights and experiences with their peers,
making their opinions and suggestions necessary for decision-making. This influence
can be positive, such as when peers' success stories inspire them to work harder;
however, it can also be harmful, as over-reliance on peer opinions may lead them to
overlook their actual needs and strengths.

Interviewer: How does accurately perceiving one's and others' emotional states affect
job search confidence?

Participant A2: Accurate emotional perception enhances job search confidence,
enabling students to adjust their mindset and behavior effectively, manage stress, and
interpret interviewer feedback for better responses.

Interviewer: Have you observed any specific manifestations of gender differences in
forming career expectations?
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Participant A2: Gender influences career expectations: In practice, gender is often a
significant factor in shaping students' career aspirations, influenced by various
elements such as social culture, family background, and educational environment.

Interviewer: What specific suggestions do you have for enhancing the career
expectations of college students?

Participant A2: Strengthen Parental Support and Understanding: Parents play a
crucial role in their children's career development. They can enhance their children's
career expectations by providing emotional support, encouraging them to pursue their
interests, and exploring career options together. At the same time, parents should
update their career concepts and avoid passing outdated gender role stereotypes onto
their children.

Interview with Participant B2 (Career Consultant)

Interviewer: Participant B2, thanks for joining us. In your opinion, what factors
mainly influence the career expectations of college students?

Participant B2: | believe that college students' career expectations are a complex
interplay of various elements, such as the expectations set by their parents, the
pressure exerted by their peers, their ability to manage emotions effectively, their
confidence in pursuing a career, the practical insights gained through social
experiences, and the guidance provided by their chosen majors.

Interviewer: How confident do you think college students are during their career
exploration?

Participant B2: Self-confidence accelerates college students' career decisions. Facing
numerous choices helps them decide swiftly, reducing hesitation and procrastination.
Trusting their judgment, they bravely bear the consequences, giving them an edge in
career development.

Interviewer: Can emotional support provided by parents enhance their children's job
search self-confidence?

Participant B2: This support is an invaluable 'safety net' during the often tumultuous
job search journey. By offering a reassuring presence, parents provide students with
the security they need to pursue their career aspirations with confidence, even in the
face of uncertainty and pressure.

Interviewer: Do the opinions of their peers influence college students during the job
search process?

Participant B2: Peer opinions play a dual role in college students' job search. On one
hand, peer encouragement and support can boost their confidence and help them
better face challenges. On the other hand, if peer opinions are too uniform or
one-sided, they may limit students' perspectives, causing them to miss out on suitable
opportunities. Therefore, balancing peer opinions with personal judgment is a crucial
skill for college students to master.

Interviewer: How does accurately perceiving one's own and others' emotional states
affect job search confidence?
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Participant B2: Emotional awareness serves as a confidence "barometer” in job
search, helping students identify their strengths and weaknesses, adapt strategies to
the job environment, and gauge interviewer attitudes for informed decision-making.

Interviewer: Have you observed any specific manifestations of gender differences in
forming career expectations?

Participant B2: Gender shapes career expectations to some extent: Gender roles and
societal expectations notably impact individuals' career choices. From childhood,
boys and girls are encouraged to explore different games and activities, often planting
the seeds of career preferences in their minds. Thus, gender plays a role in shaping
career expectations.

Interviewer: What specific suggestions do you have for enhancing the career
expectations of college students?

Participant B2: Leverage Peer Influence Positively: The influence of peers cannot be
ignored in shaping college students' career expectations. Universities can organize
career-sharing sessions, career planning groups, and other activities to enable students
to interact with classmates from diverse majors and backgrounds, thereby broadening
their career horizons and inspiring new ideas. Additionally, students should be
encouraged to establish positive peer relationships and support one another's progress.

Interview with Participant C2(Career Consultant)

Interviewer: Participant C2, thanks for joining us. In your opinion, what factors
mainly influence the career expectations of college students?

Participant C2: In my experience, college students' career aspirations are
significantly influenced by a range of factors, including the unwavering support from
their families, their interactions with their peers, their emotional intelligence, their
ability to make informed career decisions, their understanding of different industries,
and the education they receive on career planning.

Interviewer: How confident do you think college students are during their career
exploration?

Participant C2: Self-confidence is the source of college students’ workplace
adaptability. New to the job, students face challenges and pressure. Those with solid
self-confidence adapt better, believing they can overcome difficulties. This positive
mindset enables them to integrate quickly, build strong relationships, and establish
themselves effectively in the workplace.

Interviewer: Can emotional support provided by parents enhance their children's job
search self-confidence?

Participant C2: Beyond mere encouragement, parental emotional support imparts a
powerful psychological boost. It nurtures a positive mindset, convincing students of
their ability to secure satisfying employment. This optimistic outlook becomes a
cornerstone of their job-seeking confidence, spurring them to take proactive steps
toward career success.
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Interviewer: Do the opinions of their peers influence college students during the job
search process?

Participant C2: The influence of peer opinions on college students' job search varies
among individuals. Each student has a unique personality, set of values, and career
plan, which affects their receptiveness to peer opinions. Some students may be more
independent and less influenced by peers, while others may be more reliant on others'
views and easily swayed by peer opinions. Understanding and respecting these
differences can help college students make wiser job search decisions.

Interviewer: How does accurately perceiving one's and others' emotional states affect
job search confidence?

Participant C2: It cultivates a resilient job search mindset, enabling students to
recover quickly from setbacks, foster understanding from others, and approach
challenges with a more positive and confident attitude.

Interviewer: Have you observed any specific manifestations of gender differences in
forming career expectations?

Participant C2: The influence of gender on career expectations is complex and
multifaceted: Gender's impact on career expectations is not unidimensional but results
from the interplay of multiple factors, including social culture, family education,
schooling, peer relationships, etc. These factors intertwine, jointly affecting the
formation of individuals' career expectations.

Interviewer: What specific suggestions do you have for enhancing the career
expectations of college students?

Participant C2: Cultivate Emotional Intelligence: Emotional intelligence is vital for
enhancing career expectations. It helps students better manage their emotions and
understand and cope with workplace challenges. Universities can offer courses on
emotional management, communication skills, and similar topics to help students
enhance their emotional intelligence, enabling them to express themselves more
confidently and effectively in the workplace.

Interview with Participant D2(Career Consultant)

Interviewer: Participant D2, thanks for joining us. In your opinion, what factors
mainly influence the career expectations of college students?

Participant D2: In my opinion, college students' career expectations are shaped by
various factors, including the encouragement they receive from their parents, the
inspiring examples set by their peers, their ability to regulate their emotions, their
belief in their capabilities, their values that guide their career choices, and the
ever-changing job market.

Interviewer: How confident do you think college students are during their career
exploration?

Participant D2: Self-confidence catalyzes college students' career growth. It
motivates them to learn and progress in their careers. Believing effort leads to
improvement, they embrace challenges and seek growth opportunities. This mindset
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enables them to break through barriers and achieve greater career accomplishments.

Interviewer: Can emotional support provided by parents enhance their children's job
search self-confidence?

Participant D2: Such support significantly enhances students' self-efficacy in career
decision-making. By fostering trust in their judgment, parents empower students to
navigate the complex landscape of career choices with confidence. This self-belief not
only aids in the job search process but also underpins their entire career trajectory.

Interviewer: Do the opinions of their peers influence college students during the job
search process?

Participant D2: Peer opinions can be a reference for college students’ job search, but
should not be the decisive factor. During the process, students should remain open and
listen to their peers' opinions and suggestions, considering their own circumstances
and goals. The final decision should be based on personal career planning, interests,
and abilities rather than following peers' choices.

Interviewer: How does accurately perceiving one's and others' emotional states affect
job search confidence?

Participant D2: Enhanced emotional perception boosts students' workplace
adaptability, facilitating the establishment of good relationships with colleagues and
supervisors and improving efficiency and confidence in tackling new job
opportunities.

Interviewer: Have you observed any specific manifestations of gender differences in
forming career expectations?

Participant D2: Gender differences are reflected in career expectations: Despite
emphasizing gender equality and eliminating discrimination, gender differences still
influence people's real-life career expectations. These differences may manifest in
career choices, career development paths, job satisfaction, and other aspects.

Interviewer: What specific suggestions do you have for enhancing the career
expectations of college students?

Participant D2: Enhance Self-Efficacy in Career Decision-Making: Self-efficacy in
career decision-making refers to an individual's confidence in their ability to make
career decisions. Universities can help students understand their interests, abilities,
values, and the current job market through career planning courses and career
counseling, thereby enhancing their self-efficacy in career decision-making and
increasing their confidence in facing career choices.

Interview with Participant E2 (Career Consultant)

Interviewer: Participant E2, thanks for joining us. In your opinion, what factors
mainly influence the career expectations of college students?

Participant E2: | think that the career aspirations of college students are influenced
by a multitude of factors, including their family backgrounds that provide a
foundation for their career development, the network of peers that offer them access
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to valuable career information and resources, their emotional intelligence that helps
them navigate the complexities of the workplace, their self-efficacy in making career
decisions, their abilities that determine their competitiveness in the job market, and
the resources available for their career growth and advancement.

Interviewer: How confident do you think college students are during their career
exploration?

Participant E2: Self-confidence boosts college students' career transitions. Students
may need to adjust their career directions as the job market evolves. With strong
self-confidence, they bravely face changes, believing in their ability to adapt. This
mindset ensures a smooth transition and diverse career development.

Interviewer: Can emotional support provided by parents enhance their children's job
search self-confidence?

Participant E2: Parental emotional support is a potent ‘catalyst' for job-seeking
endeavors. It provides timely affirmation and encouragement, rekindling students'
motivation and bolstering their confidence. This fortifying support equips them with
the resilience to surmount obstacles and achieve their career goals.

Interviewer: Do the opinions of their peers influence college students during the job
search process?

Participant E2: College students must learn to filter and discern peer opinions. In the
job search process, they will encounter various peer opinions, some of which may be
one-sided or misleading. Therefore, they must learn to filter and discern these
opinions, retaining the valuable parts while discarding those that do not align with
their situation or are biased. This ensures the scientific and practical nature of their job
search decisions.

Interviewer: How does accurately perceiving one's and others' emotional states affect
job search confidence?

Participant E2: In interviews, emotional perception acts as a "lubricant,” ensuring
effective communication, preventing misunderstandings due to miscommunication,
and projecting a mature, confident image to interviewers.

Interviewer: Have you observed any specific manifestations of gender differences in
forming career expectations?

Participant E2: The influence of gender on career expectations is undergoing
dynamic change: As society progresses and gender equality concepts spread, the
impact of gender on career expectations is gradually evolving. More women are
entering traditionally "male-dominated” fields, while men increasingly participate in
work traditionally considered "female-dominated.” This dynamic change reflects the
complexity of gender's influence on career expectations.

Interviewer: What specific suggestions do you have for enhancing the career
expectations of college students?

Participant E2: Provide Internship and Part-Time Job Opportunities: Internships and
part-time jobs are essential for college students to understand the workplace and
improve their professional skills. Universities should establish close partnerships with
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businesses to offer students a wealth of internship and part-time job opportunities.
These practical experiences help students clarify their career directions and enhance
their professional qualities and competitiveness.

Interview with Participant F2 (Career Consultant)

Interviewer: Participant F2, thanks for joining us. What factors mainly influence the
career expectations of college students, in your opinion?

Participant F2: From my perspective, the career expectations of college students are
a result of various influences, including the level of support they receive from their
parents, the impact of peer influence on their career choices, the emotional stability
that enables them to maintain a positive mindset, their self-awareness of their career
interests and abilities, their professional skills that serve as their core competitiveness
in the job market, and the guidance provided by career counseling that helps them
chart a clear path for their career development.

Interviewer: How confident do you think college students are during their career
exploration?

Participant F2: Self-confidence guarantees college students' career satisfaction.
Career exploration lets them pursue their dreams firmly, finding jobs aligned with
their interests and values. This choice often leads to higher satisfaction, as they feel
valued and accomplished in their work, which fosters a deeper love for their careers.

Interviewer: Can emotional support provided by parents enhance their children's job
search self-confidence?

Participant F2: This support is pivotal in cultivating a healthy job-seeking
psychology. It equips students with the mental fortitude to maintain equilibrium and
perseverance in the face of rejection and failure. This robust psychological foundation
ensures that students remain steadfast on their job-seeking journey, poised to
overcome any hurdles that may arise.

Interviewer: Do the opinions of their peers influence college students during the job
search process?

Participant F2: The impact of peer opinions on college students' job search exhibits
stage-specific characteristics. Students' reliance on peer opinions may vary at different
stages of the job search. For instance, in the early stages, they may be more inclined
to seek help and advice from peers. In contrast, as they gain experience and
confidence in the later stages, they may become more independent in their
decision-making. Understanding these stage-specific characteristics can help college
students better navigate the influence of peers during the job search process.

Interviewer: How does accurately perceiving one's and others' emotional states affect
job search confidence?

Participant F2: Emotional perception and job search confidence complement each
other, creating a virtuous cycle where improved emotional intelligence leads to better
job search performance, further enhancing students' ability to perceive and navigate
emotions in the job search process.
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Interviewer: Have you observed any specific manifestations of gender differences in
forming career expectations?

Participant F2: Gender should not be a barrier limiting career expectations. Although
gender influences career expectations, we should strive to eliminate this, allowing
everyone to make career choices based on their interests, abilities, and values. Career
planning and employment guidance should focus on helping individuals discover their
potential, encouraging them to pursue careers they love rather than being constrained
by gender roles.

Interviewer: What specific suggestions do you have for enhancing the career
expectations of college students?

Participant F2: Carry Out Career Planning Education: Career planning education
should be integrated throughout college students' academic journey. Universities can
offer career planning courses, invite industry experts and alumni to share their
experiences, and organize career planning workshops and other activities to help
students develop personalized career plans and clarify their career goals, enhancing
their career expectations and competitiveness. At the same time, universities should
also pay attention to students' career development dynamics and provide ongoing
career guidance and support.
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APPENDIX C: Index of Item Objective Congruence

Developing a Model of Career Decision-Making Self-Efficacy on Career
Expectations of Senior Students in Guangxi,China.
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Liu Changbin
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PhD in Educational Administration Innovation
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Research Questions

1) How do career-related parental support, peer influence, and emotional intelligence
impact career expectations?

2) How does career decision self-efficacy mediate the relationship between these
independent variables and career expectations?

3) Does gender moderate the relationship between career decision self-efficacy and
career expectations?

Research Objectives

1) To examine the influence of parental support, peer influence, and emotional
intelligence on career expectations.

2) To investigate the mediating role of career decision self-efficacy in the relationship
between parental support, peer influence, emotional intelligence, and career
expectations.

3) To explore the moderating effect of gender on these relationships.

Instruction

This 10C form seeks the experts’ opinions on all questions embedded in this
questionnaire and whether they are congruent with research objectives and definitions
of terms. The criteria used for IOC are explained below.

+1 = Congruent 0= Questionable -1= Incongruent

Yil: It 10C
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HARFIARIE E . 10C £ AR MR .
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Construct I: Career Related Parent Support (CRPS) Expert
Refers to the various assistance, encouragement, and resources | Opinion
parents provide to facilitate their children's career development.
This support can include emotional support, instrumental Remark
assistance, verbal encouragement, career modeling, and 1/0]-1
sharing career-related information and experiences.

My parents will discuss with me the policy benefits, career

development paths, and long-term advantages of working
1 | atschools in rural areas.

KR GHRW I Z2F HALRBOR &, PR JE

A M A A 7

Parents don't share success stories of relatives and friends
2 | who have become teachers. (R)

SBER G5 SR IR A SR B0 B 67 R B 2 S 451

When | began to doubt my own competence as a teacher,

my parents believed in my ability to be a qualified teacher.
3| MRt BT ST SRR, KRR R

FrE&

My parents often encourage me to apply for teaching
4 | positions in my hometown.

KB H BN IR 2 5 Z B0 K AL

My parents will support the expenses related to my teacher
5 | skills training.

AREE SCRFRR UM REES I ™ AL U AH K 3 H
Construct II: Peer Influence (PI) Expert
Peer influence is defined to perform the tasks required to make Opinion
career-related decisions successfully who are similar in age. This Remark
impact can take place in various ways, including informational 1]0]-1
influence, normative influence, and referent group influence.

My classmates signing contracts with top schools will
1 | influence my choice of teaching at schools in rural areas.

() 225 20 B R S A X R ik J2 T i o A 5

My classmates' social evaluation of the teaching profession
2 influenced my employment decisions.

() 2 MR 2 PR 52 0 B SR IR o 55

I will not refer to the teaching career development path of
3 my peers from the same major. (R)

TR S RV BOM IR A fE 32

In situations where | face difficulties in making career
4 decisions, | will seeking advice and support from my

classmates first.

FEHRNV PSR IR I B rp, RS I A AR il S




149

XFf

My classmates’ willingness to choose teaching at rural
5 | schools influenced me.

A P B R 2 2 A B A7 ) s BT ™ A 52 e
Construct III: Emotional Intelligence (El) Expert
Emotional intelligence (EI) is the ability to perceive, manage, Opinion
and regulate emotions, thereby promoting adaptive thinking and
understanding the meaning and consequences of emotions. This Remark
process of manto regulates negative emotions effectively, 1/0]-1
enabling the person to develop intellectually, socially, and
emotionally.

In situations where | encounter setbacks during my
1 teaching internship, | can effectively manage negative

emotions.

TEZE Lo it sy, JRAEA RO s 4

| am not adept at recognizing students' nonverbal

emotional signal in teaching internship scenarios. (R)
2| B AR B R S T B R b A A 7 R

7%&

| frequently overcome difficulties in teacher training
3 | through self-motivation.

a5 PR T IR G 12 R I b Y PR A

In career decision-making, | can rationally balance my

personal feelings with my job expectations.
b TR e R, FRAIE T BT 1 R

=

| am clear about my reasons for choosing the teaching
5 profession.

PG B Dk UM IR A R A
Construct IV: Career Decision-Making Self-Efficacy Expert
Refers to an individual's belief in their ability to perform the Opinion
tasks required to make career-related decisions successfully. It
. . . . . : Remark
includes five dimensions: self-assessment, career information
collection, goal selection, planning formulation, and 0 -1
problem-solving.

| cannot accurately assess whether | am suitable for
1 | teaching. (R)

TARBRUERITAL B O E A BT TAE

| can gather information on employment policies and job
2 requirements for teachers in rural areas.

FREMCER BIJE Z 20 I 0O EUR 5 R A 7 5K
3 | am confident in becoming a qualified teacher.

TAE LR — 2SN AU
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| am determined to overcome the various difficulties that

4 | may arise in the teaching profession.

T 7E e 5 IR FCE LA A H LR Ao [ X

| can develop phased plans to achieve my career goals as a
5 | teacher.

FRAEM E SEI TN H A5 1B Btk v %)

Construct V: Career Expectations (CE)

Refer to an individual's anticipated outcomes, goals, or
aspirations related to their future career. They encompass
expectations regarding job positions, salaries, career
advancement, work environment, and personal and professional
development.

Expert
Opinion

Remark

1

| value housing security and supplementary medical
insurance for teachers.

FRHCBCE B UM b A 1 AE 55 IR B 5 b e BT IR

| expect a monthly income of over 6,000 RMB for teachers
in rural schools.

TR AL E UM Az 5P 3 YR 5 37600070 A KT

| am not concerned about the procedural fairness of the
professional title evaluation and appointment system or the
transparency of promotion channels. (R)

FAS U HRRR VRS 1) 2 (AR P 2 P 1 S 3 T 1 3 5 W
J&

| hope to realize my personal value through teaching in
rural areas.

P b ik 552k = B Sl S A B

I hope the school can provide clear career development
paths, such as further education, administrative positions,
and professional title promotion.

T A RE iR RO IR & R IE5E, itz 17
B AL, BRI
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SU.0210.04/ 22 Graduate School of Education
Siam University
38 Phet Kasem Rd, Bang Wa
Phasi Charoen, Bangkok 10160

March 2025

Dear Associate Professor Dr. Sungworn Ngudgratoke,

You hold a Ph.D. in Measurement and Quantitative Methods from Michigan
State University. You currently serve as the Head of the Master’s and Doctoral
Programs in Educational Measurement and Evaluation at Sukhothai Thammathirat
Open University, where you are also the Director of the Institute for Research and
Development. Additionally, you serve as the current President of the Thailand
Association of Educational Measurement, Research, and Statistics.

Subject: Invitation to Serve as an Expert for Evaluating the Index of Item-Objective
Congruence (I0C) of Research Instruments.

Since Mr.Liu Changbin, Student ID 6419000024 a doctoral student in English
program, Graduate School of Education, works on a dissertation “Developing a
Model of Career Decision-Making Self-Efficacy on Career Expectations of Senior
Students in Guangxi,China.” with Assoc. Prof. Dr. Jomphong Mongkhonvanit (the
advisor) and Assistant Professor Dr. Leehsing Lu (the co-advisor), the Graduate
School of Education would like to invite you to be an expert to provide your opinion
in the Graduate School of Education would like to invite you to be an expert to
examine the research tools.

The questionnaire addressing the current circumstances is a crucial instrument in
this research. Therefore, an evaluation using the Index of Item-Objective Congruence
(10C) is required to ensure the validity of the research tools. Mr. Liu Changbin will be
in direct contact with you to coordinate all relevant details.

We sincerely appreciate your support and valuable contribution to this research.

Best Regards

p
. e

Professor Emeritus Dr. Chanita Rukspollmuang
Dean of Graduate School of Education
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Dear Professor Dr. Zhang Zhaolong,

You hold a Ph.D. in Education from the University of Perpetual Help System
DALTA and are a professor. Your main research areas focus on the transmission of
traditional sports culture among ethnic minorities and the role of folk sports in rural
governance. You serve as a project evaluation expert for the higher vocational and
technical group under the Guangxi Education Science Planning Program. You have
also received a second prize in the Guangxi Higher Education Teaching Achievement
Awards.

Subject: Invitation to Serve as an Expert for Evaluating the Index of Item-Objective
Congruence (10C) of Research Instruments.

Since Mr.Liu Changbin, Student ID 6419000024 a doctoral student in English
program, Graduate School of Education, works on a dissertation “Developing a
Model of Career Decision-Making Self-Efficacy on Career Expectations of Senior
Students in Guangxi,China.” with Assoc. Prof. Dr. Jomphong Mongkhonvanit (the
advisor) and Assistant Professor Dr. Leehsing Lu (the co-advisor), the Graduate
School of Education would like to invite you to be an expert to provide your opinion
in the Graduate School of Education would like to invite you to be an expert to
examine the research tools.

The questionnaire addressing the current circumstances is a crucial instrument in
this research. Therefore, an evaluation using the Index of Item-Objective Congruence
(10C) is required to ensure the validity of the research tools. Mr. Liu Changbin will be
in direct contact with you to coordinate all relevant details.

We sincerely appreciate your support and valuable contribution to this research.

Best Regards

s
ol

Professor Emeritus Dr. Chanita Rukspollmuang
Dean of Graduate School of Education
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SU.0210.04/ 22 Graduate School of Education
Siam University
38 Phet Kasem Rd, Bang Wa
Phasi Charoen, Bangkok 10160

March 2025

Dear Professor Dr. Huang Jianyi,

You hold a Ph.D. in Education from Southwest University and are a professor.
Your primary research areas include ethnic education, science education, and teacher
education. You serve as the Chair of the Science Teaching Guidance Subcommittee
for Compulsory Education under the Guangxi Basic Education Teaching Guidance
Committee. You have been recognized as a Guangxi Distinguished Teacher and a
Guangxi Young Cultural Talent.

Subject: Invitation to Serve as an Expert for Evaluating the Index of Item-Objective
Congruence (10C) of Research Instruments.

Since Mr.Liu Changbin, Student ID 6419000024 a doctoral student in English
program, Graduate School of Education, works on a dissertation “Developing a
Model of Career Decision-Making Self-Efficacy on Career Expectations of Senior
Students in Guangxi,China.” with Assoc. Prof. Dr. Jomphong Mongkhonvanit (the
advisor) and Assistant Professor Dr. Leehsing Lu (the co-advisor), the Graduate
School of Education would like to invite you to be an expert to provide your opinion
in the Graduate School of Education would like to invite you to be an expert to
examine the research tools.

The questionnaire addressing the current circumstances is a crucial instrument in
this research. Therefore, an evaluation using the Index of Item-Objective Congruence
(10C) is required to ensure the validity of the research tools. Mr. Liu Changbin will be
in direct contact with you to coordinate all relevant details.

We sincerely appreciate your support and valuable contribution to this research.

Best Regards

s
ol

Professor Emeritus Dr. Chanita Rukspollmuang
Dean of Graduate School of Education
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SU.0210.04/ 22 Graduate School of Education
Siam University
38 Phet Kasem Rd, Bang Wa
Phasi Charoen, Bangkok 10160

March 2025

Dear Associate Professor Dr. Wang Bin,

You hold a Ph.D. in Education from Mahasarakham University and are an
associate professor. Your main areas of research include the application of artificial
intelligence in education, educational technology and innovative teaching methods, as
well as educational assessment and quality assurance.

Subject: Invitation to Serve as an Expert for Evaluating the Index of Iltem-Objective
Congruence (10C) of Research Instruments.

Since Mr.Liu Changbin, Student ID 6419000024 a doctoral student in English
program, Graduate School of Education, works on a dissertation “Developing a
Model of Career Decision-Making Self-Efficacy on Career Expectations of Senior
Students in Guangxi,China.” with Assoc. Prof. Dr. Jomphong Mongkhonvanit (the
advisor) and Assistant Professor Dr. Leehsing Lu (the co-advisor), the Graduate
School of Education would like to invite you to be an expert to provide your opinion
in the Graduate School of Education would like to invite you to be an expert to
examine the research tools.

The questionnaire addressing the current circumstances is a crucial instrument in
this research. Therefore, an evaluation using the Index of Item-Objective Congruence
(10C) is required to ensure the validity of the research tools. Mr. Liu Changbin will be
in direct contact with you to coordinate all relevant details.

We sincerely appreciate your support and valuable contribution to this research.

Best Regards

b
C/xr‘.’.’« /L—J

Professor Emeritus Dr. Chanita Rukspollmuang
Dean of Graduate School of Education
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SU.0210.04/ 22 Graduate School of Education
Siam University
38 Phet Kasem Rd, Bang Wa
Phasi Charoen, Bangkok 10160

March 2025

Dear Associate Professor Dr. He Haoyi,

You hold a Ph.D. in Education from Central China Normal University and are an
associate professor. Your work primarily focuses on teaching and research in artificial
intelligence applications in education and cybersecurity. You serve as an external
part-time master's advisor for the Modern Educational Technology program at
Nanning Normal University and are a member of the Technical (Information
Technology, General Technology) Teaching Guidance Subcommittee of the second
session of the Autonomous Region's Basic Education Teaching Guidance Committee.

Subject: Invitation to Serve as an Expert for Evaluating the Index of Item-Objective
Congruence (10C) of Research Instruments.

Since Mr.Liu Changbin, Student ID 6419000024 a doctoral student in English
program, Graduate School of Education, works on a dissertation “Developing a
Model of Career Decision-Making Self-Efficacy on Career Expectations of Senior
Students in Guangxi,China.” with Assoc. Prof. Dr. Jomphong Mongkhonvanit (the
advisor) and Assistant Professor Dr. Leehsing Lu (the co-advisor), the Graduate
School of Education would like to invite you to be an expert to provide your opinion
in the Graduate School of Education would like to invite you to be an expert to
examine the research tools.

The questionnaire addressing the current circumstances is a crucial instrument in
this research. Therefore, an evaluation using the Index of Item-Objective Congruence
(10C) is required to ensure the validity of the research tools. Mr. Liu Changbin will be
in direct contact with you to coordinate all relevant details.

We sincerely appreciate your support and valuable contribution to this research.

Best Regards

s
ol

Professor Emeritus Dr. Chanita Rukspollmuang
Dean of Graduate School of Education
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APPENDIX D: English Questionnaire

To Questionnaire Respondent :

Thank you for taking the time to complete the questionnaire. The results of
the Questionnaires are primarily used for academic research and have limited
other applications. Promise to keep the data provided by the interviewee
confidential. Please fill in the title carefully

According to the actual situation.
MR.Liu Changbin
Ph.D Student Siam University

Section I: Respondent’s Demographics Information
1. What is your gender? (Select only 1)

0 Male

0 Female

2. What is your academic year? (Select only 1)

0 Freshman

o Sophomore

O Junior

o Senior

3. Which university do you attend? (Select only 1)

0 Guangxi Normal University

0 Nanning Normal University

O Yulin Normal University

0 Guangxi Minzu Normal University

o Guangxi Science and Technology Normal University
0 Guangxi Vocational Normal University

Section I1: Measuring Variables

According to your experience of hybrid education, please answer the following
question by sketching “V”* in the block given below. Please answer all questions
carefully and genuinely.

1 = Strongly disagree

2 = Disagree
3 = Neither agree nor disagree
4 = Agree

5 = Strongly agree
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Career-Related Paream unable to port

CRPS1

My parents will discuss with me the policy benefits,
career development paths, and long-term advantages
of working at schools in rural areas.

CRPS2

Parents don't share success stories of relatives and
friends who have become teachers. (R)

CRPS3

When | began to doubt my own competence as a teacher,
my parents believed in my ability to be a qualified
teacher.

CRPS4

My parents often encourage me to apply for teaching
positions in my hometown.

CRPS5

My parents will support the expenses related to my
teacher skills training.

Peer Influence

P11

My classmates signing contracts with top schools will
influence my choice of teaching at schools in rural
areas.

P12

My classmates' social evaluation of the teaching
profession influenced my employment decisions.

P13

I will not refer to the teaching career development path
of my peers from the same major. (R)

P14

In situations where | face difficulties in making career
decisions, | will seeking advice and support from my
classmates first.

P15

My classmates' willingness to choose teaching at rural
schools influenced me.
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Emotional Intelligence 5
In situations where | encounter setbacks during my
Ell teaching internship, | can effectively manage
negative emotions.
I am not adept at recognizing students' nonverbal
El2 emotional signal in teaching internship scenarios. (R)
| frequently overcome difficulties in teacher training
EI3 through self- motivation.
In career decision-making, | can rationally balance
El4 my personal feelings with my job expectations.
El5 I am clear about my reasons for choosing the teaching
profession.
Career Decision-Making Self-Efficacy 5
I cannot accurately assess whether | am suitable for
CDMSE1 teaching. (R)
CDMSE? I can gather information on employment policies
and job requirements for teachers in rural areas.
cpMse3 | am confident in becoming a qualified teacher.
CDMSE4 | am determined to overcome the various difficulties
that may arise in the teaching profession.
| can develop phased plans to achieve my career
CDMSES goals as a teacher.
Career Expectations S5
I value housing security and supplementary medical
CEl insurance for teachers.
5 | expect a monthly income of over 6,000 RMB for
CE teachers in rural schools.
I am not concerned about the procedural fairness of
CE3 the professional title evaluation and appointment
system or the transparency of promotion channels. (R)
I hope to realize my personal value through teaching
CE4 in rural areas.
I hope the school can provide clear career
development paths, such as further education,
CE5 I " . )
administrative positions, and professional title
promotion.
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APPENDIX E: Item-Objective Congruence Examination

Item-Objective Congruence Examination Result of the Index of Item-Objective

Congruence Examination

Result of the Index of Item-Objective Congruence (I0C) Rating

Construct No. |ltem Rating from experts YR | LR | Result
No. Dr.Sungworn Dr.Zhang Dr.Huang Dr.Wang Dr. He N
Ngudgratoke ZhaolongJianyi Bin Haoyi
[ 1 0 1 1 1 1| 4| 08 Pass
Career 2 0 1 1 1 | 1| 4 08]FPass
Related 3 1 1 1 1 1 5 1 | Pass
Parent Pass
Support 4 1 1 1 1 1 5 1
(CRPS) 5 1 1 1 1 1 5 1 Pas
1 1 1 1 1 { 1| 5| 1 |Pass
Peer 2 3 1 1 1 1| 5| 1 |Pass
Influence 3 1 1 1 1 1 5 1 | Pass
(P1)
4 1 1 1 1 1 5 1 | Pass
5 il T 1 1 d 5 1 | Pass
i 1 1 1 1 1 1| 5| 1 |Pas
Intelligence 3 1 1 1 1 1 5 1 | Pass
(ED)
4 1 1 1 1 1 5 1 | Pass
5 1 1 1 1 1 5 1 | Pass
v 1 1 1 1 | 1 5 1 | Pass
gar_e‘?r ) 1 1 1 1 1 5 1 Pas
ecision- 3 1 1 1 i 1| 5| 1 | Pass
Making Pass
Self-Efficacy 4 1 1 1 L 1 5 1
(CDMSE) 5 1 1 il 1 1 5 1 | Pass
4 1 1 1 1 1 1 5 1 | Pass
Career 2 1 1 1 1 1] 5| 1 |Pas
EXxpectations 3 1 1 1 1 1 5 1 | Pass
(CE)
4 1 1 1 1 1 5 1 | Pass
5 1 1 1 1 1 5 1 | Pass
ve 1 1 1 1 1 1 5 1 | Pass
Qualitative | 1 1 1 1 0 4| 08]|Pass
Questions 3 1 1 1 1 0| 4| 08| Pass
4 1 1 1 1 1 5 1 | Pass
5 1 1 1 1 1 5 Pass
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IOC Name Academic Affiliation  [Field/ Nationality
No. Title Degree
1 Dr. Sungworn |Associate |Michigan StatePh.D. in Thailand
Ngudgratoke Professor |University Measurement and
Quantitative
Methods
2 Dr. Zhang Professor University of Ph.D. in China
Zhaolong Perpetual Help Education
System
DALTA
3 Dr. Huang Professor Southwest Ph.D. in China
Jianyi University Education
4 Dr. Wang Bin |Associate [MahasarakhamPh.D. in China
Professor University Educational
Development
Management
5 Dr. He Haoyi |Associate |Central China Ph.D. in China
Professor Normal Education
University
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APPENDIX G: Qualitative Expert Interviews

Developing a Model of Career Decision-Making Self-Efficacy on Career
Expectations of Senior Students in Guangxi, China.

To Questionnaire Respondent:

Thank you for agreeing to participate in this follow-up interview. This discussion
aims to gather your insights on the model proposed in this study. Specifically, we invite
you to provide an expert evaluation of the model's effectiveness, innovation, and
scalability in addressing the challenges of enhancing career decision-making
self-efficacy and career aspirations among senior students. Your feedback is crucial to
refining the model and ensuring it provides practical solutions aligned with the
real-world experiences of students in career planning education. Thank you for your
time and expertise in contributing to the success of this study.

Mr. Liu Changbin,
Ph.D. Student Siam University

Question Probe

1. How do you evaluate the effectiveness of this model in  Can you tell me more
enhancing students”  career decision-making specifically?
self-efficacy and shaping their career expectations?

2. What specific contributions do you see this model Can you tell me more

making to address the challenges senior students face ~ Specifically?
in their career decision-making processes?

3. In what ways can this model support students in Can you tell me
navigating peer influence and parental support to specifically?
enhance their career expectations?

4. What competencies or skills should they leverage in Can you tell me
their career decision-making? specifically?

5. How well do you think this model integrates the
gender dimension in understanding the influences on Can you tell me
career decision-making, self-efficacy, and career specifically?
expectations among students? Any examples?

Copyright @ 2023 Jiang, Q., Yuen, M., & Horta, H. All rights reserved. It is your legal
responsibility to compensate the copyright holder of this work for any reproduction in
any medium. If you need to reproduce the MLQ, please contact Mind Garden at
https://www.researchgate.net/.
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APPENDIX H: English-Chinese Questionnaire
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BRI R B8R HF 5
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APPENDIX I: A Follow-up Questionnaire was Sent Via Email after
the Interview

Title of Study: Developing a Model of Career Decision-Making Self-Efficacy on
Career Expectations of Senior Students in Guangxi, China.

Principal Investigator: Liu Changbin

Institution: Graduate School of Educational Administration, Siam University,
Thailand

Contact Information: 554816991@qqg.com

Participation and Procedures (Modified to Chinese Research Context):

Given the relational and cultural sensitivities inherent in Chinese academic and
professional settings, most participants declined to be recorded. Therefore, instead of
conventional recordings, semi-structured online interviews were conducted via
Tencent Meeting and documented in real time through detailed note-taking by the
researcher. These interviews were a rapport-building phase, helping participants
become familiar with the study's goals and fostering mutual trust.

Following the interview sessions, participants were invited to complete a
follow-up, open-ended questionnaire, which was sent to them via email. This
two-phase approach—combining conversational, relationship-oriented interviews
with reflective written responses—proved particularly effective in eliciting richer
qualitative data in the Chinese context. It respected participants’ privacy and comfort
while promoting deeper, more thoughtful engagement with the research topic. All
responses were treated with strict confidentiality, and no personally identifiable
information was used in the analysis or reporting process.

Participant’s Name:
Participant’s Signature:
Date:

If you have any questions or concerns, please contact Liu Changbin.
Thank you for your valuable contribution to this research.

Sincerely,

Siam University
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Participants Introduction

Name Title and Position Research
Al: Title: Deputy Director of the Student Affairs Career planning
Cai Bing Department and Director of the University's Career and employment
Guidance Center guidance for
Position: Professor college students
B1: Title: Deputy Director of the Admissions and Career planning
Chen Employment Office and employment
Huanging Director of the College Student Career Guidance  guidance for
Center college students
Position: Librarian (Intermediate)
C1: Title: Deputy Director of the Admissions and Career guidance
Liang Employment Office for college
Dan Director of the College Student Career Guidance  students
Center
Position: Associate Professor
D1: Title: Deputy Director of the Student Affairs College
Zhao Pan Department and Director of the University's Career Students'
Guidance Center Employment and
Position: Associate Researcher Entrepreneurship
El: Title: Deputy Director of the Student Affairs Career planning
Mo Department and Director of the University's Career and employment
Zhichao Guidance Center guidance for
Position: Associate Professor college students
F1: Title: Deputy Director of the Admissions and Career guidance
Yang Ye Employment Office for college
Director of the College Student Career Guidance  students
Center

Position: Associate Professor

Participant Al: Director of Career Guidance Center

¢ Q1. How do you evaluate the effectiveness of this model in enhancing
students’ career decision-making self-efficacy and shaping their career
expectations?

The model's effectiveness can be evaluated through a combination of quantitative
and qualitative measures. Pre- and post-intervention assessments using validated
career decision-making self-efficacy (CDMSE) scales can provide statistical evidence
of increases in self-efficacy. For example, surveys could inquire about students'
confidence in making career choices before and after the model's implementation. If
data shows statistically significant improvements, it indicates that the model
successfully builds students' confidence and ability in decision-making. Additionally,
qualitative feedback from focus groups could reveal how students perceive changes in
their career expectations, deepening understanding of their personal growth.
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* Q2. What specific contributions do you see this model making to address the
challenges senior students face in their career decision-making processes?

The model addresses the challenges faced by senior students by systematically
breaking down the decision-making process into manageable components. By
emphasizing the role of career-related parent support, it prepares students to recognize
the importance of familial guidance while also cultivating independent
decision-making skills. For instance, workshops could teach students strategies to
communicate effectively with parents about career interests. Simultaneously, the
inclusion of peer influence helps students to understand the power of social dynamics,
encouraging them to seek constructive feedback from friends and mentors, which can
alleviate feelings of isolation often felt during this transitional phase.

¢ Q3. In what ways can this model support students in navigating peer
influence and parental support to enhance their career expectations?

The model supports students in navigating peer influence and parental support by
fostering critical skills such as communication and emotional intelligence. Training
sessions could include role-playing exercises where students practice expressing their
career aspirations to their peers and parents, allowing them to articulate their needs
and expectations clearly. By enhancing their CDMSE, students learn to interpret
external input in a way that builds rather than diminishes their confidence. This
empowers them to convert supportive feedback into actionable career steps,
ultimately shaping a more realistic and growth-oriented view of their career paths.

¢ Q4. What competencies or attributes do you believe are essential for students
to leverage this model in their career decision-making effectively?

Essential competencies for effectively leveraging this model include
self-reflection, which encourages students to assess not only their strengths and
weaknesses but also their emotional responses to various career-related challenges.
Strong communication skills are also crucial, as they enable students to effectively
convey their aspirations and seek guidance from parents and peers. Furthermore,
analytical skills enable students to critically evaluate the feedback they receive and
determine its relevance to their career decisions. Together, these competencies create a
well-rounded approach to decision-making that prepares students for real-world
challenges.

¢ Q5. How well do you think this model integrates the gender dimension in
understanding the influences on career decision-making, self-efficacy, and career
expectations among students?

The model incorporates the gender dimension by examining how various societal
expectations and experiences impact career decision-making. For instance, gender
roles may affect how students perceive parental support, with female students
potentially facing different societal pressures compared to male students. By
incorporating gender-responsive strategies, the model ensures that interventions take
these nuances into account, enabling customized approaches that resonate with
individual students. This might involve separate discussion groups to explore
gender-specific challenges and strategies, fostering an inclusive environment where
all voices are heard and respected.
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Participant B1: Director of Career Guidance Center

¢ Q1. How do you evaluate the effectiveness of this model in enhancing
students’ career decision-making self-efficacy and shaping their career
expectations?

The evaluation of the model's effectiveness can involve a variety of assessment
tools such as surveys, interviews, and focus groups. Tracking changes in CDMSE and
career expectations through these methods will provide concrete evidence of the
model's impact. For example, variations in self-efficacy scores over time can be
correlated with specific interventions, showing how targeted strategies effectively
increase students’ confidence and influence their career aspirations.

* Q2. What specific contributions do you see this model making to address the
challenges senior students face in their career decision-making processes?

By providing structured guidance on how to interpret and apply parental and peer
support, the model helps senior students overcome feelings of uncertainty in their
career decision-making. Workshops could focus on developing communication
techniques that empower students to seek out constructive advice while also
respecting their own values and aspirations. This dual focus on external influences
and self-discovery equips students with the tools needed to make informed decisions.

¢ Q3. In what ways can this model support students in navigating peer
influence and parental support to enhance their career expectations?

The model encourages students to engage actively with their support networks,
positioning parental and peer influences as facilitators of growth rather than obstacles.
Student-led workshops could emphasize the effective utilization of feedback and
support from these networks, helping them develop a collaborative approach to career
planning. This may include creating vision boards or career roadmaps that incorporate
inputs from parents and peers, reinforcing the notion that collaborative support leads
to richer career expectations.

¢ Q4. What competencies or attributes do you believe are essential for students
to leverage this model in their career decision-making effectively?

Key attributes include emotional awareness, which enables students to
understand how their feelings about career decisions impact their confidence levels.
Additionally, critical thinking skills enable students to analyze the validity of advice
from parents and peers, fostering independence in their decision-making. These skills
can be further developed through guided discussions where students share their
experiences and analyze the outcomes of different decisions, thereby enhancing their
overall ability to navigate complex career landscapes.

¢ Q5. How well do you think this model integrates the gender dimension in
understanding the influences on career decision-making, self-efficacy, and career
expectations among students?

By exploring how different genders experience career-related pressures and
supports, the model aims to address the unique challenges faced by all students.
Gendered discussions could be incorporated, allowing students to share experiences
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related to societal expectations that may influence their decision-making. This
approach not only fosters a more inclusive environment but also provides insights into
how to tailor career guidance strategies to meet the needs of diverse student
populations better.

Participant C1: Director of Career Guidance Center

¢ Q1. How do you evaluate the effectiveness of this model in enhancing
students’ career decision-making self-efficacy and shaping their career
expectations?

The model’s effectiveness can be assessed through longitudinal studies that
measure not only increases in CDMSE and career expectations but also qualitative
changes in students' attitudes towards their decision-making processes. For example,
conducting interviews at multiple points could capture shifts in mindset or confidence,
illustrating the holistic impact of the model on students’ career development.

¢ Q2. What specific contributions do you see this model making to address the
challenges senior students face in their career decision-making processes?

By addressing both external influences (parental support and peer feedback) and
internal factors (such as emotional intelligence), the model provides seniors with a
comprehensive toolkit for navigating their career paths. For example, it may
incorporate practical exercises that help students reflect on their career aspirations
while grounded in the supportive feedback they receive from parents and peers. This
integrative approach prepares students to face the multifaceted nature of career
decision-making.

¢ Q3. In what ways can this model support students in navigating peer
influence and parental support to enhance their career expectations?

The model promotes an understanding of how peer and parental influences can
enhance personal self-efficacy. This is achieved through activities such as group
discussions and mentorship opportunities that encourage students to view feedback as
a valuable resource for growth and improvement. By learning to assess and integrate
this support, students can cultivate a sense of ownership over their career choices,
fostering a more proactive approach to career planning.

* Q4. What competencies or attributes do you believe are essential for students
to leverage this model in their career decision-making effectively?

Important competencies include resilience, which allows students to bounce back
from setbacks, and practical communication skills, which enable them to articulate
their career goals and concerns to their support systems. Additionally, reflective
practice is crucial, as it fosters a willingness to learn from experiences and adapt
strategies based on evolving self-awareness and external feedback.

¢ Q5. How well do you think this model integrates the gender dimension in
understanding the influences on career decision-making, self-efficacy, and career
expectations among students?

The model’s consideration of gender factors ensures that all discussions
encompass how societal norms and expectations might affect decision-making for
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different students. Gender-specific workshops or mentoring programs could be
developed to directly address these factors, thereby validating the diverse experiences
of all students. This thoughtful approach not only acknowledges the impact of gender
on career decision-making but also actively works to mitigate any disadvantages that
may arise from these differences.

Participant D1: Director of Career Guidance Center

¢ Q1. How do you evaluate the effectiveness of this model in enhancing
students’ career decision-making self-efficacy and shaping their career
expectations?

To evaluate the model's effectiveness, a mixed-methods approach should be
employed, relying on both quantitative measures (like changes in CDMSE scores) and
qualitative insights from student interviews. This dual approach enables a
comprehensive understanding of the model's impact on students' confidence and
clarity in their career aspirations.

* Q2. What specific contributions do you see this model making to address the
challenges senior students face in their career decision-making processes?

The model helps seniors explicitly by providing a framework for understanding
how to harness the influences of family and friends in their decision-making. Through
workshops that teach effective communication and feedback processing, students can
learn to articulate their career aspirations while also engaging with the advice they
receive from their support networks. This process helps reduce anxiety and fosters a
collaborative environment for informed decision-making.

¢ Q3. In what ways can this model support students in navigating peer
influence and parental support to enhance their career expectations?

The model empowers students to leverage input from parents and peers in a
positive way, enhancing their self-efficacy and shaping realistic career expectations.
Activities could include guided discussions where students reflect on how they can
transform external advice into personal motivation, fostering a sense of agency in
their career planning.

¢ Q4. What competencies or attributes do you believe are essential for students
to leverage this model in their career decision-making effectively?

Essential attributes for leveraging this model effectively include self-advocacy
skills, enabling students to take control of their career choices, and critical evaluation
skills that help them assess the relevance of feedback from parents and peers.
Emotional intelligence is also key, as it enables them to manage their own feelings
and relationships, which can be crucial during the often-stressful decision-making
phase.

¢ Q5. How well do you think this model integrates the gender dimension in
understanding the influences on career decision-making, self-efficacy, and career
expectations among students?

The model effectively integrates gender considerations by analyzing how societal
expectations around gender can alter the dynamics of support students receive from
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parents and peers. By recognizing these differences, the model can create tailored
strategies to address the unique challenges faced by students based on their gender,
ensuring a more equitable and supportive environment for all.

Participant E1: Director of Career Guidance Center

¢ Q1. How do you evaluate the effectiveness of this model in enhancing
students’ career decision-making self-efficacy and shaping their career
expectations?

To assess the model's effectiveness, a combination of quantitative assessments
and qualitative interviews should be conducted. Tracking academic and emotional
progress alongside increases in CDMSE will provide insights into how the model
influences students’ decision-making confidence.

¢ Q2. What specific contributions do you see this model making to address the
challenges senior students face in their career decision-making processes?

This model addresses the challenges faced by seniors by offering clear pathways
for integrating feedback from parents and peers into personal career planning.
Emphasizing emotional intelligence enables students to navigate these relationships
while preserving their individuality, leading to more informed and autonomous
decision-making.

¢ Q3. In what ways can this model support students in navigating peer
influence and parental support to enhance their career expectations?

The model encourages students to view parental and peer influences as resources
that can enhance their self-efficacy. Through practical exercises that demonstrate how
to utilize feedback constructively, students learn to transform these influences into
motivation for achieving their career goals.

* Q4. What competencies or attributes do you believe are essential for students
to leverage this model in their career decision-making effectively?

Key competencies necessary for leveraging the model effectively include
self-awareness, which helps students recognize their strengths and decision-making
qualities. Critical thinking skills enable them to analyze input wisely, ensuring that
they discern valuable advice from distractions. Strong emotional intelligence
facilitates healthier interpersonal dynamics, allowing students to navigate feedback in
a manner that reinforces their self-confidence.

¢ Q5. How well do you think this model integrates the gender dimension in
understanding the influences on career decision-making, self-efficacy, and career
expectations among students?

The gender dimension is crucial, as the model examines how different gendered
experiences can shape students' decision-making processes. By fostering discussions
around these variations, the model ensures that all students can engage with career
planning strategies that resonate with their unique experiences and challenges,
promoting inclusivity in support systems.
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Participant F1: Director of Career Guidance Center

¢ Q1. How do you evaluate the effectiveness of this model in enhancing
students’ career decision-making self-efficacy and shaping their career
expectations?

Evaluating the effectiveness of this model requires a comprehensive,
mixed-methods approach that incorporates both quantitative and qualitative data.
Quantitative measures can include pre- and post-intervention surveys that assess
changes in students' career decision-making self-efficacy (CDMSE) using validated
scales. These measurements provide clear statistical evidence of improvement. In
addition, qualitative insights gathered from student interviews and focus groups can
reveal personal experiences and transformations in their decision-making processes.
Such narratives provide context for the numbers, illustrating how the model affects
students’ motivations, anxieties, and overall career expectations. This dual lens
ensures a holistic evaluation of the model's impact.

* Q2. What specific contributions do you see this model making to address the
challenges senior students face in their career decision-making processes?

The model significantly contributes to addressing the challenges faced by senior
students by providing structured frameworks that simplify the often overwhelming
career decision-making process. Many seniors experience anxiety due to conflicting
influences from parents, peers, and societal expectations. This model emphasizes
emotional intelligence, enabling students to articulate their own motivations and fears
more effectively. Implementing practical tools, such as decision-making matrices and
goal-setting exercises, equips students to navigate the complexities of career planning.
Ultimately, this comprehensive support not only enhances students' decision-making
capabilities but also builds their confidence, better preparing them for future
employment challenges.

¢ Q3. In what ways can this model support students in navigating peer
influence and parental support to enhance their career expectations?

The model effectively supports students in navigating complex influences from
peers and parents by facilitating open dialogues that encourage self-reflection and
engagement. It teaches students how to seek and interpret feedback from their support
networks actively, transforming external input into actionable career steps. Workshops
can provide tailored training on communication skills, allowing students to articulate
their aspirations while addressing concerns. Role-playing exercises can simulate
conversations, helping students practice expressing their career goals while also
considering the insights of parents and peers. This collaborative approach fosters a
sense of agency in their career planning efforts.

+ Q4. What competencies or attributes do you believe are essential for students
to leverage this model in their career decision-making effectively?

Essential competencies for leveraging this model effectively include
self-advocacy, strategic goal setting, and reflective practices. Self-advocacy
empowers students to assert their interests and articulate their career aspirations
confidently. Strategic goal setting involves creating clear, achievable objectives that
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align with their long-term visions, which can enhance motivation and direction.
Reflective practices encourage critical thinking about their decisions and the feedback
they receive, allowing students to evaluate it based on personal values and long-term
objectives. By cultivating these skills, students can navigate their career paths more
effectively, ensuring that their choices reflect their genuine aspirations and strengths.

¢ Q5. How well do you think this model integrates the gender dimension in
understanding the influences on career decision-making, self-efficacy, and career
expectations among students?

The model thoughtfully integrates the gender dimension by examining how
societal norms and expectations influence career decision-making for different
genders. Recognizing that male and female students may face distinct pressures and
support systems enables the development of tailored interventions that address their
unique challenges. For instance, discussions surrounding gender stereotypes in the
workplace can empower all students to challenge these norms and make informed
choices. Additionally, creating safe spaces for open dialogue enables students to share
experiences and strategies related to gender in career development. This approach
ensures that all students feel validated, supported, and equipped to navigate their
career journeys authentically.
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APPENDIX J: Evaluation of the Research Model

DevelopingEa Model of Career Decision-Making Self-Efficacy on Career
xpectations of Senior Students in Guangxi,China.

Liu Changbin
X1 B i
PhD in Educational Administration Innovation
B AL

Dear Review Expert:

Thank you for participating in the expert review for the "Influencing Factors
Model of Normal Students’ Career Expectations”. Based on empirical data from
senior Normal Students across six normal universities in Guangxi, this study
constructs a structural model aimed at enhancing Normal Students’  career
expectations. To ensure the scientific validity, operability, and practical
implications ofthe model, we sincerely invite you to evaluate its dimensions and
path relationships from a professional perspective and provide valuable
suggestions for improvement.

Your feedback will directly contribute to optimizing the model and guide
subsequent policy formulation and practical applications. This questionnaire is
anonymous, and all information will be used solely for academic purposes. Please
feel free to share your insights.

Liu Changbin
Siam University

Dimension Item 1 23 45

Propriety 1. The model is highly relevant to the
&4 research objectives and the intended outcomes.
LAZAY 5850 H R AT RSCR & FE ARG o
2. The model aligns well with established
theories and frameworks in the field.
2. MY 5 A S LA PR AN 2 v — B
3. The definitions of constructs and variables
in the model are clear and precise.
SR T B AL) RN AR B ST IR A
4. The model adequately reflects the unique
characteristics of the target population.
AAZNETL 78525 [& T WF TR AR IR o
5. The model comprehensively incorporates the
key factors influencing the phenomenon under study.
5.z AR A I ok S REIR BT U R £ R
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Dimension

Item 12345

Feasibility
AT

Utility
2

1. The model can be realistically applied within the
current research or practice context.
1A R 8 7 LA AT 78 Bl s B 85 Hh 45 3
BISEN
2. The data required to test the model are accessible
and practical to collect.
2. 56 E AT i 7 0 a3 AS B 5 Tk .
3. The methodological design of the model is
appropriate and executable.
BAZBII T VA B E H H AT AT
4. The model does not demand excessive
resources (e.g., time, cost, personnel).
A ZARY ) SE AN 75 2 2 1) B

@115 1IN % NN N/ DI
5. The model can be adapted flexibly to different
research or institutional contexts.
5125 R R I e LA [F] BRI 78 S AL 5 552
1. The model provides straightforward practical guidance
for future research or practice.
1A B8 9 AR AT 78 Bk B A Ak B 1
HIFE -
2. The model contributes to solving real-world
problems within the relevant domain.
2. ZAE A By T AR A S0 R B S o ]
3. The results derived from applying the model
are meaningful and actionable.
3. I A T e 45 381 ) 45 SR B SE R = SO
AR,
4. The model enhances understanding of the studied
constructs and their relationships.
A ZHETYE BT IR RSB FUAe 2 S ok SR B A
5. The model has the potential for broader application
beyond the immediate study context.
5. 245 B AEART G2 AT 32 B IR )
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