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Organizational career managanent and its effects on anployees
behavior: An empirical study on Chinese enterprises
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Abstract: On the basisof the in-depth interviev w ith the faculty related to HRM department and the
open questionnaire to the enployees in different kindsof enterprises, theprimacy questionnaireon or-
ganizational career managenent was created Pilot study was completed by 177 managers, techni-
cians, orM BA students The results indicated that the itan sof pilot questionnairew ere acceptable af-
ter itan analysis From thenon, another 410managersor techniciansfrom 12 companiesw ere accept-
ed the questionnaire, the resultsindicate that the questionnaire is consisted of four components, w hich
are justice, training, self recognition , and communication of job information using exporatory factor
analysisw ith the method of principal component extraction and varimax rotation The organizational
career managament has significant effects on the organizational commitment , job involvement, job
perfomance, and career satisfaction using confirmatory factor analysis
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Studies on“ learning entity” in learning organization: Types and
case studies

CH EN Guo-quan, L | Zan-bin
School of Economics & M anagement, T singhuaU niversity, Beijing 100084, China

Abstract: Based on the case studies in the famous enduring international learning organization such
asM otorola, Hew lett Packard, and General Electric, w e found that enployee is the real learning enti-
ty LE). Two dimensions have been put forw ard to classify different typesof LE One is' voluntary
or required”, theother is* individual or tean”. A coording to the dimensions, four different types of
L Es have been obtained such as IV , TV, 'R, T-R A |2, ome factorsw hich could influence the
choice of different typesof L Es have alo been put forw ard
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