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Abstract: This study investigated the current status and relationship between instructors’ organization 
identity and career adaptability at Henan S College in China. Adopting a quantitative research design, the 
study distributed questionnaires using standardized scales to instructors at the college. A total of 385 
questionnaires were distributed, and385 valid questionnaires were recovered, representing a valid response 
rate of 100%. Data were analyzed using descriptive statistics, independent-samples t-tests, one-way ANOVA, 
and correlation analysis. The results showed that instructors’ overall levels of organization identity and career 
adaptability were moderate. Further difference analyses revealed that only professional titles exerted a 
significant effect on both variables, whereas gender, age, teaching experience, educational background, and 
subject demonstrated no significant differences. Correlation analysis indicated that organization identity was 
significantly and positively correlated with career adaptability, and positive relationships also existed among 
all their respective dimensions. Based on these findings, the study concluded that enhancing instructors’ 
organization identity through strengthened organizational support and improved career development 
mechanisms could effectively promote their career adaptability. This study suggested that strengthening 
organizational support and communication, implementing title-based tiered faculty development strategies, 
and improving systematic career support mechanisms can effectively foster a positive interplay between 
instructors’ organizational identity and career adaptability to facilitate their sustainable career development. 
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1. Introduction
With the advancement of economic 

globalization and the knowledge-based economy, 
higher education systems are facing intensified 
international competition, prompting universities 
to enhance educational quality through reforms, 
improved instructor competencies, and optimized 
management (Oliveira et al., 2024). In this context, 
instructors’ organization identity and career 
adaptability have become critical factors 
influencing their work engagement, teaching 
effectiveness, and career development. 
Organization identity, referring to instructors’ 
emotional, cognitive, and value-based 
identification with their institutions (Ma, 2024), 
can strengthen professional responsibility and 
motivation, whereas weak identification may 
reduce job satisfaction and career stability (Rinck 
& Taylor, 2025). Meanwhile, career adaptability—
encompassing self-regulation, problem-solving, 

and lifelong learning abilities—enables instructors 
to respond effectively to evolving educational 
environments and technological changes (Farmer, 
2025). Therefore, both organization identity and 
career adaptability play a vital role in supporting 
instructors’ professional growth and enhancing 
institutional competitiveness. 

With the rapid expansion of higher 
education and deepening reforms in China, 
university instructors have become central to 
improving educational quality and driving 
institutional development (Xin & Espinosa, 2022). 
Government policies have continuously promoted 
faculty development through reforms in evaluation 
systems, professional title assessment, and 
performance management, while also raising 
expectations for instructors to adapt to changing 
roles and work environments (Lin, 2024). In this 
context, organization identity has become 
essential for enhancing work motivation, job 
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satisfaction, and institutional cohesion (Jia & 
Deng, 2025). At the same time, career adaptability, 
including the ability to respond to teaching 
reforms, research demands, and technological 
changes, has emerged as a critical competency, 
especially for younger instructors facing role 
transition and career pressure. Therefore, 
strengthening organization identity and career 
adaptability is crucial for stabilizing faculty teams 
and supporting the sustainable development of 
universities. 

In recent years, the scale of higher 
education in Henan Province has continued to 
expand, accompanied by ongoing reforms aimed 
at improving educational quality and serving 
regional development. As a local vocational 
institution, Henan S College has actively promoted 
teaching reform, faculty development, and talent 
cultivation to align with these goals. However, 
intensified institutional competition and evolving 
performance evaluation systems have placed 
higher professional demands on instructors, 
requiring them to continuously adjust their roles 
and enhance their competencies. In this context, 
organization identity, reflected in instructors’ 
recognition of institutional goals and values, and 
career adaptability have become critical factors 
influencing their work motivation, professional 
development, and institutional cohesion. 
Therefore, examining the relationship between 
organization identity and career adaptability 
among instructors at Henan S College not only 
reflects the realities of faculty development in 
local universities but also provides practical 
insights for improving faculty management and 
supporting sustainable institutional growth. 

Research Objectives 
1) To describe the demographic

characteristics of instructors at Henan S College, 
including gender, age, teaching experience, 
educational background, profession, and subject. 

2) To investigate the current status of
organization identity among instructors at Henan 
S College. 

3) To investigate the current status of
career adaptability among instructors at Henan S 
College. 

4) To analyze significant differences in

organization identity among instructors at Henan 
S College, China, across different demographic 
variables. 

5) To analyze significant differences in
career adaptability among instructors at Henan S 
College, China, across different demographic 
variables. 

6) To explore the correlation between
organization identity and career adaptability 
among instructors at Henan S College. 

Research Hypotheses 
H1: There are significant differences in 

organizational identity among instructors across 
different demographic variables. 

H1-1: There are significant differences in 
organizational identity among instructors of 
different genders. 

H1-2: There are significant differences in 
organizational identity among instructors of 
different ages. 

H1-3: There are significant differences in 
organizational identity among instructors with 
different teaching experience. 

H1-4: There are significant differences in 
organizational identity among instructors with 
different educational background. 

H1-5: There are significant differences in 
organizational identity among instructors with 
different profession. 

H1-6: There are significant differences in 
organizational identity among instructors in 
different subject. 

H2: There are significant differences in 
career adaptability among instructors across 
different demographic variables. 

H2-1: There are significant differences in 
career adaptability among instructors of different 
genders. 

H2-2: There are significant differences in 
career adaptability among instructors of different 
ages. 

H2-3: There are significant differences in 
career adaptability among instructors with 
different teaching experience. 

H2-4: There are significant differences in 
career adaptability among instructors with 
different educational background. 

H2-5: There are significant differences in 
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career adaptability among instructors with 
different profession. 

H2-6: There are significant differences in 
career adaptability among instructors in different 
subject. 

H3: There is a significant correlation 
between instructors’ organizational identity and 
career adaptability among instructors at Henan S 
College. 

Conceptual Framework 

Figure 1: Research Conceptual Framework 

Literature Review 
Social Identity Theory 

Social Identity Theory, proposed by Henri 
Tajfel and John Turner, explains how individuals 
derive their self-concept from both personal 
attributes and group membership (Tajfel & Turner, 
1986). In the university context, instructors 
develop identification with institutional culture, 
values, and goals through their teaching, research, 
and participation in organizational activities, 
which fosters emotional attachment and 
behavioral commitment (Burford, 2012). By 
perceiving themselves as members of the 
academic community, instructors interpret their 
professional roles within this group identity and 
align their personal values with institutional 
development (Willetts & Clarke, 2013). This sense 
of identification enhances belonging, 
responsibility, and motivation, while positive 
comparisons with other institutions further 
strengthen organization identity, ultimately 
promoting greater work engagement and career 
development (Davis et al., 2019).  

Organization identity 

Instructors’ organization identity refers to 
their cognitive, affective, and behavioral 
identification with a university’s values, goals, and 
culture (Wilkie, 2025; Yang, 2024). It reflects the 
extent to which instructors internalize institutional 
characteristics as part of their self-concept, leading 
to a sense of belonging and commitment. This 
identity is commonly understood through three 
dimensions: cognitive recognition of institutional 
goals, emotional attachment and loyalty, and 
behavioral participation in institutional activities 
(Tabak & Boyacı, 2019). A high level of 
organization identity enhances instructors’ work 
engagement, job satisfaction, and professional 
stability, while also strengthening institutional 
cohesion. 

Existing studies have examined 
organization identity in terms of its formation, 
influencing factors, and impact on work outcomes. 
Research shows that strong organization identity 
improves work motivation, responsibility, and 
teamwork, and is closely related to job satisfaction, 
organizational commitment, and turnover 
intention (Aminah et al., 2023; Kim, 2023). It is 
influenced by individual factors such as career 
expectations, organizational factors such as 
leadership and culture, and external factors such as 
policy environment (Ran et al., 2023). In higher 
education, instructors with stronger organization 
identity demonstrate greater initiative and 
adaptability, while those with weaker identity are 
more likely to experience burnout and turnover 
intentions (Wilkie, 2025). 

The measurement of organization identity 
has evolved from unidimensional to 
multidimensional approaches. Early studies 
focused on overall identification, while later 
research emphasized cognitive, affective, and 
behavioral dimensions. In the context of higher 
education, measurement has become more 
practice-oriented, reflecting instructors’ 
participation in institutional activities, 
interpersonal communication, and emotional 
attachment (Joo & Hong, 2025). Most studies now 
assess organization identity through three key 
dimensions: support for institutional goals, sense 
of belonging, and communication within the 
organization (Tabak & Boyacı, 2019). This 
framework provides a comprehensive and reliable 
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basis for analyzing instructors’ organization 
identity and its relationship with career 
adaptability. 

Instructors’ Career Adaptability 
Instructors’ career adaptability refers to 

their ability to proactively adjust career plans and 
behaviors in response to changing work 
environments, institutional demands, and 
professional tasks (Even-Zahav et al., 2022). It 
includes capacities such as self-regulation, 
problem-solving, and continuous learning, 
enabling instructors to effectively manage 
teaching, research, and organizational 
responsibilities (Oppi & Eisenschmidt, 2022). 
Career adaptability is both dynamic and 
developmental, evolving across career stages and 
improving through experience and professional 
training. It is commonly reflected in four 
dimensions: concern, control, curiosity, and 
confidence, which help instructors cope with 
change and maintain stable career development 
(Ma & Mohd Kosnin, 2024).  

Studies show that career adaptability is a 
key resource for coping with professional 
challenges and is closely related to job 
performance, job satisfaction, and work 
engagement (Parsons et al., 2016). It is influenced 
by individual factors such as self-efficacy, 
organizational factors such as leadership and 
culture, and external factors such as policy 
environment (Coetzee et al., 2020). Instructors 
with higher adaptability demonstrate stronger 
resilience, flexibility, and initiative, especially in 
responding to teaching reforms and research 
demands. Career adaptability is also positively 
associated with organization identity, and the two 
jointly influence instructors’ professional 
development. However, research on this topic, 
particularly in vocational colleges, remains limited 
and requires further empirical exploration (Yang, 
2024). 

The measurement of career adaptability is 
mainly based on standardized scales such as the 
Career Adapt-Abilities Scale, which typically 
includes four dimensions: concern, control, 
curiosity, and confidence (Sibunruang et al., 2015). 
These dimensions assess instructors’ future 
planning, self-regulation, exploratory behavior, 

and self-efficacy in professional contexts. Some 
studies adapt this framework by incorporating 
cooperation to better reflect instructors’ roles in 
teamwork and institutional activities (King, 2016). 
Data are usually collected through Likert-scale 
questionnaires and tested for reliability and 
validity.  

Relationship Between Instructors’ Organization 
identity and Career Adaptability 

Research indicates that instructors’ 
organization identity is positively related to career 
adaptability. Instructors who strongly identify with 
their institutions tend to show greater motivation, 
psychological stability, and flexibility in 
responding to teaching, research, and 
organizational changes (LeBlanc & Lyons, 2022). 
This identification enhances their ability to 
regulate behavior, engage in professional activities, 
and cope with work pressure, thereby improving 
career adaptability (Cardoso et al., 2022). Studies 
in Henan Province also confirm this positive 
relationship, although existing research is limited 
in scope and mainly based on cross-sectional 
surveys. Further research is needed to explore the 
underlying mechanisms and contextual 
differences to better support instructors’ 
professional development (Zhang et al., 2021). 

2. Materials and Methods
This study targeted 385 full-time 

instructors at Henan S College and adopted a 
census approach to examine their organization 
identity and career adaptability. Data were 
collected through an anonymous online 
questionnaire distributed via Wenjuan Xing, with 
162 valid responses obtained. The questionnaire 
consisted of three parts: demographic information, 
organization identity (17 items across support, 
sense of belonging, and communication), and 
career adaptability (24 items across concern, 
control, curiosity, and confidence), all measured 
using a 5-point Likert scale. 

The scales demonstrated high reliability 
and validity. The overall Cronbach’s alpha for 
organization identity was 0.94, with 
subdimensions ranging from 0.80 to 0.94, while 
the career adaptability scale showed an overall 
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reliability of 0.96, with subdimensions ranging 
from 0.85 to 0.91, indicating strong internal 
consistency. Construct validity was supported 
through factor analysis, with organization identity 
explaining 72.1% of total variance and acceptable 
model fit indices for career adaptability after 
adjustment. Data analysis included descriptive 
statistics to assess overall levels and demographic 
characteristics, independent-samples t-tests and 
one-way ANOVA to examine group differences, 
and Pearson correlation analysis to explore the 
relationship between organization identity and 
career adaptability. This methodology ensured 
reliable measurement and robust analysis of 
instructors’ professional and psychological 
characteristics. 

3. Results
The demographic distribution of the 

sample, with 385 valid questionnaires collected, 
ensuring sufficient data for analysis. The gender 
distribution was balanced, with 49.6% male and 
50.4% female instructors. Age groups were also 
evenly distributed, with 35.3% aged 24–35, 31.7% 
aged 36–45, and 33.0% aged 46 or above. 
Teaching experience showed a relatively even 
spread, with the largest group (28.6%) having 11–
15 years, followed by 24.4% with 16 years or more, 
indicating representation of both experienced and 
early-career instructors. 

In terms of educational background and 
professional title, the sample remained balanced 
across categories, including bachelor’s, master’s, 
and doctoral degrees, as well as professors, 
associate professors, lecturers, and teaching 
assistants. Subject disciplines were also diverse, 
covering science, arts, humanities, and other fields 
with relatively small differences in proportion. 
The sample demonstrated strong diversity and 
balanced structure across key demographic 
variables, enhancing the representativeness and 
reliability of the study’s findings.  

Table. 1: Demographic Information of the 
Participants 

Variables Group n % 

Gender Male 191 49.6 
Female 194 50.4 

Age Aged 24-35 136 35.3 

Aged 36-45 122 31.7 

≥ Aged 46 127 33.0 

Teaching 
Experience 

≤ 5 Years 89 23.1 
6-10 Years 92 23.9 
11-15 Years 110 28.6 
≥ 16 Years 94 24.4 

Education 
Background 

Bachelor 100 26.0 
Master 101 26.2 
Doctor 97 25.2 
Other 87 22.6 

Position 

Assistant 87 22.6 
Lecturer 100 26.0 

Associate Professor 91 23.6 
Professor 107 27.8 

Subject 

Humanities 84 21.8 
Science 106 27.5 

Art Disciplines 90 23.4 
Other 105 27.3 

Total 385 100 

1) Regarding organization identity,
instructors reported a moderate level (M = 3.19), 
with similar levels across the three dimensions of 
support, sense of belonging, and communication. 
This suggested that instructors had developed a 
basic level of organizational identification, but 
room remained for improvement.  

Table. 2: Descriptive Statistics of Instructors’ 
Organizational Identity 

Dimension n M SD Interpretation 

Support 385 3.21 .42 Moderate 

Sense of Belonging 385 3.20 .50 Moderate 

Communication 385 3.18 .45 Moderate 

Organization Identity 385 3.19 .37 Moderate 

2) For career adaptability, instructors also
showed a moderate level (M = 3.18), with 
balanced performance across concern, control, 
curiosity, and confidence. Slightly higher scores in 
curiosity and control reflected instructors’ capacity 
for career exploration and self-regulation, while 
their career planning awareness and self-
confidence required further development.  

Table. 3: Descriptive Statistics of Instructors’ 
Career Adaptability 

Dimension n M SD Interpretation 
Concern 385 3.16 .51 Moderate 

Control 385 3.18 .53 Moderate 

Curiosity 385 3.20 .54 Moderate 

Confidence 385 3.18 .52 Moderate 
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Overall Career 
Adaptability 385 3.18 .44 Moderate 

3) In the difference analysis, all
demographic variables showed no significant 
differences in organization identity. Therefore, 
these variables showed no significant differences, 
implying that personal characteristics exerted little 
influence on instructors’ organization identity.  

4) In the difference analysis, only the
demographic variable of position showed a 
significant difference in career adaptability. 
Instructors holding the position of associate 
professor showed higher career adaptability than 
those in other positions. Other variables showed 
no significant differences, implying that personal 
characteristics exerted little influence on 
instructors’ career adaptability.  

5) Results demonstrated strong and
significant positive correlations between all 
subdimensions and overall levels of instructors’ 
organizational identity and career adaptability 
with good internal structural consistency across 
variables. Organizational support exerted the 
strongest correlation with career adaptability, 
while curiosity and control were the most closely 
related career adaptability dimensions. These 
findings indicate that higher organizational 
identity contributes to improved instructors’ career 
adaptability, providing solid empirical evidence 
for future mechanism exploration. 

4. Discussion
Instructors at Henan S College showed a 

moderate level of organization identity, with 
similar scores across support, sense of belonging, 
and communication, none reaching a high level. 
Support scored relatively higher, indicating that 
instructors perceived basic institutional and 
resource support, while sense of belonging 
remained moderate and communication was the 
lowest, reflecting insufficient interaction and 
feedback mechanisms. According to prior studies, 
organization identity depends not only on support 
but also on emotional connection and 
communication quality (Even-Zahav et al., 2022). 
Therefore, although a foundation exists, 
improvements are needed in emotional bonding 
and communication. 

Instructors demonstrated a moderate level 
of career adaptability, with balanced but not high 
scores across concern, control, curiosity, and 
confidence. Curiosity scored highest, indicating 
openness to learning and exploration, while 
concern scored lowest, suggesting limited career 
planning awareness. Control and confidence were 
moderate, showing basic self-regulation and self-
efficacy. Career adaptability theory emphasizes 
these psychological resources in coping with 
change (Fang, 2023), and the findings suggest that 
instructors possess foundational adaptability but 
still need improvement, particularly in future 
planning and confidence. 

No significant differences in organization 
identity were found across gender, age, teaching 
experience, education, title, or subject (p > 0.05), 
indicating that demographic factors had limited 
influence. Organization identity, as a context-
dependent psychological construct, is shaped more 
by institutional environment and culture (Salinas 
& Garrido, 2022). The relatively unified 
management and cultural atmosphere at Henan S 
College contributed to consistent perceptions 
across groups. This suggests that enhancing 
organization identity should focus on institutional 
factors such as communication and support 
systems rather than demographic differences. 

Professional title was the only variable 
showing significant differences in career 
adaptability, particularly in concern, curiosity, and 
total adaptability (p < 0.05), while other 
demographic factors were not significant. 
Associate professors scored lower than assistants, 
lecturers, and professors, likely due to greater 
promotion pressure and role demands at this career 
stage (Cardoso et al., 2022). Early-career 
instructors showed stronger motivation to adapt, 
while senior professors maintained stable 
adaptability through experience. This indicates 
that career adaptability is more closely related to 
career stage than demographic background (Zhang 
et al., 2021). 

A significant positive correlation was 
found between organization identity and career 
adaptability (r = .785, p < 0.01), with all 
subdimensions positively related. Support showed 
the strongest association, followed by 
Communication and Sense of Belonging, while 
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Curiosity and Control were most strongly linked to 
organization identity. This supports the view that 
organization identity enhances motivation, 
psychological security, and engagement, thereby 
improving adaptability (Duru & Söner, 2026; 
Srinivasan, 2025). Strengthening organizational 
support, communication, and emotional 
connection can therefore effectively promote 
instructors’ career adaptability. 

5. Recommendations
Based on the study’s empirical findings 

and hypothesis test results, this section puts 
forward targeted optimization suggestions for 
Henan S College. Specifically, the college should 
strengthen organizational support and build sound 
communication mechanisms to enhance 
instructors’ overall organizational identity, 
implement tiered and categorized faculty 
development strategies tailored to instructors with 
different professional titles to relieve the 
developmental pressure of mid-career associate 
professors and meet the diverse growth needs of 
all faculty groups, and improve the systematic 
faculty career development support system by 
enriching development platforms, providing 
professional training and psychological support, 
and building a complete support-feedback 
mechanism. These targeted measures can form a 
virtuous interactive cycle between instructors’ 
organizational identity and career adaptability, 
thereby comprehensively promoting the 
sustainable career development of college 
instructors. 
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