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The study on the top and middle managers’ career mobility in
electronic industry with the viewpoint of survival analysis
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Abstract

This proposal tres to find the factors
that influence the top and middle managers’
career mobility includes promotion
demotion and turnover with the statistical
method of life regression from the viewpoint
of strategic human resources management.
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Meanwhile in this paper we also try to
declare the career life table of managers in
order to understand the different survival rate,
hazard rate at the different times with the
statistical method of survival analysis.

With the representative sample of the
electronic industry , we declare the life-table
of the top and middle managers’ career
mobility. The study finds that the peak of
managers’ turnover are the seventh and ninth
year. But if we focus on the promotion, then
the high peak are the fourth and ninth year.
And on the hfe-regression analysis, the study
also finds those personal factor such as
degree, age, seniority, and compensatmn
have positive effect on managers’ survive.
Meanwhile we also find those organizational
factors such as age of corporate, growth of
sale have positive effect on managers’
survive, but the scale of capital, the sze of
employee and subordinate have the negative
effect on managers’ survive.

Keywords: career mobility, career path,
survival analysis, life-regression, labor
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The SAS System




Data Set

Lifereg  Procedure
Class Level Information

Class Levels Values

X2 2 12

X3 5 12345
X4 4 2345
X7 3 129

Number of observations used = 115

The SAS System
Lifereg  Procedure

=WORK.LIFE

Lependent Variable=Log(X6)
Censoring Variable=X5
Censorng Value(s)= 1

Noncensored Values=
Left Censored Values=

59 Right Censored Valies= 56
0 Interval Censored Valies= 0

Log Likelhood for WEIBULL -51.16530385

The SAS System
Lifereg  Procedure

Variable IF  Estimate Std Err ChiSquare Pr>Chi Label/Value

INTERCPT

X2

X3

X4

X7

SCALE

1 1.61079749 0.400317 16.19097 0.0001 Intercept

1 0.496935  0.4809
1 -0.0680578 0.096545 0.496935 0.4809 1
0 0 0 .2

41.54976  0.0001
0.270059  0.6033
3.614458 0.0573
0.026461  0.8708

215241 0.1423

0.15130657 0.291158
0.50232248 0.264217
0.04274371 0.262766
0.53395729 0.363952

0 0

o = = = =
(S N

15.15277

0.34680592 0.225645 2.362237

0.50232248 0.192004 6.844561

0.73124342 0.20553 12.65824
0 0

0.0017
0.1243
0.0089
0.0004

S = ==
(SRS OL I )

0.732067 0.6935
0.1006599 0.225056 0.200047 0.6547 1
0.15216246 0.190294 0.639388 0.4239
0 0 . 9

o — — o
(S

1 0.25669147 0.027005 Extreme value

scale parameter

=R

The SAS System

Tata Set

Lifereg  Procedure

=WORK.LIFE

Tependent Variable=Log(X6)
Censoring Variable=X5
Censoring Value(s)= 1

Noncensored Values= 59
Left Censored Values=

Right Censored Values= 56
0 Interval Censored Valies= 0

Log Likelhood for WEIBULL -39.89718371

The SAS System
Lifereg  Procedure

Varigble TF  Estimate Std Err ChiSquare Pr>Chi Label/Value

INTERCPT
X19
X20
X21
X22
X23
SCALE

~

1 2.26242209 0.139438 263.2583 0.0001 Intercept
1 0.03278354 0.007648 18.37513 0.0001

1 -7.363E-11 9.6E-12 58.85052 0.0001
0 0 0
0 0 0
0 0 0 .
1 0.19405194 0.022157 Extreme valie

scale parameter



