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Work attitudes have a high impact on people’s success and psychological well-being at work and beyond (Kossek & Lambert, 2012; Saari & Judge, 2004). Researchers have devoted a great deal of attention to understanding the principal determinants and outcomes of life and career success over the last decades (e.g., Bu & Roy, 2005; Judge & Bretz, 1994; Kirchmeyer, 1998). Career success is associated with significant positive outcomes, including happiness, psychological health and longevity (Kern, Friedman, Martin, Reynolds, & Luong, 2009; Pan & Zhou, 2013). However, theorizing about the relationship between work attitudes and career success has not extended much beyond this point, in particular in relation to their potential impact on individual well-being. This constitutes a significant shortcoming especially in emerging economies, where research on career success is still at an early stage and firm conclusions on major antecedents and outcomes of career success are premature (Bu & Roy, 2005). What is known about antecedents and outcomes of career success has typically been accumulated through research conducted in Western, countries, mostly belonging to the Anglo-Saxon culture (Bozionelos & Wang, 2006). This is a cause for concern given that perceptions of career success and well-being have an important cultural component and the dominant values of a culture can significantly influence individuals' subjective perceptions (Pan & Zhou, 2013). For these reasons, researchers warn about extending such findings in terms of career success determinants and outcomes to other cultural contexts (Wong & Slater, 2002). 
The aim of this paper is to explore the impact of organizational citizenship behaviors and trust on objective and subjective career success, and its implications for health, as moderated by career system. To guide theory and practice in the domain of work attitudes, we build a theoretical framework that extends organizational theory into the new, expanding world of work in China. By testing it empirically via a sample of 10,372 Chinese employees, it opens up new lines of research in a fast-growing field that has important implications for a wide range of decision makers.
This study extends existing knowledge in three ways. First, we examine how two highly influential work attitudes within the Western organizational settings relate to career success in China. Second, we explore the moderating effect of different career systems in private and public organizations on the relationship between work attitudes and career success. In so doing, we address calls for greater research sensitivity towards the criteria that different groups of people in different contexts use to construe their perceptions of career success (De Vos, De Hauw, & Van der Heijden, 2011). Lastly, we explore the indirect relationship of OCB on health outcomes. This addresses recent calls to extend the focus of analysis in OCB research on additional outcomes rather than individual, group and/or organizational performance (Spitzmuller, Van Dyne, & Ilies, 2008).
THEORETICAL FRAMEWORK AND HYPOTHESES DEVELOPMENT
Career success is crucial for people, organizations and nations. Perceptions of experiencing a successful career can lead to positive work outcomes (Judge, Thoresen, Pucik, & Welbourne, 1999) and spillover to other facets of life, influencing happiness, life satisfaction, and psychological well-being (Judge & Cable, 2004; Kern et al., 2009). Career success refers to accumulated positive outcomes and achievements resulting from one’s work experiences (Seibert & Kraimer, 2001). Career success is reflected both in objective factors, such as number of promotions, salary progression, wealth, and managerial levels (Dries, Pepermans, Hofmans & Rypens, 2009), and in subjective factors, such as the individual's subjective assessment of the extent to which various aspects of their career have been achieved (Greenhaus, Parasuraman, & Wormley, 1990). Although the conceptualization of career success in objective terms remains dominant in the literature, there is increasing interest in subjective career success indicators (Gunz & Heslin, 2005; Zhou, Sun, Guan, Li, & Pan, 2012) and the association between objective and subjective career success (Stumpf & Tymon, 2012). A large number of researchers (see Greenhaus et al., 1990) have asserted that considering what an individual feels about his or her career is as important as examining tangible indicators such as salary growth or the managerial level. 

Although career research in China is still at an embryonic stage, there has been increasing interest in the analysis of career success determinants and outcomes among Chinese workers in recent years (Guan et al., 2012; Pan & Zhou, 2013; Zhou et al., 2012). Extant research has shown that mentoring (Bozionelos & Wang, 2006), social networking (indicated by the term guanxi, Chen & Chen, 2004) and social capital (Wong & Slater, 2002) are the principal determinants of career success for Chinese workers (Tu, Forret & Sullivan, 2006). However, there are a number of further antecedents that may influence career success in China that have not been investigate (Zhou et al., 2012). A recent research by Zhou and colleagues (2012) has shown that intrinsic fulfillment, external compensation, and work-life balance can be influential determinants of career success for Chinese workers. Following this example, we test whether trust and organizational citizenship behaviors (OCB) can influence perceptions of objective and subjective career success. 
Organizational Citizenship Behaviors

Organizational Citizenship Behaviors (OCB) refer to discretionary and spontaneous behaviors performed by workers which are neither included in job requirements nor acknowledged in formal reward systems (Organ, 1988). Examples of OCB include engaging in sportsmanship or altruism, showing proactive group participation, voluntarily mentoring new coworkers, maintaining a positive unit climate, promoting constructive challenges intended to improve the organizational procedures, defending the organizational reputation, and so forth (Van Dyne & Ang, 1998). Research on OCB has considerably expanded both in Western and in Eastern countries (Farh, Zhong, & Organ, 2004; Hui, Lee & Rousseau, 2004; Liu & Cohen, 2010; Wang, Law, Hackett, Wang & Chen, 2005). Researchers have demonstrated that although the construct of OCB is meaningful across countries, differences emerge in the conceptualization and articulation of its dimensions in Western and Eastern countries (Farh et al., 2004). For example, similarly to what has been found in Western countries, behaviors like altruism, voice, group proactive participation and defense of the company's reputation are meaningful expressions of OCB also in Eastern cultures. Instead, dimensions not fully considered in Western countries – such as protecting and saving the company's resources, keeping the workplace clean, or favoring interpersonal harmony – are critical expressions of citizenship behaviors in Eastern countries (Farh et al., 2004). However, despite the presence of these differences, research has shown that OCB is positively associated with work and non-work outcomes both in Western and Eastern countries (Chen, Hui & Sego, 1998; Katz & Kahn, 1978; Hui et al., 2004). 
In this paper we hypothesize that OCB is positively related to objective and subjective career success for Chinese workers. First, we believe that engaging in OCB can contribute to increasing people's intrinsic satisfaction and fulfillment in life, which are fundamental criteria on which Chinese people evaluate subjective career success (Zhou et al., 2012). A substantial body of research has demonstrated that individuals experience a sense of pleasure and satisfaction when they are able to do something useful for others (Baruch, Hind, Fenton-O’Creevy & Vigoda-Gadot, 2004; Gleibs, Morton, Rabinovich, Haslam, & Helliwell, 2013). Second, research conducted in China has shown OCB is highly informed by the basic principles of the national culture which is rooted in the principles of zhong (loyalty) xiao (piety), ren (benevolence), ai (love), yi (justice), he (harmony) and ping (peacefulness) (Farh et al., 2004). Engaging in prosocial behaviors might thus represent a fundamental way for Chinese people to adhere to requirements of their national culture. We believe that this can have a positive effect on perceptions of subjective career success by reinforcing the belief that investing in such a job is an important way of following behavioral prescriptions of the national culture. Regarding objective career success, we believe that engaging in OCB can contribute to increasing workers' objective career success by either augmenting workers' productivity and by leading to a more positive performance appraisal for such workers, unless employees are over-engaged (Bergeron, 2007)
. This is because more involvement in work dynamics will give a positive image to supervisors who recognize such employees as collaborators who go beyond formal job requirements and truly contributes to the success of the organization over and above what is expected. Thus,
H1a: Engaging in OCB will be positively related to subjective career success 

H1b: Engaging in OCB will be positively related to objective career success

Trust

Trust can be defined as “a willingness to be vulnerable to the actions of another party based on the expectation that the other will perform a particular action important to the trustor, irrespective of the ability to monitor or control that other party” (Mayer, Davis, & Schoorman, 1995, p. 712). Trusting or mistrusting depends on the perceptions of the characteristics of the trustee together with their own propensity to trust (Mayer et al., 1995). Trust is considered to operate at various levels – individual, organizational, society (Rousseau, Sitkin, Burt & Camerer, 1998), and have cognitive, affective and behavioral components (Lewis & Weigert, 1985). 
Trust is an important antecedent of constructive individual work behaviors and organizational functioning (Carmeli & Spreitzer, 2009). Given its relevance, there is increasing managerial interest in finding ways of fostering and enhancing trust among the workforce (Dolan & Garcia, 2002). Support for this perspective is shown by studies linking trust with a variety of favorable individual work behaviors, including performance (Mayer & Davis, 1999), job satisfaction (Gould-Williams, 2003), creativity and thriving at work (Carmeli & Spreitzer, 2009) amongst other outcomes. In particular, trust is considered as the foundation of human growth and development in the workplace (Losada & Heaphy, 2004). Trust enables openness and connectivity at work which are instrumental to ensure high levels of learning, correct functioning, and career development (Carmeli & Spreitzer, 2009). Drawing on this perspective, we believe that experiencing trust in the workplace can enhance subjective and objective career success by enabling growth-fostering relations and optimal conditions for personal development. Thus,
H2a: Trust will be positively related to subjective career success
H2b: Trust will be positively related to objective career success

The mediating effect of career success on the relationship between OCB and health

Researchers have recently invited scholars to conduct further research on the relationship between OCB and health (Spitzmuller et al., 2008). In the attempt to address this call, we explore whether OCB is positively related to physical and mental health via career success. Research on prosocial behaviors provides strong support for this indirect relationship (e.g. Anik, Aknin, Norton, & Dunn, 2009; Gleibs et al., 2013). First, engaging in prosocial behaviors has been shown to improve health by inducing a more favorable self-assessment and a sense of satisfaction in life (Penner, Dovidio, Piliavin, & Schroeder, 2005) which are salient determinants 
of subjective career success
. Second, engaging in prosocial behaviors has been shown to alleviate the harmful effects of stress by nurturing constructive relationships and networking opportunities with others (Tsang, Chen, Wang, & Hai, 2012), which are salient determinants of objective career success. Thus,
H3a: OCB is positively related to mental health level via subjective career success
H3b: OCB is positively related to physical health level via subjective career success
H4a: OCB is positively related to mental health level via objective career success

H4b: OCB is positively related to physical health level via objective career success

The mediating effect of career success on the relationship between trust and individual health

There is a growing research stream that explores the effects of individual perceptions and attitudes on health. A recent study by Schneider, Konijn, Righetti, and Rusbult (2011) suggests that trust is positively related to physical health and indirectly related to mental health. Other studies have demonstrated that in the Chinese population in Taiwan, trust has a significant positive effect on health, job satisfaction (Huang, Tsai, & Wang, 2012) and performance (Tzafrir, 2005). We posit an indirect relationship; namely that trust will benefit individual physical and mental health via subjective and objective career success. As discussed, experiencing trust can have a positive effect on the individual's perceptions of subjective career success because it creates optimal environmental conditions for personal development and thriving. Trust is crucial to thriving since it instills a sense of vitality and positive emotions that enhance the individual's willingness to participate and contribute actively to the life of the organization (Carmeli & Spreitzer, 2009). Vitality is directly associated with career and life satisfaction (Baruch, Grimland, & Vigoda-Gadot, 2013
). Thus,
H5a: Trust is positively related to level of mental health via subjective career success

H5b: Trust is positively related to level of physical health via subjective career success

H6a: Trust is positively related to level of mental health via objective career success

H6b: Trust is positively related to level of physical health via objective career success

The moderating effect of career system
Career system refers to "the collection of policies, priorities, and actions that organizations use to manage the flow of their members into, through, and out of the organizations over time" (Sonnenfeld & Peiperl, 1988: 588). The economic reforms following on from the 1978 announcement of Chinese openness to the outside world have brought profound changes to the employment and career system in China (Yi, Ribbens, & Morgan, 2010). Yet, these changes have not been extensively analyzed (Kong, Cheung, & Zhang, 2010). The most noticeable transformation observed in the career system is the transition from state control of individuals' careers to individual career planning (Shen, Hall, & Fei, 2007). This means that career-related decisions like proactive job seeking, asking for promotion and pay rises, now occur more often than in the past when all career related decisions were managed by the government (Yi et al., 2010). Although these changes are observable both in private organizations and state-owned enterprises (Yi et al., 2010), there are still noticeable differences in organizational career systems within these two types of organizations (Goodall & Warner, 1997). In the private sector, the design of modern and more sophisticated career systems is at an advanced stage (Kong et al., 2010). The scenario is quite different in the public sector. The modernization of the career system is still at an embryonic stage and, even though state-owned enterprises have moved away from the previously dominant Marxist model (Bjorkman & Lu, 2001), their ability to develop sophisticated HRM policies has been improved only to a limited extent (Ngo, Lau, & Foley, 2008). 
Due to the differences between career systems in the public and private sector in China, we hypothesize that the relationship between OCB and career success will be stronger in the private sector than in the public sector. Extant research has shown that OCB is likely to promote positive career outcomes both in Western and in Eastern private organizations (Spitzmuller et al., 2008). However, this is less likely to happen in public organizations where managers often do not notice, appreciate or reward employees' spontaneous contribution. Farh
 and colleagues (2004) noticed that extra-role behaviors have a less incidence on employees' work dynamics in state-owned enterprises in China. Furthermore, in public sector workers tend to be less concerned with extra-role behaviors because they do not respond to an open market dynamics and have a higher job security (Farh et al., 2004). Thus,
H7a: The relationship between OCB and subjective career success is moderated by career system. It will be stronger in the private sector than in the public sector. 

H7b: The relationship between OCB and objective career success is moderated by career system. It will be stronger in the private sector than in the public sector. 

Trust generates a positive work environment that supports innovation and creativity (Carmeli & Spreitzer, 2009). Innovation is critical in particular within the private sector, but such progress can also be achieved in the public sector (Bessant, 2005). Managers should strive to build a positive cycle of trust in the organization (Schuler, Dolan & Jackson 2001). Effective use of HRM and career practices would develop a culture of trust (Zeffane & Connell, 2003). It would eventually lead to better organizational performance (Harel & Tzafrir, 1999), hence the critical role of career systems in the process (Baruch & Peiperl, 2000). Career systems transform people management strategy into actual practices that lead to better life and career satisfaction. We hypothesize that within organizations, the relationships between trust and career success are moderated by the practices employed by the firm, and as the impact and relevance of such practices is stronger in the private sector
 because of a larger use of HRM practices and a more advanced career system. Thus,
H8a: The relationship between trust and subjective career success is moderated by career system. It will be stronger in the private sector than in the public sector. 

H8b: The relationship between trust and objective career success is moderated by career system. It will be stronger in the private sector than in the public sector. 

Combining our set of hypotheses, a model depicting the anticipated relationships across our constructs is presented in Figure 1.
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METHOD
Sample

To test our model, we used an Official Chinese Survey dataset. The survey was conducted between June and August 2005 by the government and was coordinated by social scientists of a leading Chinese university. A total of 10,372 questionnaires were collected from 107 cities across 31 provinces. The sample is representative for the non-institutionalized employee population in both the public sector (564 civil servants) and the private sector (9,808 individuals). More than half of the respondents lived in urban areas (58.8%). Gender was relatively evenly distributed (52.6% of respondents were male). The average age range was 36-55 years. Almost all the participants reported to have been working in their current organization for at least 6 months. In terms of working hours, 66.6% of the sample declared to work more than 40 hours per week (mean = 50.07 hours, SD = 12.21). Interestingly, only 3.1% of respondents declared to work part-time (less than 25 hours per week).

Measures
Organizational Citizenship Behaviors (OCB). We used four items to measure OCB. Respondents were asked to indicate how often they performed prosocial behaviors at work. Items used resemble those developed by Farh and colleagues (2004) in their scale describing different categories of OCBs incidents frequently reported by Chinese workers. Sample items are 'Keep workplace clean' and 'Being punctual'. The Cronbach's alpha reliability coefficient was 0.88.

Trust. We measured trust with three items reflecting the extent to which workers trusted social interactions with their coworkers. The three items were taken from the Integrated Questionnaire for the Measurement of Social Capital (Grootaert, Narayan, Jones & Woolcock, 2004) and adapted to fit the Chinese organizational context. A sample item is: “Whether you trust your colleagues”. The alpha coefficient was 0.70. 

Subjective Career Success (SUB). Four indicators were used to measure respondents' perceptions of subjective career success. Respondents were asked to indicate their perceived level of satisfaction with current socioeconomic status, the progress they had made in socioeconomic status over the last three years, their current job and overall daily life. The alpha coefficient was 0.89.

Objective Career Success (OBJ). As advocated in prior research (e.g., Gunz & Heslin, 2005; Heslin, 2003), we used a measure of financial success as an indicator of objective career success. In particular, we combined available data on respondents' attainment of wealth and prosperity, namely the total current value of financial assets (such as savings, stock, and personal annuities), the total current value of real estate (such as primary and second place of residence and rental or commercial property), and the total current value of major durable consumption assets (such as automobile, TV set and air conditioner). All values were summed and standardized. Generated with a CFA model, the objective career success measure places individual households on a continuous scale of relative wealth
. The alpha coefficient was 0.79.

Health. Mental health was assessed with four items on which respondents rated the degree of severity of depression, anxiety, anger and emotional disorder experienced in the last month. A sample item is: "Were you bothered by any emotional disorder in the last month?" The alpha coefficient was .90. To assess physical health condition, respondents were asked to indicate whether physical issues/pain interfered with their work, housework and social interaction in the last month. A sample item is: "Did health issues interfere with your daily activities (for example walking or climbing up stairs)?" This construct yielded an alpha reliability coefficient of 0.89.

Results
Six measurement models (Model 1-6) were conducted to verify the distinctiveness of the considered constructs using AMOS 18. All factor loadings were significant at the 5% level. Although chi square values were significant, this might be due to the large number of respondents given that chi square is sensitive to sample size. The measures of model fit calculated, namely CFI, IFI and GFI, were all larger than 0.90 while those of RMSEA was smaller than the cutoff value of 0.8, which satisfy the criteria for a good fit (Hair, Black, Babin, Anderson, & Tatham, 2006). Then we controlled for common method bias by using the Harman single factor test as prescribed by Podsakoff, MacKenzie, Lee and Podsakoff (2003). This model yielded poor model fit (χ2 (135) = 34289.9; CFI= 0.693; IFI=0.657; GFI=0.611; RMSEA=0.156). Hence, we can assume that common method variance was not a significant issue influencing our results (Table 1). Finally, we aggregated the values of each item into the corresponding latent variable. Table 2 report means, standard deviation and correlations for the variables considered. Results indicate the OCB and trust are marginally correlated. Although some studies relate these two concepts, the presence of a significant small correlation in our study is probably due to the sample size. Allison (1999) argued that in large sample it is also necessary to consider whether the correlation is substantially significant to establish the existence of a meaningful relation. The magnitude of this effect should be large enough to have importance and this was not the case in our study where the magnitude is marginal (r = -.089
)
-----------------------------------

Insert Table 1 and 2 About Here

-----------------------------------

To test our hypotheses we firstly estimated the structural equation model with the full sample and then re-tested it in the public and private subsamples respectively. We also ran a multiple group comparison analysis to assess invariance across both subsamples. The measures of model fit indicate that the structural models fit the data quite well (Model 9 and 10 in Table 1). The structural coefficients are summarized in Table 3. OCB and trust were positively associated with both subjective (B = .31, p < .01 for OCB and B = .29, p < .01 for trust) and objective career success (B = 1.73
, p < .01 for OCB and B = .34, p < .01 for trust) Hence, results support hypotheses H1(a-b
) and H2(a-b)..
Results indicate that both subjective and objective career success were both positively associated with physical (B = .30, p < 0.01 for subjective career; B = .07, p < .01 for objective career success and mental health. To test whether subjective/objective career success were valid mediators, we followed the guidelines of Baron and Kenny (1986) and Kenny, Kashy and Bolger (1998). We compared the fully mediated models (models 9a–10c in Table 3) with partially mediated models (models 11a–12c in Table 3) in which four paths indicating a direct effect of OCB and trust on physical and mental health were added to the structural models. The results of model 11 and 12 yield bad goodness-of-fit statistics as reported in Table 1. We found that the path coefficients from OCB to physical health (b=0.065, p<0.01 in full sample and b=0.073, p<0.01 in the private subsample) and trust to physical health (b=0.114, p<0.01 in full sample and b=0.114, p<0.01 in the private subsample) are significant at 1%, but all the other additional path coefficients are not significant (see Table 3)
. Thus, we preferred the more parsimonious research models that confirm all our hypotheses of mediation of subjective and objective career success on the relationship between investigated work attitudes and health (i.e. H3-H6). 
To assess the moderating effect of career system, we re-estimated our research models within the private sector and the public subsamples respectively. In the private sector subsample, the results of the structural equation model were similar to those in the full sample
. In the public sector sample, however, the relationship between OCB and subjective career success was not significantly different to zero (B = 0.00, p > .10); whereas the relationship between trust and subjective career success was significant (B = .291, p < .01). When considering objective career success, we found significant path coefficients from both OCB (B = 1.07, p < .01 in the public subsample; B = 1.70, p < .01 in the private subsample) and trust (B = .58, p < .01 in the public subsample; B = .36, p < .01 in the private subsample). Although the coefficients are both significant for OCB and trust, results indicate a significant variation in the coefficient power only for OCB when comparing the private sector (B = 1.70) and the public sector (B = 1.07). Because the coefficient magnitude is bigger in the private sector than in the public only for OCB, we can assume that OCB is more salient in this sector only. 
To rigorously test whether OCB was significantly different across the two sub-samples, we conducted a nested multi-group invariance analysis by following procedures recommended by Byrne (2010). Results indicated that both unconstrained and constrained models fit the data relatively well across the two sub-samples (RMSEA<0.05; CFI>0.94). The value of omnibus chi-square test was 0.016 (Δχ2=27.66, Δdf=14, p=0.016) and ΔCFI is smaller than 0.001, which argues for non-invariance (Cheung & Rensvold, 2002). Then, we estimated the unconstrained full baseline models and then constrained models that imposed equality on path parameters of OCB->Subjective/Objective Career Success
 across the two subsamples. The differences in chi-square between the baseline and constrained models are 79.44 for the research model with subjective career success and 34.21 with 22 degree of freedom for the research model with objective career success, which are highly significant at the 5% level. The ΔCFI value of 0.02 is larger than the 0.01 cutoff recommended by Cheung and Rensvold (2002). Therefore, we can assume that the effects of OCB on subjective and objective career success were statistically different between the two given subsamples. To summarize, our result support hypotheses H7a and H7b but not H8a and H8b since only the effects of OCB and not trust were moderated by the career system.
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DISCUSSION

Our paper takes a comprehensive approach to explore the relevance of trust and OCB to career success and health and highlights the importance of career success as a salient work and life issue. The results of the study demonstrate that OCB and trust are two influential antecedents of career success for Chinese people. Further, the mediation analyses suggest that subjective and objective career success mediate the relationship between OCB and trust and physical and mental health. Finally, the results show that career system moderates the relationship between OCB and career success. More specifically, OCB is more salient in predicting career success in the private sector than in the public sector. This study offers unique insights into the role career success plays and helps explain outcomes of high importance. Indeed, while some of the relationships tested have been examined for their role in individual related outcomes, the relationship to two distinct measures of career success, intrinsic and extrinsic (Gunz & Hesling, 2005), has often been implied but not explicitly explored in literature. Further, tests of the relevance of such work attitudes and outcomes to health, physical and mental, are almost totally absent from the literature. Doing so in the Chinese context adds value as it is well recognized that ideas developed in Western economics should be tested in other work environments (Bozionelos & Wang, 2006). More specifically, this work contributes to the literature in several ways.

First, existing literature tends to test internal and external measures of career success separately (Born & Witteloostuijn, 2013), and rarely explores health outcomes or refers to well-being merely as an overall indicator of the individual's health status (Leung, Cheung, & Liu, 2011). Others also suggested that the relationships are reversed, i.e. that health leads to career success (Judge, Klinger, & Simon, 2010). We bridge this gap by incorporating several outcomes into our framework. Our findings demonstrate that work attitudes have beneficial consequences on both physical and mental health through a primary effect on career success. Further, having the same mediation results for measures of both objective and subjective career success suggests that the current model is generalizable. 

Second, current literature and theory development typically rely on western populations to test the validity of models. We undertook it within a Chinese context. Moreover, with a very large sample, representing different sectors, regions and professions, the findings are robust across the country. Therefore, these results, based on a large sample, answer a clear growing need to extent the literature to wider contexts, including geographical. These results demonstrate that determinants and implications of career success are the same across a wide range of population. However, a noticeable difference emerges with regard to the private or public nature of the organizations in which Chinese people are employed. More specifically, our study demonstrates that workers who are employed in the private sector tend to experience career dynamics that are fairly close to those occurring in Western organizational contexts. Indeed, for these workers, extra-role performance seems to be linked to more objective and subjective career success than is the case for workers in the public sector. 

Lastly, we respond to earlier calls for additional studies that explore the relationship between OCB and health outcomes as advocated by Spitzmuller and colleagues (2008) as well as to the call by career researchers (e.g. Gunz & Heslin, 2005) for greater sensitivity to the criteria that different group of participants in various contexts employ to construe and judge their career success. 

Implications for theory and research

This paper extends career theories to China, as it validates a model focusing on career success. First, it adds another layer of understanding to determinants of career success in the Chinese context. Much extant research has documented that mentoring and network resources are the most influential factors predicting career success among workers (Bozionelos & Wang, 2006). This research demonstrates that work attitudes generally, OCB and trust in particular, also play a strategic role among workers to promote objective and subjective career success, which in turn produce significant health improvements. Second, the relevance of career success to physical and mental health is a clear extension of current literature, and warrants the attention of the scholarly community. Our model includes various types of career outcome, which were not highlighted by earlier theoretical frameworks such as career capital (Inkson & Arthur, 2001). This paper thus contributes to an increasing trend in contemporary career research which consists of documenting the implications of career success for a wide range of work and life consequences including happiness, subjective well-being, and health outcomes (Pan & Zhou, 2013).  


We recommend that further attention be devoted to how other work attitudes as well as further organizational characteristics might contribute to the understanding of the career success. Objective and career success may vary across individuals as well as across countries and organizations. This study examines two work attitudes and the nature of the business (i.e. public or private) of the organization as variables. Future research should examine the impact of additional work attitudes, such as commitment or job satisfaction as well as the impact of other organizational differences, such as size or industry, on the degree to which employees' positive attitudes at work predict positive career outcomes. The findings of this study should also be extended to western societies. This will verify whether the findings of this study are robust across different countries and cultures or are mostly influenced by the cultural context in which the respondents are embedded.

Managerial implications

From an applied perspective, our study has implications for both managers and decision makers at national level. For firms, it demonstrates that work attitudes should be taken into account when discussing career and promotion decisions. In particular, it manifests the relevance of OCB and trust to other areas, with clear implications for career success and for employees' health. This denotes the relevance of career system as a significant managerial tool for HRM and line managers to promote positive work and non-work outcomes among employees. For national level decision makers, this paper demonstrates that work dynamics generally, and careers in particular, have a strong impact on individuals' well-being and health status and can contribute to producing significant health improvements for the workforce. It might well be advisable for national decision makers to look at opportunities to intervene more effectively and decisively to increase career development opportunities when discussing possible ways of improving public health. 
Limitations

Work attitudes may be biased, but some of the data has strong external validity due to the way it was collected. This includes data reflecting factual information that could be checked by the surveyors (e.g. wealth related items). In addition, the results of a single-factor Harman’s test suggest that there is no evidence for common method bias. Another possible limitation was the obligation to use items selected by the authorities. This forced the study to use only a few variables where the items used resemble our constructs and follow measures already utilized in the literature. The high degree of reliability of the items provides further support for their use. 

Conclusions 
Our study offers and validates a framework that relates career success to OCB and to trust, and identifies how these lead directly and indirectly to health benefits. We proposes a novel view of the relevance of positive work attitudes to people success. Further, the finding that, both directly and through the mediation of career success, these attitudes contribute to health is significant contribution to the literature. The outcomes generalize and add to career theory for the context of China, which is expanding in activity and global relevance, and attracting growing interest within the research community.
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Table 1 

Measures of model fit for models 1-12

	
	        X2
	 DF
	       CFI
	        IFI
	      GFI
	  RMSEA

	Measurement models
	
	
	
	
	
	

	Model 1 CFA-OCB
	718.48
	2
	0.958
	0.958
	0.966
	0.013

	Model 2 CFA-Trust
	123.56
	1
	0.972
	0.972
	0.994
	0.077

	Model 3 CFA-SUB
	228.32
	2
	0.967
	0.967
	0.989
	0.094

	Model 4 CFA-OBJ
	106.06
	1
	0.984
	0.984
	0.995
	0.071

	Model 5 CFA-MH
	61.52
	1
	0.998
	0.998
	0.997
	0.076

	Model 6 CFA-PH
	123.58
	1
	0.996
	0.996
	0.994
	0.109

	Model 7 Two-Factor
	39856.8
	171
	0.356
	0.281
	0.319
	0.251

	Model 8 One-Factor
	34289.9
	135
	0.693
	0.657
	0.611
	0.156

	Structural Models
	
	
	
	
	
	

	Model 9a Full Mediation through Subjective Career (Full Sample
)


	5609.776
	142
	0.949
	0.947
	0.937
	0.061

	Model 10a Full Mediation through Objective Career (Full Sample)


	5032.688
	126
	0.953
	0.951
	0.94
	0.061

	Model 11a Partial Mediation through Subjective Career (Full Sample)


	5597.331
	138
	0.949
	0.947
	0.935
	0.062

	Model 12a Partial Mediation through Objective Career (Full Sample)
	5000.7
	122
	0.953
	0.951
	0.939
	0.062


Table
 2

Correlations, means and standard deviations

	
	  Mean
	SD
	OCB
	Trust
	SUB
	OBJ
	PH

	OCB
	4.025
	0.735
	
	
	
	
	

	Trust
	2.642
	0.731
	-0.089**
	
	
	
	

	SUB
	3.405
	0.552
	0.072**
	0.058**
	
	
	

	OBJ
	n.a.
	n.a.
	0.263**
	-0.076**
	0.254**
	
	

	PH
	2.142
	1.039
	0.053**
	0.055**
	0.375**
	0.196**
	

	MH
	1.813
	0.880
	0.053**
	0.055**
	0.435**
	0.205**
	0.837**


Notes: OCB = organizational citizenship behaviors; SUB = subjective career success; OBJ = objective career success; PH = physical health; MH = mental health.  N = 10,372 *** p < 0.001;  ** p < 0.05; * p < 0.10

Table 3 
Results for the path coefficient
	Model
	Med
	OCB-> Career
	Trust-> Career
	Career-> PH
	Career-> MH
	PH-> MH
	OCB-> PH
	Trust-> PH
	OCB-> MH
	Trust-> MH

	Full sample (n = 10,372)
Model 9a Full Mediation 
	SUB
	0.310***
	0.246***
	0.301***
	0.077***
	0.631***
	
	
	
	

	Model 10a Full Mediation
	OBJ
	1.735***
	0.342***
	0.079***
	0.011***
	0.666***
	
	
	
	

	Model 11a Partial Mediation 
	SUB
	0.293***
	0.246***
	0.297***
	0.078***
	0.631***
	0.065***
	0.01

	–
	-0.009

	Model 12a Partial Mediation 
	OBJ
	1.730***
	0.368***
	0.081***
	0.011***
	0.665***
	0.011
	0.114***
	-0.003
	0.011

	Public sub-sample (n = 564)
Model 9b Full Mediation
	SUB
	0.008
	0.456***
	0.279***
	0.085***
	0.584***
	
	
	
	

	Model 10b Full Mediation 
	OBJ
	1.076***
	0.588***
	0.076***
	0.021***
	0.618***
	
	
	
	

	Model 11b Partial Mediation 
	SUB
	-0.042
	0.474***
	0.28***
	0.089
	0.583
	0.171
	-0.005
	-0.001
	-0.034

	Model 12b Partial Mediation 
	OBJ
	1.073***
	0.633**
	0.083***
	0.025**
	0.617***
	0.07
	0.179
	-0.037
	0.019

	Private sub-sample (n = 9,808)
	
	
	
	
	
	
	
	
	
	

	Model 9c Full Mediation
	SUB
	0.291***
	0.223***
	0.306***
	0.076***
	0.634***
	
	
	
	

	Model 10c Full Mediation 
	OBJ
	1.707***
	0.362***
	0.079***
	0.009***
	0.669***
	
	
	
	

	Model 11c Partial Mediation 
	SUB
	0.271***
	0.222***
	0.302***
	0.076***
	0.634***
	0.073***
	0.015
	–
	-0.007

	Model 12c Partial Mediation 
	OBJ
	1.702***
	0.386***
	0.081***
	0.01***
	0.669***
	0.016
	0.114***
	-0.002
	0.01


Notes: Med = mediator; OCB = organizational citizenship behaviors; SUB = subjective career success; OBJ = objective career success; PH = physical health; MH = mental health. *** p < 0.001;  ** p < 0.05; * p < 0.10
Figure 1
Research model
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�can we eliminate this paragraph? It is maybe redundant in comparison with what we say before


�do we need this specification?


��do we need this?





�Dear Yehuda, can you find a more appropriate word here? 


�Is this correct? After reading the original paper, it seems we did not explain completely the mediating role of career success. This can reinforce a little bit our theoretical development.





I have also eliminated this other mechanism (below) that in my opinion is not instrumental to our hypotheses. What do you think?





Anik and colleagues (2009) have found that engaging in charitable behaviors enhances the individual’s sense of usefulness and happiness in life. Second, helping others can reduce the individual’s self-focused attention, which is responsible for negative emotions, rumination on problems, and energy depletion (Rothbard, 2001). Schwartz, Meisenhelder, Ma and Reed (2003) have found that engaging in altruistic behaviors helps individuals to develop an external focus and counter the self-focused nature of anxiety and depression.


�Here we probably need one-two sentences explaining how trust can benefit health via objective career. We mainly refer to subjective career here or maybe your 2013 study links vitality to objective career as well?


�I have inverted the order we propose these two arguments. What do you think?


�I have added this sentence to strengthening our theoretical development here. Does it make sense?  or we need more?


�@Liang: Is this necessary? 


�@Yehuda, I tried to respond to the point n.1 here – However I fell we can even omit this part here and insert this comment only in the responding letter. What do you think?


�Dear Liang, can you please check this value that seems to me too exaggerate. Thanks.


�@Yehuda. Can we express this also in this way? or we need to write H1a, H1b, H2a, H2b


�This seems to me not completely true by looking at Table 3. Most of the coefficients are significant. Can we say this only by comparing measures of model fit. You say they are worse (Table 1). Why? only the CFI? Can you please check if also the other values were worse?


�Dear Liang, can we indicate exactly which model must be looked in Table 3? Moreover, there is no way to make the Table 3 simpler? Maybe we can split it in two?


�can we write it differently?


�Here we need the GOF values for the models reflecting the two different subsamples


�@Liang. Here we need to include also the sector (public, private) or make the correlation matrix with values above the diagonal for workers in public sectors and those below the diagonal for those working in the private sector


�Dear Liang, why we have nothing here and in the model 11c for the relationship OCB	MH?





