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Abstract 
In today’s global academic market there is fierce competition for attracting 
distinguished faculty. Job mobility gradually becomes popular in Chinese 
mainland higher education recent years. Members of Chinese Academy of 
Science are typical examples of distinguished faculty in China. Many univer-
sities and research institutes hope to recruit them to strengthen their talents 
corps. This study examined the mobility patterns of full 226 members of CAS 
selected more than four years to explore whether their mobility was corre-
lated with professional and personal factors. Data sources included the curri-
culum vitae of subjects from different kinds of websites. Based on the coding 
criteria, statistical results indicate that variety of factors may correlate with 
academicians’ job mobility, but it is influenced most by gender, age when se-
lected into CAS, and education background. These results point to steps that 
higher education institutions can take to provide opportunities that distin-
guished faculty seek for their academic success.  
 

Keywords 
Job Mobility, Distinguished Faculty Transfer, Chinese Higher Education, 
Talent Competition 

 

1. Introduction 

An important strategy for higher education institutions that strive for excellence 
in an era of knowledge-driven economy is to strengthen their competitiveness by 
recruiting highly qualified faculty (Blau, 1974: p. 93; Stigler, 1993: p. 158; Musse-
lin, 2018: p. 659). Almost all universities and colleges in China are putting every 
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effort to attract external star candidates while retaining their high-performing 
faculty. Within the framework of Chinese “World Class Excellency” strategic 
plan, the national government has clearly stated that the selection criteria for 
world-class universities and first-rate disciplines should include a number of 
first-class experts, academic leaders, and innovation teams that are active at the 
international academic frontiers (National Development and Reform Commis-
sion of China, 2015). This strategic dimension is seen as one force that has acce-
lerated the internal mobility of Chinese academics in recent years. The present 
research was carried out with the object to determine the potential factors that 
may contribute to distinguished faculty mobility. 

Being an academic is institutionally and socially distinct from other occupa-
tional fields. Academia has its own cultural capital, institutional infrastructure, 
professional hierarchies, career trajectories, and professional rules and conven-
tions (Bauder, 2015: p. 8; Bauder et al., 2017: p. 2; Bourdieu, 1988: p. 36; Pankin, 
1973: p. 97). The causes of faculty mobility are also different from transfers that 
happen in other occupations. Earlier scholars have used the term “pull-push 
mechanism” to explain general mobility in academia (Pankin, 1973). Lewis 
(1967: p. 641) asserted that faculty mobility was “the perception of not ade-
quately participating in the university community and the expectation of finding 
an academic paradise”. More recent researchers have focused on categorizing 
different patterns of mobility in scientific fields and exploring reasons as to why 
faculty opt for alternative employment arrangements to that which they already 
have. These reasons range from more personal/demographic characteristics such 
as gender (Cao & Hu, 2007), and with the development of globalization and 
more research on transnational mobility, to being part of a research network and 
potentially being more productive (Bauder, 2000, unpublished manuscript, p. 22; 
Jonkers & Tijssen, 2008: p. 310; Leung, 2011: p. 478). In general, faculty mobility 
is quite normal in academic marketplace, which might be influenced by faculty’s 
personal choices that based on their career development, especially in the global 
transfer (Lee & Kuzhabekova, 2018). To sum up, a variety of personal, internal 
and external environmental factors can prompt faculty’s working choices in 
higher education institutions. These include job satisfaction, compensation or 
salary, relationship between colleagues, international experience and the poten-
tial to publish more or in more prominent journals (Allison & Long, 1987: p. 
651; Bauder et al., 2017: p. 7; Manger & Eikeland, 1990: p. 288; Pankin, 1973: p. 
101; Weiler, 1985: p. 274; Yan, Yue, & Niu, 2015: p. 529). Of these, female faculty 
are less likely than male to experience geographic career mobility at advanced 
career stages or beyond some fixed ages (Jöns, 2011: p. 205), because previous 
study found they were more likely to reside in large cities, in areas with many 
colleges, and in regions where doctoral production is heavily concentrated (Kulis 
& Sicotte, 2002: p.21), no matter they can achieve professional excellence.  

More recently, faculty mobility at a larger scale, especially among distin-
guished groups in the academic market, has become a hotly debated and con-
troversial topic in Chinese higher education. Faculty mobility in China typically 
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has two patterns: individual mobility, motivated by personal aspirations or rea-
sons, and organizational mobility, initiated by bureaucratic reassignment. At the 
beginning of the founding of the People’s Republic of China, there was almost 
no individually initiated academic mobility amongst faculty in universities or 
other research institutes, and very little occasional mobility due to “cadre trans-
fer” by administration (Cao & Hu, 2007: p. 1539; Yan et al., 2015: p. 528). How-
ever, since the mid-90s, the traditional ‘‘institutional attachment’’ (Yan et al., 
2015: p. 528) system has gradually disappeared in universities, and the competi-
tive “contract-centered employment” appears instead (Li, Lai, & Lo, 2013: p. 
307), so faculty members have become increasingly mobile, transferring to dif-
ferent universities and regions. Overall, however, in terms of mobility frequency 
and rate, “they are still less active than their counterparts in European and North 
American countries” (Yan et al., 2015: p. 528).  

These perceptions of distinguished faculty mobility, however, have not been 
validated empirically. Previous research suggests that the majority of Chinese 
faculty do not switch their working institutions frequently. You’s (2014) re-
search, for example, used data from 2613 full-time faculty in Chinese public 
universities to suggest that less one fourth (23%) of faculty had the intention to 
leave their job and the level of their job satisfaction was higher than average. 
Guo, Zhen and Wang’s national faculty survey in 2016 reports similar results. 
Their data indicated that only 35.2% had mobility experience and the average 
frequency of job mobility was less than 2 times (Guo et al., 2016: p. 71). Since the 
distinguished faculty has now become a point of attention and contention 
amongst the public and in academia, the present study was conducted as an ex-
ploration to determine the actual reasons for mobility amongst distinguished 
faculty in the Chinese mainland context. 

2. Research Design 

Faculty mobility is considered as “a decisive mechanism for the diffusion of 
knowledge and the integration of research systems” (Cañibano et al., 2008: p. 17, 
cited in Commission of the European Communities, 2000: p. 16). The specific 
objective of the study was to examine whether certain professional and personal 
attributes or characteristics differentiated faculty who were mobile from those 
who did not move around.  

2.1. Research Sample 

In 2018, China had approximately 1.7 million full-time faculty members in reg-
ular higher education institutions, of which only .2 million people (11.8%) have 
been conferred senior professional titles1 (Ministry of Education of The People’s 

 

 

1In China, faculty belongs to professionals. Since the enactment of “trail regulation of faculty’s pro-
fessional title” in 1986, it has divided full-time faculty into four categories: senior, sub-senior, mid-
dle, and junior. These titles correspond to the academic positions (e.g., full professor, associate pro-
fessor, assistant professor, and lecturer) based on their professional performance and employment 
length of teaching and research. Faculty who get the senior professional title mean they obtain the 
highest academic position in higher education institutions, like the “full professor” title. 
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Republic of China, 2019). In this research, “distinguished faculty” refers to emi-
nent scientists/academics/researchers with senior professional titles who are 
working in higher education institutions and are engaged in advanced academic 
work including research and whose scholarship contributes to academic produc-
tivity and the prestige of their affiliated institution. The sample for this study 
comprised all academicians in six departments in the natural sciences that have 
been selected into Chinese Academy of Science (hereinafter called CAS) between 
2007 and 2015. This prestigious membership conferred by State is the highest 
academic accolade a Chinese academician can receive in the field of science and 
technology (CAS, 2014). Individuals who have been awarded this lifelong title 
remain affiliated with the institution they are employed at.  

There were two reasons for choosing a subset of members in CAS as the sam-
ple of this study. First, a CAS title is a strong validation of expertise and an 
attribute that is valued highly. Influential academics today have extended their 
activities beyond the “Ivory Tower”. They are more present in the public sphere 
as “scientific authority”. As Altbach (2009) rightly contends, “at some Chinese 
universities, professors are expected to take consulting and other outside work”. 
As the distinguished representatives of academics in China, it has been asserted 
that CAS academicians engage in excessive social activities and the resulting so-
cial impact is unique compared to other countries in the world (Liu, Li, & Chen, 
2005, p. 183). Based on the theory of scientific and technical human capital 
(Bozeman & Corley, 2004; Bozeman, Dietz, & Gaughan, 2001), faculty have 
ownership of their scientific and technical knowledge and social ties. These can 
be used to evaluate their individual market value. A CAS title not only represents 
an elite status of faculty, but may also raise their level of marketability, which 
gives them more opportunities to move around. For this reason, this sample is of 
particular relevance for studying mobility amongst distinguished faculty in Chi-
na. Second, there are very few studies that have focused on the mobility of this 
distinguished group of faculty in the Chinese context, which now has the world’s 
largest higher education system (Zhao, 2017). The choice of the selected discip-
lines was also intentional and meaningful in the Chinese context. As Van Noor-
den’s (2012: p. 329) study suggests, more than 60% of scientists in both biologi-
cal and physical sciences picked China as the country that would be producing 
the best science in their field by 2020, although the respondents themselves said 
they were less likely to do research in China. Thus, exploring career mobility of 
Chinese laureate faculty was deemed as meaningful for understanding both a 
Chinese domestic phenomenon from an international perspective and its poten-
tial impact on the global academic market. 

2.2. Method 

One potentially rich but largely unexploited data source for studying the career 
trajectory and job mobility of scientists is the curriculum vita (CV) (Dietz, 
Chompalov, Bozeman, Lane, & Park, 2000: p. 420). The CV includes self-reported 
information, depicting a complete and concrete self-portrait of the scholar’s ca-
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reer. For example, it provides useful, concrete information “on the timing, se-
quence, and duration of employment, work outputs (e.g., articles, patents, pa-
pers), collaborative patterns, and scholarly lineage” (Dietz et al., 2000: p. 421). 
Faculty CVs also contain a rich source of longitudinal data, which can be used to 
track academic mobility and career flows (e.g., Fontes, 2007; Mangematin, 2000; 
Sabatier, Carrere, & Mangematin, 2006). 

In order to find out the mobility patterns of distinguished faculty affiliated 
with Chinese higher education institutions, the present study used the CVs of 
faculty with a CAS member title. The study sample consisted of 226 CAS acade-
micians in six natural science disciplines, who were selected into CAS for more 
than four years. The primary data source comprised the profiles of the CAS 
members and information available on the CAS website and the researchers’ 
home/main institution website. These data sources were combined to generate a 
more complete and accurate profile of CAS academics.  

2.3. Variables 

Information obtained from the CVs allowed us to assess each individual’s work- 
related mobility from a wider perspective than traditional methodologies, which 
have considered only personal intentions to stay or move. As in previous related 
studies, we compiled data on personal and professional factors as independent 
variables. The actual mobility situation was used as the dependent variable in the 
present study. We used these sets of variables to probe into the potential proba-
ble causes of distinguished faculty mobility in the Chinese mainland higher 
education context.  

Present mobility situation as dependent variable 
As mentioned above, the main dependent variable was faculty members’ in-

stitution after being selected into CAS and their job mobility during the specified 
period. We created three categories associated with job mobility: 1) Non-mobility; 
2) Organizationally initiated mobility; 3) Individually initiated mobility. The 
coding criteria are listed in Table 1. 

Professional factors influencing distinguished faculty mobility 
On professional factors, we collected data from profiles on three variables: 

educational background, working experience, and overseas experience. 
Education background 
It is particularly common in China that graduates of an institution secure em-

ployment in the same institution upon graduation. This pattern nurtures and 
sustains multi-generational networks, which also welcome external colleagues 
with whom an individual has worked during studies in other institutions (Leung, 
2011: p. 485). The advantage of starting a career in this manner is familiarity 
with organizational and peer culture, values, norms and work routines (Horta, 
Sato, & Yonezawa, 2011: p. 36). While this is likely a situation that could help 
faculty become productive very quickly, there are also disadvantages associated 
with remaining in an institution from which one has obtained a degree. “Academic 
inbreeding” (Horta, Veloso, & Grediaga, 2010: p. 414) is one such disadvantage. 
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Table 1. Coding criteria of profiles’ data. 

Variables Coding Criteria 

Mobility 
situation 

If a faculty member had remained in the same organization after he/she 
was selected into CAS membership, this was coded as category 
1-Non-mobility. Categories 2 and 3 both indicated actual mobility, but 
prompted by different reasons. Category 2, organizationally initiated 
mobility, was associated with a move resulting from an administrative 
decision or appointment (such as being appointed as a 
principal/president of another university). Category 3, individually 
initiated mobility, included both moves, which followed the termination 
of a contractual agreement with the initial institution and the part-time 
affiliation with other institution or institutions. 

Education 
background 

If the institution where the individual was employed did not correspond 
with any of the institutions from which they had obtained a degree, this 
was coded as NON-COR. If the institution where they were employed 
corresponded with one of the institutions from which they had obtained 
a degree, this was coded as ONETIME-COR. TWOTIME-COR and 
THREETIME-COR were coded in the same manner. 

Working 
experience 

We coded years of employment in institution and its type 
(college/university, research/scientific institute, other institution) to 
determine whether these had any influence on faculty mobility. 
Meanwhile, if the individual was selected into CAS while he/she was 
employed by their first employment, this was labeled as “Yes”. If the 
individual was selected into CAS membership while in another 
institution, this was coded as “No”. 

Overseas 
experience 

We coded the variable as whether the individual had studied or worked 
abroad before settling in the institution at the time they were selected 
into CAS membership. If he/she has the studying or working experience 
abroad, this was coded as “Yes”, and if vice versa, that would be “No”. 

Location 

Based on socio-economic and cultural development, we categorized the 
location of the institutions selected by faculty into four regions: Four 
Municipalities plus Hong Kong, provincial capitals in East China, 
provincial capitals in West/Central China, and other cities. This was to 
test whether the location of the institution had any impact on faculty 
mobility. Also, we identified hometowns of CAS academicians to explore 
the possible causality of job mobility. Thus, if the location of a faculty 
member’s selected institution was the same as his/her hometown, we 
coded it as “Yes”, and if vice versa, we coded it as “No”. 

Other 
demographic 

factors 

In order to examine whether these demographic attributes also affected 
Chinese distinguished faculty mobility, we coded for research discipline 
(math, Chemistry, Life Science, Earth Science, Information, 
Technology), gender (male/female) and age group (>65, 45 - 65, <45) 
when they had been granted CAS membership. 

 
It perpetuates the same kind of research and research networks, and as such, can 
limit exposure to other academic traditions and research methodologies. In the 
study and for the purpose of examining the possible relationship between educa-
tional background and job mobility, we considered the correspondence between 
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the present institutions and all three levels of their education: Bachelor’s degree, 
Master’s degree, and Ph.D. degree.  

Working experience  
In China, job mobility in academic market may not be as common as in west-

ern countries because people are inclined to associate job transfer with the de-
gree of loyalty to the institution (Lin, 2009: p. 91). In this traditional culture, “a 
strong sense of obligation, attachment and loyalty of employees towards the or-
ganization is often paramount” (Chow, 1994: p. 4), so individuals are more likely 
to stay and less likely to move. Past research findings suggest that “those em-
ployed at institutions of higher prestige and those who are in disciplines that are 
associated with low professional prestige are more ‘loyal’ than their counter-
parts” (Lewis, 1967: p. 629). However, one could argue that while loyalty to the 
affiliated institution may affect job mobility or lack thereof, there might be other 
confounding reasons for staying put such as not having an option to move. An 
important indicator to represent faculty loyalty to the institution they are affi-
liated with is the number of years employed at the same institution. Another 
consideration in this context was first occupational experience. The first few 
years of a faculty’s working experience are likely to determine his/her future ca-
reer development, especially the patterns of career success and failure that are set 
rapidly in the first few years (Boice, 2000: p. 2). This implies that the first job 
experience may have an effect on the entire academic career as it might affect 
later working choices, for example, job position and career development paths. 
We hypothesized that if faculty did well in their first institution, they were less 
likely to change their institution, assuming that staying would help achieve 
greater success. Further, if they were selected into CAS, they would be less likely 
to move from their institution on their own volition.  

Overseas experience  
Since 1978 when China initiated its economic reforms and opened its doors to 

the world, over one million students and scholars have gone abroad to study at 
various levels of education. Until 2010, an estimated one third of this group, in-
formally referred to as “sea turtles” (Hao & Welch, 2012: p. 243), returned to 
China after completing their education abroad (Sun, 2013: p.1). With globaliza-
tion, international brain circulation has become a common phenomenon. Fa-
culty regard international experience and mobility instrumental in the produc-
tion of scientific knowledge and a contributing factor to their reputation and 
prestige (Bauder et al., 2017: p. 1). While in western countries faculty mobility is 
a common phenomenon, until recently, this has not been the case in China. 
With the change of times and greater exposure to western perspectives, Chinese 
students and scholars have gradually accepted this viewpoint and the value of 
mobility, especially after they have gone abroad to study and work. When they 
return to China to find academic positions and adjust themselves to Chinese 
higher education context, they still may value mobility as a means to further ad-
vance knowledge and enhance their career development.  
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Personal factors influencing distinguished faculty mobility 
On personal factors, we coded two variables: factors related to location and 

other demographic information. 
Location 
Colleges and universities in China are mainly located in a few developed cities, 

such as Beijing and Shanghai (Yan et al., 2015: p. 545), where opportunities for 
professional development and access to favorable living conditions and cultural 
activities are greater and as such attractive to faculty and their families. For in-
stance, more advanced locations will offer better basic education and are offer a 
better chance to their children to succeed in national college entrance examina-
tions (Hu, Zhang, & Peng, 2006: p. 81; Yan et al., 2015: p. 545). Also in Agrawal, 
Cockburn, and McHale’s (2006) study, based on social relationship and physical 
proximity, they found that a scientific inventor flowing back to prior location 
that they lived before to work are approximately half more than if they had never 
lived there.  

Other demographic factors 
Findings reported in the literature indicate that age, gender and research dis-

cipline might also influence mobility (e.g., Bauder et al., 2017; Cao & Hu, 2007; 
Cotton & Tuttle, 1986; Crespi, Geuna, & Nesta, 2007; Smart, 1990). For example, 
Smart’s (1990) study suggested that younger faculty were more likely to be in-
clined to leave their institution.  

In summary, the present study used data on professional and personal aspects 
of individual information collected from CVs of academics, using them as inde-
pendent variables and job mobility track record after being selected into CAS as 
the dependent variable. These variables were examined to explore the hypothe-
sized professional and personal factors that may affect their actual job mobility.  

3. Data Analysis 

Information gathered before February 2018 from the CAS official website, the 
website(s) of institution(s) with which the individual was affiliated, and Web of 
Science yielded 226 CAS academicians’ CVs from six departments. It indicated 
that nearly one fourth (23.9%) of this elite group (N = 54) moved to another job. 
This included 21 moves initiated by administrative appointments (accounting 
for 9.3% of the total number of academicians in the same period) and 33 indivi-
dually initiated moves (14.6%). Of these 226 distinguished academicians, 17 are 
female (7.5%), but there was no professional mobility among them. The detailed 
descriptive analysis of the data was previously presented with other qualitative 
data on another paper (Jiang & Liu, 2018). 

In order to determine whether there were any statistical relationships between 
distinguished faculty job mobility and these independent variables, first Chi-Square 
(χ2) analyses were conducted. Table 2 shows that eight of ten hypothesized va-
riables had significant correlations with job mobility after being inducted in 
CAS. Subsequent Kruskal-Wallis analysis, conducted to examine the influence of  
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Table 2. Chi-Square Tests of the correlation between faculty mobility and independent 
variables. 

Independent Variables Observed Value Value df 
Asymp. Sig. 

(2-sided) 
Exact Sig. 
(2-sided) 

Education background Pearson Chi-Square 20.512** 6 .002 / 

Type of job institution Pearson Chi-Square 14.859** 4 .005 / 

Overseas experience Pearson Chi-Square 7.082* 2 .029 / 

First job experience Pearson Chi-Square 5.821 2 .054 / 

Discipline Pearson Chi-Square 71.856*** 10 .000 / 

Hometown Pearson Chi-Square 6.171* 2 .046 / 

Location Pearson Chi-Square 24.203*** 6 .000 / 

Working year Fisher’s Exact Test .875 / / .665 

Gender Fisher’s Exact Test 8.447* / / .011 

Selected age Fisher’s Exact Test 20.056*** / / .000 

Note: *p < .05. **p < .01. ***p < .001. 
 
Table 3. Kruskal-Wallis Tests of the influences of independent variables on faculty mo-
bility. 

Independent Variables Chi-Square Value df Asymp. Sig. 

Education background 17.391*** 2 .000 

Type of job institution 13.352*** 2 .001 

Overseas experience 7.392* 2 .025 

First job experience 4.005 2 .135 

Working year .784 2 .676 

Hometown 5.000 2 .082 

Location 7.737* 2 .021 

Gender 8.191* 2 .017 

Discipline 1.153 2 .562 

Selected age 14.815*** 2 .001 

Note: *p < .05. **p < .01. ***p < .001. 
 
the hypothesized variables on faculty choices of job mobility after selection into 
CAS membership, showed the following: education background, type of institu-
tion, overseas experience, gender, age at the time they were inducted into CAS, 
and location of the selected institution showed different significant effects on the 
choices of job mobility after selection (see Table 3). Variables that were highly-
significant included educational background (χ2 (df = 2) = 17.391, p < .001), age 
(χ2 (df = 2) = 14.815, p < .001) and type of institution (χ2 (df = 2) = 13.352, p 
< .001). These variables were correlated highly with mobility. Of lesser signific-
ance were, gender (χ2 (df = 2) = 8.191, p < .05), location of the institution at the 
time of selection (χ2 (df = 2) = 7.737, p < .05) and overseas experience (χ2 (df = 
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2) = 7.392, p < .05). Considering the outcome of these two sets of analyses to-
gether, our conclusion was that the most significant variables that influence mo-
bility of these distinguished faculty are educational background, type of institu-
tion, overseas experience, gender, age when selected in CAS and location of the 
selected institution.   

In order to identify whether these correlated variables increased or decreased 
the probability of faculty mobility, binary logistic regression analyses were car-
ried out. For the overall logistic regression analysis (which included the six pre-
dictor variables), all of the measures of model fit improved over the base model 
that contained only the intercept. The –2 LL value decreased to 366.121, χ2 (df = 
6) = 31.120, p < .001. The pseudo R2 values ranged from .086 to .126, repre- 
senting improvement over the base. The Hosmer and Lemeshow test showed 
non-significance, indicating no difference in the distribution of the actual and 
predicted dependent values, χ2 (df = 8) = 6.047, p > .05, indicating a good model 
fit. Finally, the analyses revealed three significant predictors of scholars’ move to 
another institution—education background, (β = –.480), Wald χ2 (df = 1) = 
5.465, p < .05; age when selected into CAS, (β = .638), Wald χ2 (df = 1) = 3.910, p 
< .05; and gender, (β = 2.322), Wald χ2 (df = 1) = 5.064, p < .05 (see Table 4). 
These coefficients suggest the following: 1) Those who move from their institu-
tion after being selected into CAS are more likely to be older scholars, whose 
place of employment is different from institutions where they had studied. 2) 
Those who do not move are younger, and are likely to end up being employed in 
an institution where they also studied. 3) Even though there are only a few fe-
males in the full sample, male distinguished faculty (25.4%) are more likely to 
move than female (5.9%) after selected into CAS membership. In sum, gender, 
age when selected in CAS, and educational background are significantly asso-
ciated with the choice of this distinguished group’s job mobility after being rec-
ognized for their accomplishments by being inducted in CAS. 
 
Table 4. Effects on faculty mobility by independent variables. 

Independent Variables B S. E. Wald Sig. Exp (B) 

Education background −.480 .205 5.465 .019 .619* 

Type of job institution .250 .183 1.875 .171 1.284 

Overseas experience .105 .272 .149 .700 1.110 

Location −.006 .157 .001 .972 .994 

Gender −2.322 1.032 5.064 .024 .098* 

Selected age .638 .323 3.910 .048 1.892* 

Constant .128 1.498 .007 .932 1.137 

Note: *p < .05. **p < .01. ***p < .001. In binary logistic regression, dependent variable is 
divided into non-mobility and mobility, that is, type 1 means non-mobility, and type 2 
and 3 both signify mobility, no matter whether the mobility is by self-meaning or ap-
pointed by other administrations. The tested impendent variables are both shown signifi-
cantly in the Chi-square and K-W test. 
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4. Discussion 

There is an ancient saying in China that “A smart bird chooses a good tree to 
make its nest in”. Faculty, especially high performing faculty should be free and 
have the liberty to choose an institution that matches their career aspirations 
and personal priorities as well as for helping advance knowledge and research 
productivity (Azoulay, Ganguli, & Zivin, 2017: p. 573). In the meantime, it might 
significantly impact research quality and output in academics. For example, mo-
bility often exposes star faculty to different academic disciplines or institutions, 
encouraging interdisciplinary research, which can lead to innovative solutions 
and new research methodologies, pushing the boundaries of conventional re-
search paradigms. Also, students in the institutions may benefit from the diverse 
expertise of mobile faculty, gaining exposure to various tutoring styles and glob-
al perspectives that prepare them for the academic marketplace.  

The prior publication of this research suggests that the situation of distin-
guished faculty academic mobility in China is not as controversial as the public 
opinion portrayed by the media (Jiang & Liu, 2018). Only less than 15% faculty 
of our sample chose to move after being selected into CAS, and most of these 
moves involved only part-time jobs in other institutions. This study showed that 
parts of the hypothesized factors are supported. Among them, faculty age, gend-
er and education background, as personal and professional factors, were all as-
sociated with mobility situation for faculty who had received a CAS title in nat-
ural science disciplines. For brevity, only significant variables are elaborated 
further. 

With respect to the age of distinguished faculty, this finding is interesting in 
light of Super and Jordaan’s (1973: p. 3) career development theory that refers to 
five stages: growth stage (birth-14), exploration stage (age 15 - 24), establishment 
stage (age 25 - 44), maintenance stage (age 45 - 64), and decline stage (age 65 
on). From our study, the CAS members all belonged to the last three stages of 
professional development, and more than 80% of them were at the maintenance 
stage when they were selected into CAS. The Chi-Square analysis results suggest 
that the majority of individually prompted mobility occurred between the ages 
of 46 - 65 (67.6%) compared to other age groups (age > 66 (29.2%) and <45 
(2.8%)). The regression analysis results also suggest that faculty age had a posi-
tive influence on the mobility situation. In other words, the chances that older 
star faculty move to other institutions are greater than the move of their younger 
counterparts. This result is different from Smart’s (1990) research referenced 
earlier and Laudel’s (2005: p. 392) study, which asserted that migration amongst 
scientists generally occurred at a younger age, before gaining an “elite” status. 
Overall, however, compared to faculty in western cultures, Chinese distin-
guished faculty are more likely to stay in their original institution in order to 
develop their expertise and to maximize their achievements as their goal is to 
reach the peak of their academic career as early as possible. In other words, if 
faculty do not reach a high threshold of achievement, they are likely to maintain 
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a relatively stationary career. Conversely, when their career success reaches a 
certain high level, most elder faculty will choose mobility (Liu, 2012: p. 32).  

With respect to the gender of distinguished faculty, all individuals whose mo-
bility was initiated based on personal reasons were male, and as would be ex-
pected, our regression analysis revealed being male significantly increased the 
probability of job mobility. Ceci et al. (2014: p. 77) reported that women com-
prise “only 25% to 44% of tenure-track assistant professors and 7% to 16% of full 
professors” in geoscience, engineering, economics, mathematics/computer sci- 
ence, and the physical sciences in 2010. This underrepresented proportion of 
females is similar to women’s ratio in CAS. Shauman and Xie (1996) have ex-
plained geographic mobility with respect to gender differences and family fac-
tors. They suggest that female scientists are much more likely to be in two-career 
marriages and after having children, family constraints on their career mobility 
appear more acute than amongst male scientists (Shauman & Xie, 1996: p. 457). 
Also distinguished women scientists “are more likely to move upward and less 
likely to move laterally vs. staying” (Azoulay et al., 2017: p. 580). These studies 
can help explain why female CAS members are less likely to move because all the 
female subjects in this study were, on average, 57 years old and likely to have al-
ready had their partners or children, and therefore less likely to have been influ-
enced by this factor in their career choices at this stage. Furthermore, the major-
ity of individual mobility patterns were part-time, downward, or parallel, which 
makes it less likely for women to fit in this category.  

Considering educational background, it revealed that almost 60% of indivi-
dually mobile academics in CAS did not show convergence between their study 
places and institutions where they ended up working (Jiang & Liu, 2018). Simi-
larly, the regression analysis showed the negative effects between academic rela-
tionship and actual job mobility. In Chinese academic institutions, it is common 
that a high percentage of faculty to continue employment in the institution from 
which they obtain their degree. The general view is that by retaining individuals 
who are deemed as belonging to them, these institutions strengthen ties and fos-
ter an “a society of acquaintances” (Yan et al., 2015: p. 544). In China, this is 
considered to be different from academic inbreeding which is considered to be 
detrimental to individual scientific productivity but widely practiced in western 
countries (Caplow, 2017: p. 49; Horta et al., 2010: p. 414). Today in the era of 
global brain circulation, Chinese society encourages professors to have interna-
tional recognition and collaboration, even if these include short- or long-term 
mobility. This type of international mobility is seen to advance knowledge and 
help scientists bring new methodologies, approaches, and cutting-edge technol-
ogy back to China. As such, this kind of professional mobility is seen as a 
worthwhile development for individuals as well as for higher education institu-
tions. Similar to the United States, having the designation as a visiting professor 
has gradually become one of the common criteria for promotion (Payumo et al., 
2017: p. 34). 
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5. Conclusions 

Academic mobility is general in the development of distinguished faculty ca-
reers. It may be influenced by lots of professional and personal factors, not only 
salary. Thus, research universities and other equivalent institutions in China 
should make rational planning and reasonable choice in building their professo-
rial corps. On the one hand, by providing robust administrative support, en-
hancing research opportunities, fostering community integration, and offering 
flexible arrangements, academic institutions might attract and retain top-tier 
faculty members who significantly contribute to the research excellence. For in-
stance, universities can offer some programs to assist the families of distin-
guished faculty, including spousal employment support, educational opportuni-
ties for children, and community integration activities. On the other hand, rules 
and regulations should be formulated to facilitate the formal faculty mobility 
and safeguard their basic legal rights and interests. In accordance with the law of 
the long-term growth of scientific and technological talent, universities might 
emphasize more on cultivating today’s graduates as tomorrow’s distinguished 
faculty while paying more attention to the academic development of young fa-
culty in the early stages of their career growth. Furthermore, the public and rela-
tive institutions should put more emphasis on female star faculty’s career devel-
opment. While this research is based on Chinese higher education context and a 
particular set of individuals, the findings may serve as an important example for 
other developing countries to explore similar phenomenon on faculty mobility 
in their own context. 

The limitations of this study pertain to the sample size and methodology. The 
study has attempted to rely on the most recent and most representative distin-
guished faculty in China to explore the real situation concerning career mobility 
in the academic market. Results may be different with non-elite participants. 
Future research could extend the sample to a larger-scale and different faculty 
groups in China so as to get a more comprehensive picture of faculty movement, 
to find out the specific characteristics of the movement, and to render the types 
of analyses conducted in this study more robust. Furthermore, the framework of 
this study is mostly based on empirical studies carried out in the west and it is 
being used to study a phenomenon that has been brought into focus primarily by 
Chinese media. The reliability and validity of the research could be enhanced by 
adding more data sources such as survey or interview to verify the real job 
movement and investigate thoroughly the causes of mobility in Chinese main-
land context. Results of these future studies may have great significance for pol-
icy-makers interested in the construction of high performing faculty clusters and 
academic hiring in tertiary education institutions as well as for individual faculty 
who independently make career choices to optimize their career development. 
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