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ABSTRACT 

In this study, we explore the perceived employability and ambition of student 
veterans, compare the perceived employability and ambition of student 
veterans and civilian students, and examine the impact of other variables 
(e.g., age, gender, GPA, etc.) on student veterans’ perceived employability 
and ambition. An online survey was conducted among 85 students, including 
37 veterans and 48 civilian students. The results show that most of the 
investigated student veterans were confident in their employability and future 
career success. In addition, student veterans had slightly lower perceived 
employability and ambition than either active military members or civilian 
students. The result of descriptive analysis showed clues that explained how 
other variables impacted the perceived employability and ambition of student 
veterans. 
 
Keywords: ambition, career success, perceived employability, student 
veterans 
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INTRODUCTION 

According to the Bureau of Labor Statistics (2020), there are 20.4 million 
veterans in the U.S. Approximately 200,000 veterans transition from the 
military each year; by the end of 2048, the number of veterans is projected to 
grow by more than 4.8 million (National Center for Veterans Analysis and 
Statistics, 2020). Veterans still face challenges in finding and securing careers 
in civilian workplaces. According to Curry et al. (2014), many veterans are 
concerned about employment prospects during the transition to civilian life. 
In addition, obtaining employment is a top priority among veterans in their 
transition (Perkins et al., 2017). One mission of higher education is to help 
adults improve “job or career enhancement and job stability” (Patterson & 
Paulson, 2016, p. 13). The U.S. government has provided U.S. Military 
veterans with financial assistance for attending college through the GI Bill of 
Rights since 1944 (Vacchi, 2012). As a result, many veterans decide to enroll 
in higher education following military service. Educational benefits offer a 
key incentive in the enlistment decisions of service members and veterans, 
which also becomes the most commonly cited reason for joining the military 
(DiRamio, et al., 2008; Vacchi, 2012). For example, returning from the 
conflicts in Afghanistan and Iraq, approximately 2.3 million veterans chose 
to enroll in college as a method of reintegration (Iraq and Afghanistan 
Veterans of America, 2010). There were an estimated 1,132,860 military-
connected individuals in college in the 2011-12 academic year (Molina & 
Morse, 2017). Therefore, veterans in higher education are a growing 
population of nontraditional students, which is an important group of students 
with future expectations of employment. 

Previous studies have examined veterans’ transition into higher 
educational experiences (Ackerman et al., 2009; Livingston et al., 2013) and 
addressed higher education as a tool for veterans’ transition to the civilian 
workforce (Hunter-Johnson et al., 2020; Minnis, 2014). However, there is a 
gap in the literature regarding how student veterans perceive their 
employment prospects and future career success, which are significant 
indicators of learning outcomes. Higher education needs to understand 
student veterans’ perceptions of employability and future career success so 
that higher education can identify strategies to improve student veterans’ 
employability and meet their needs. Therefore, the purpose of this study was 
to explore the perceived employability and ambition of student veterans, 
compare the perceived employability and ambition of student veterans and 
civilian students, and examine the impact of other variables (e.g., age, gender, 
GPA, etc.) on student veterans’ perceived employability and ambition. The 
following three research questions guided the study design. 

1. What are the levels of perceived employability and ambition for 
student veterans? 
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2. To what extent is the perceived employability and ambition of 
student veterans different from those of students who are active service 
members and civilian students? 

3. How do the other variables (e.g., age, gender, GPA, etc.) influence 
student veterans’ perceived employability and ambition? 

 
LITERATURE REVIEW 

Concepts of Perceived Employability 
Employability has been defined as “having the capability to gain 

initial employment, maintain employment and obtain new employment if 
required” (Hillage & Pollard, 1998; Holland, 2019). According to the 
literature, perceived employability refers to individuals’ perceptions in terms 
of their capacity to obtain and retain a job (Álvarez-González et al., 2017; 
Hillage & Pollard, 1998; Kim et al., 2015; Rothwell & Arnold, 2007). 
Different models have been proposed and utilized for studying perceived 
employability. A group of scholars used human capital theory to study 
employability (Becker, 1993; Berntson et al., 2006). Human capital theory 
suggests that human capital has been seen as an investment related to 
promotion, higher pay, and career success, which helps to increase one’s work 
experience and competence (Berntson et al., 2006). Researchers have also 
adopted social cognitive career theory (SCCT) to study perceived 
employability (Lent et al., 1994; Lent et al., 2000). The SCCT is a model of 
career development that examines the impacts of person inputs, contextual 
affordances, and sociocognitive variables on the formation of vocational 
interests, career goals, and actions (Lent et al., 1994). According to the SCCT, 
perceived employability, influencing individuals’ career choice and interests, 
has been seen as a strong predictor of an individual’s ability to find 
employment. Furthermore, some scholars have used career construction 
theory to study employability, which provides a way of thinking about how 
individuals choose and use work to explain career choice and different aspects 
of vocational behavior and perceived employability (Savickas, 2005). 

Rothwell et al. (2008, 2009) proposed that perceived employability 
has four dimensions: self-beliefs, field of study, state of the external labor 
market, and university reputation. Self-beliefs refer to students’ perceptions 
of their skills and behaviors, such as confidence in their skill and ability 
(Rothwell et al., 2009). The field of the study refers to the status and 
credibility of the study field (Mason et al., 2003). The state of external labor 
refers to the impacts of the external labor market on employability (Bowers-
Brown & Harvey, 2004; Brown & Hesketh, 2004). University reputation 
refers to university rankings and brand image (Fearn, 2008), as well as the 
reputation with employers (Murray & Robinson, 2001). 

Scholars have pointed out that perceived employability is formed by 
individual factors, personal circumstances, and external factors (McQuaid & 
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Lindsay, 2005). Individual factors include individuals’ assets in terms of 
knowledge, skills, and attitudes for employment as well as the way they 
present these assets to their employers. Personal circumstances include the 
context relating to individuals’ employment and career choice. External 
factors include the labor market environment and local and global 
circumstances. Understanding both internal and external factors could help to 
better explore the formation of employability. 

 
Concepts of Ambition 

Ambition is closely related to career success, which is strongly 
associated with perceived employability (Rothwell et al., 2008). The notion 
of ambition has been conceptualized to better study the influence of ambition 
on career success. Elchardus and Smits (2008) pointed out that people are 
ambitious “when they entertain plans and goals for their professional future, 
are intent on making promotion and on realizing a ‘nice career,’ and agree to 
describe themselves as ambitious” (2008, p. 248). Judge and Kammeyer-
Mueller (2012) defined ambition as “the persistent and generalized striving 
for success, attainment, and accomplishment” (p. 759). 

Previous studies have indicated that the assumption of career success 
is regarded as a sum of indicators consisting of two dimensions, including 
extrinsic success and intrinsic success (Arthur et al., 2005; Judge et al., 1995; 
Otto, 2007). Extrinsic success parameters, including objective, measurable, 
and independently verifiable indicators, are deficient for comprehensively 
defining career success. The intrinsic success parameters, including the 
subjective evaluations of one’s working situation, job satisfaction, and goal 
attainment, are also important for understanding career ambition. Scholars 
have pointed out that individuals with a high level of self-efficacy will set 
more ambitious career goals (Clements & Kamau, 2017). 

 
Factors Influencing Perceived Employability and Ambition 

Previous studies have discussed various factors that influence 
perceived employability and career ambition across different populations. 
However, the results of those studies were not consistent, and it is still 
necessary to explore how perceived employability relates to other variables, 
such as age, gender, GPA, educational level, and family responsibilities. 

 
Age. Individuals still face age discrimination in the workplace (Niu, 

2019). According to Van de Heijden (2002), employability decreases with 
employee age. In addition, Wittekind et al. (2010) found that older workers 
were less confident in their employability than younger workers. Mature 
graduates experience a harder transition from higher education into the 
workplace than their younger counterparts (Purcell et al., 2007). Rothwell et 
al. (2008) indicated that older students had a lower level of perceived 
employability. However, Jackson and Wilton (2016) did not find a significant 
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relationship between age and perceived employability among US students but 
a significant relationship among UK students. Additionally, Niu et al. (2019) 
indicated that age did not influence the perceived employability or subjective 
career success among graduates of a workforce education and development 
program in the U.S. 

 
Gender. Gender issues become more prominent as more women 

enter the workforce (Lloyd-Jones et al., 2018). Gender pay gaps exist in the 
workplace, and women have higher rates of underemployment and 
unemployment than men (Purcell et al., 2013). Qenani et al. (2014) reported 
that female students had lower perceived employability than male students. 
In addition, Niu et al. (2019) found that females had lower subjective career 
success than males. However, there are studies that did not find differences in 
perceived employability between males and females (e.g., Jackson & Wilton, 
2016; Niu et al., 2019; Rothwell et al., 2009; Sok et al., 2013). 

 
GPA. GPA is a measure of academic achievement. Previous studies 

have indicated that graduates with lower academic achievement have less 
confidence in their employability and future career success (Huang, 2015; Niu 
et al., 2019; Thang & Wongsurawat, 2016). However, Greer and Waight 
(2017) did not find a significant difference in perceived employability based 
on individuals’ GPA. In addition, scholars did not find a significant 
relationship between GPA and subject career success (Bretz, 1989; Greer & 
Waight, 2017; Ng & Feldman, 2014). 

 
Educational Level. The relationship between perceived 

employability and educational attainment level has been examined by 
previous studies. For example, Rothwell and Arnold (2007) found that there 
was no significant relationship between educational attainment level and 
perceived employability. However, Drange et al. (2018) found that perceived 
employability was positively related to educational level. Interestingly, Niu 
et al. (2019) indicated that graduates with a bachelor’s degree had higher 
perceived employability than those with a PhD, but the educational level did 
not influence their subjective career success. 

 
Family responsibilities. Family responsibilities play an important 

role in the study and work. According to the European Foundation for the 
Improvement of Living and Working Conditions (2003), family 
responsibilities were the main reason for reducing actual working hours. 
Mayrhofer et al. (2008) indicated that the amount of time investigated 
influenced individuals’ assessments of mobility, flexibility, and opportunities 
in labor markets. In addition, individuals who had children at home were more 
likely to have family-work conflicts (Behson, 2002; Carlson, 1999). 
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However, there is a lack of studies examining the relationship between family 
responsibilities and perceived employability. 

 
Work Experience. According to Qenani et al. (2014) and Jackson 

and Wilton (2017), work experience is positively related to perceived 
employability. Additionally, Kirves et al. (2014) found that perceived 
mobility was positively related to perceived employability among permanent 
workers. In addition, Thang and Wongsurawat (2016) indicated that 
employability is influenced by the year of graduation due to economic 
variants of the given country, and people with more work experience are 
considered more employable. 

 
Employability and Ambition of Student Veterans 

Student veterans have constructed a unique group for achievement 
and success based on their military experience, work ethics, and steadfast 
commitment. A student veteran is defined as “any student who is a current or 
former member of the active-duty military, the National Guard, or Reserves 
regardless of deployment status, combat experience, legal veteran status, or 
GI Bill use” (Vacchi, 2012, p. 17). The primary reasons for veterans attending 
higher education are career enhancement and career opportunities increasing 
after retirement and the expectation of a faster promotion or higher income 
(Brauchle, 1997; Brown, 1993). In addition, education benefits, such as the 
Post 9-11 GI Bill, are meaningful in motivating veterans to pursue degrees in 
higher education (Patterson & Paulson, 2016). 

Student veterans are also defined as “a subpopulation of adult 
learners” (Brown & Gross, 2011, p. 45). In comparison with traditional 
students, several barriers and myths have been identified (Hill et al., 2019). 
First, veterans may not consider a wide array of choices while they are 
applying for higher education. Their perceptions of some institutions with the 
highest graduation rates and most resources might not be usable for them 
because of sticker prices, high academic selectivity, or elite campus culture. 
Second, many higher graduation-rate universities may have different transfer 
policies, which limit the admission and enrollment of veteran students. Third, 
full-time enrollment and on-campus residency might bring difficulties for 
veteran students who have family or work responsibilities. Last but not least, 
a lack of standardized studies or reports regarding student veterans’ 
enrollment and learning outcomes might present challenges for prospective 
student veterans. 

Previous scholars have found that veterans believe that pursuing 
higher education could help them achieve greater economic opportunities and 
career goals (e.g., Hunter-Johnson, et al., 2020; Lighthall, 2012; Norman et 
al., 2015; Schiavone & Gentry, 2014). For example, Schiavone and Gentry 
(2014) noted that veterans had to acquire an educational degree for specific 
positions to enter the workplace. Hunter-Johnson et al. (2019) conducted three 
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focus groups among 11 veterans and concluded that veterans utilize higher 
education to help their transition to civilian workplaces. However, student 
veterans still face great challenges before, during, and after studying in higher 
education. For example, the setting of higher education is very different from 
military environments, so veterans had to change their learning styles to be 
appropriate in the new environment (Olsen et al., 2015). Moreover, Hunter-
Johnson et al. (2020) indicated that veterans felt a clear gap between their 
needs and the services they received on campus. Higher education institutions 
might assume that student veterans were very knowledgeable of issues 
regarding their situations, but that was not the case for many of them (Hunter-
Johnson et al., 2020). 

The focal point of this paper is the perceived employability and career 
ambition of student veterans. There is a lack of literature about veterans’ 
perceived employability and career ambition. The employability of veterans 
refers to the “military service member planning for and obtaining a skillset 
consisting of either general human capital (e.g., an undergraduate college 
degree) or firm-specific human capital (e.g., learning how to be a proficient 
welder beneficial to an organization)” (Rhodes, 2017, p. 15). Only a few 
studies have researched the employability of veterans and have explored 
veterans’ workplace perceptions and concerns. For example, Yanchus et al. 
(2018) used qualitative interviews to examine differences in workplace 
perceptions between military veterans and nonveteran employees at the 
Veterans Health Administration. They found that in terms of workplace 
concerns, veteran employees stated that favoritism and unfairness were an 
overarching theme. They suggested that to improve veterans’ workplace 
perceptions, enhancing vocational strategies for helping them transition into 
civilian employment will be one of the keys for their socialization into 
workplaces. Rhodes (2017) found that demographic variables, veterans’ 
educational attainment, employment inequality, and their career awareness all 
correlated with their employment and unemployment. There is a gap in the 
literature that studies student veterans’ career ambitions. 

 
METHODS 

Measures 
To investigate the perceived employability and ambition of student 

veterans, a survey was conducted during 2018-2019 among students who 
were studying at a mid-western public university in the United States. Four 
self-perceived employability items and four ambition items from Rothwell et 
al.’s (2008) instrument were adopted to measure the perceived employability 
and ambition of participants. The four self-perceived employability items 
were 1) I can easily determine about opportunities in my chosen field; 2) the 
skills and abilities that I possess are what employers are looking for; 3) I am 
generally confident of success in job interviews and selection events; 4) I feel 
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I could get any job so long as my skills and experience are reasonably 
relevant. The four ambition items were 1) I am satisfied with the progress I 
have made meeting my goals for the development of new skills; 2) I have 
clear goals for what I want to achieve in life; 3) I regard myself as highly 
ambitious; and 4) what I do in the future is important. Each item was scored 
on a Likert scale: strongly disagree=1, disagree=2, neutral=3, agree=4, and 
strongly agree=5. The survey also included six demographic questions, such 
as age, gender, ethnicity, degree pursuing level (undergraduate vs. graduate), 
GPA, family responsibility (child caregiving vs. no child caregiving), military 
experience (veteran vs. civilian), and work experience. Undergraduate refers 
to the level of bachelor’s degree. Graduate refers to the level of master’s or 
doctoral degree. 
 
Table 1: Demographic Information of Participants 

Variables Student Veterans Civilian Students 
n % n % 

Gender     
Male 27 73% 13 27.1% 
Female 10 27% 35 72.9% 

Ethnicity     
African American 9 24.3% 11 22.9% 
Asian 1 2.7% 2 4.2% 
Hispanic or Latino 5 13.5% 2 4.2% 
White 20 54.1% 29 60.4% 
Other 2 5.4% 4 8.3% 

Degree pursuing level 
Undergraduate 27 73% 18 37.5% 
Graduate 10 27% 30 62.5% 

Family responsibility 
Child caregiving 27 73% 24 50% 
No child caregiving 10 27% 24 50% 

Work experience 
Less than 1 year 
 0 0 5 10.4% 

1- 3 years 1 2.7% 7 14.6% 
4-6 years 2 5.4% 6 12.5% 
7-10 years 5 13.5% 4 8.3% 
More than 10 years 29 79.4% 26 54.2% 
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Sampling 
Convenience sampling was used to recruit participants among 

students from a midwestern public university in the United States. The 
convenience sampling technique is most frequently used in quantitative 
studies, which allows researchers to identify and contact potential participants 
when they possess “limited resources available for sampling” (Gliner et al., 
2011, p. 125). One hundred and five students participated in this study, and 
20 participants skipped several survey items without indicating reasons. As a 
result, 85 participants’ responses were utilized in the data analysis. The 85 
students included 37 veterans and 48 civilian (nonveteran) students. Table 1 
shows the demographic information of the participants. In addition, 
participants’ ages ranged from 20 to 61, and the mean age was 40.1 (SD=10) 
for student veterans and 35.2 (SD=9.8) for civilian students. Additionally, the 
participants’ GPAs ranged from 2.8 to 4.0, and the mean GPAs were 3.7 
(SD=0.4) for student veterans and 3.7 (SD=0.4) for civilian students. 
 
Data Analysis 

To address the first research question, descriptive analysis of mean 
scores was conducted to explore the perceived employability and ambition of 
student veterans. In addition, one-way ANOVA was conducted to compare 
the perceived employability and ambition of student veterans and civilian 
students, which addressed the second research question. The post hoc test to 
compare group means was not conducted since there were no statistically 
significant group differences based on the ANOVA results. Additionally, 
descriptive analysis and OLS regressions were conducted to investigate the 
impact of other variables on perceived employability and ambition, which 
addressed the third research question. Both perceived employability and 
ambition variables contain four items with a Likert-type response format. 
Since we did not use single items as the dependent variable, the common 
approach is to treat our measurements as interval variables, and the OLS 
regressions are appropriate (Carifio & Peria, 2007). See Carifio and Peria 
(2007) for details. 

For a one-way ANOVA comparing two groups, we calculated the 
sample size required in each group to obtain a power of 0.80, with a 
significance level of 0.05. For a one-way ANOVA model, the suggested 
guidelines (Cohen, 1988) for effect size are as follows: Small - 0.10, Medium 
- 0.25, Large - 0.40. To detect a medium effect size of military experience in 
our model, the required sample size per group is 63. To detect a large effect 
size, we only need 25 observations per group. Therefore, our sample size (N 
civilian students = 48, N student veterans = 37) is sufficient to detect effect size ranges 
from medium to large. 
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FINDINGS 

Perceived Employability and Ambition of Student Veterans 
According to the descriptive analysis, a summary of student veterans’ 

responses to each of the perceived employability items and ambition items is 
shown in Table 2. The overall mean score of perceived employability items 
is 4.0, suggesting that student veterans were confident in their employability. 
The distributions of participants on the overall perceived employability 
spectrum show that, on average, approximately 78.4% (n=29) of the student 
veterans agreed or strongly agreed with the perceived employability items. 
Only approximately 5.4% (n=2) disagreed or strongly disagreed. The overall 
mean score for the ambition of student veterans was slightly higher than the 
perceived employability (see Table 2). On average, approximately 81.1% 
(n=30) of the student veterans agreed or strongly agreed with the ambition 
items, suggesting that they believed they would be successful in their future 
careers. Only 5.4% (n=2) disagreed or strongly disagreed. 

 
Table 2: Means and Standard Deviations of Perceived Employability 
Items and Ambition Items for Student Veterans (N=37) 
 
Items Mean SD 
1. I can easily determine about 
opportunities in my chosen field; 3.9 0.9 

2. The skills and abilities that I possess 
are what employers are looking for. 4.0 0.9 

3. I am generally confident of success in 
job Interviews and selection events. 4.0 1.0 

4. I feel I could get any job so long as my 
skills and experience are reasonably 
relevant. 

4.1 0.9 

Overall Perceived Employability 4.0 0.8 
1. I am satisfied with the progress I have 
made meeting my goals for the 
development of new skills. 

4.2 0.9 

2. I have clear goals for what I want to 
achieve in life. 4.3 0.9 

3. I regard myself as highly ambitious. 4.1 1.0 
4. What I do in the future is important. 4.4 0.9 
Overall Ambition 4.2 0.8 
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Comparisons among Student Veterans and Civilian Students. 
According to the results of one-way ANOVA, the perceived 

employability of student veterans was not significantly different from civilian 
students, F(1, 83)=0.131, p=0.718. The overall mean score of perceived 
employability for student veterans was the same as that for civilian students 
(Mean=4.0, SD=0.6). Additionally, the ambition of student veterans was not 
significantly different from civilian students, F(1, 83)=1.335, p=0.251. 
However, the overall mean score of ambition for student veterans was slightly 
lower than that for civilian students (Mean=4.4, SD=0.5). 

 
Impacts of Other Variables 

Regressions were conducted to investigate the impacts of other 
variables on the perceived employability and the ambition for student 
veterans. The results indicated that none of the investigated variables had a 
significant impact on either the perceived employability or the ambition, and 
all the p values were larger than 0.05. √𝑉𝐼𝐹 of all explanatory variables are 
smaller than 2, indicating that multicollinearity is not a problem with our 
chosen set of variables. However, the descriptive analysis was conducted and 
showed some interesting findings. For example, although age did not 
significantly influence the student veterans’ perceived employability, the 
older veterans’ perceived employability was slightly lower than the younger 
veterans’ (see Figure 1). Civilian students exhibited the same tendency. In 
addition, there is not much difference in ambition between older veterans and 
younger veterans. 

 
Figure 1. The impact of age on perceived employability and ambition 

The impact of gender was not significant on either the perceived 
employability or the ambition of student veterans. According to the results of 
descriptive analysis, the perceived employability of female veterans 
(Mean=3.9, SD=0.9) was slightly lower than that of males (Mean=4.0, 
SD=0.8); the same pattern was visible among civilian students. Additionally, 
female veterans (Mean=3.9, SD=0.9) had lower ambitions than males 
(Mean=4.4, SD=0.7). 
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There was no significant impact of GPA on either the perceived 
employability or the ambition of student veterans. According to Figure 2, 
veterans with a higher GPA had slightly higher perceived employability, and 
there is not much difference in perceived employability between male and 
females among civilian students. Additionally, veterans with a higher GPA 
had higher ambitions. However, it was opposite to the situation of civilian 
students. 

 
Figure 2. The impact of GPA on perceived employability and ambition 

The level of degree pursued did not significantly influence either the 
perceived employability or the ambition of the veterans. However, the results 
of descriptive analysis have shown that graduate students had lower perceived 
employability (Mean=3.6, SD=1.2) and ambition (Mean=3.8, SD=1.1) than 
undergraduate students among veterans (Mean=4.1, SD=0.5 for perceived 
employability; Mean=4.4, SD=0.5 for ambition). Interestingly, there is not 
much difference between undergraduate students and graduate students 
among civilians. 

The result of regressions did not find that child caregiving had a 
significant impact on either the perceived employability or ambition of the 
student veterans. However, the findings of the descriptive analysis have 
shown that veterans without child caregiving had lower perceived 
employability (Mean=3.5, SD=0.9) and lower ambition (Mean=4.0, SD=0.9) 
than those with child caregiving (Mean=4.1, SD=0.7 for employability; 
Mean=4.3, SD=0.7 for ambition). Interestingly, there is not much difference 
in the perceived employability based on the responsibility of child caregiving 
among civilian students, while civilian students had a similar situation to the 
ambition of veterans. 

The year of work experience did not significantly influence either the 
perceived employability or ambition of student veterans. According to Figure 
3, students with more years of work experience had a higher level of perceived 
employability and ambition among veterans. However, there was not much 
difference in the perceived employability and ambition based on the year of 
work experience among civilian students. 
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Figure 3. The impact of work experience on perceived employability and ambition 

 

DISCUSSION 

The results of descriptive analysis have shown that most of the investigated 
student veterans were confident in their employability and future career 
success. These results support previous studies (Hunter-Johnson et al., 2020; 
Lighthall, 2012; Minnis, 2014; Norman et al., 2015; Schiavone & Gentry, 
2014), which indicated that veterans gained confidence in transitioning to the 
civilian workplace through studying in higher education. For example, 
according to Hunter-Johnson et al. (2020), veterans believed that higher 
education could bring more and better career and employment opportunities. 
In the present study, all the veterans were the students who were pursuing a 
postsecondary degree in the university, so they have positive perspectives on 
their future career opportunities. 

Although the results of one-way ANOVA did not show significant 
differences in either perceived employability or ambition among student 
veterans and civilian students, the descriptive mean scores still showed clues 
that explained the situation of student veterans when compared to civilian 
students. The results found that student veterans had slightly lower ambition 
than civilian students, which confirmed the findings of previous studies (Hill 
et al., 2019; Yanchus et al., 2018). Compared to nonveteran individuals, 
veterans experienced barriers in higher education, such as fewer academic 
choices, unfriendly transfer policies, family or work responsibilities, and a 
lack of information for learning outcomes (Hill et al., 2019). In addition, 
Mobbs & Bonanno (2018) noted that veterans experienced transition stress, 
which was multifaceted and can lead to serious mental health problems. 
Therefore, all these reasons might lead to less confidence in future career 
success among student veterans. 

The results of regressions indicate that factors such as age, gender, 
GPA, educational degree level, child caregiving responsibilities, and the year 
of work experience do not significantly influence the perceived employability 
and ambition for student veterans. These results were consistent with some 
previous studies (e.g., Bretz, 1989; Greer & Waight, 2017; Jackson & Wilton, 
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2016; Niu et al., 2019; Ng & Feldman, 2014; Rothwell et al., 2009; Sok et al., 
2013). In the present study, one reason for this finding might be that the 
sample size was too small to detect any significant results. However, the 
results of the descriptive analysis still showed clues that explained how other 
variables impacted the perceived employability and ambition of student 
veterans. For example, the results have shown that while older veterans had 
slightly lower perceived employability than younger veterans, older veterans 
had a similar level of ambition compared to younger veterans. Older 
individuals experienced more labor market entry barriers and more 
challenging transitions from college to the workplace than their younger 
colleagues (Purcell et al., 2007). Additionally, older individuals feel 
discouraged from finding jobs because of age discrimination and the 
undervaluing of their professional experiences and skills (Krekanova, 2017). 
However, older individuals perceived that they had more experience and 
achievements (Niu, 2019), which made them more confident of their career 
success. Higher education institutions should provide more strategic support 
for aging veterans and pay attention to their specific needs and interests while 
increasing their awareness of age biases and discrimination. 

 
The results show a slight gender gap, which supported previous 

studies that females had lower perceived employability and ambition than 
males (Niu et al., 2019; Qenani et al., 2014). Women still experience lower 
rates of workforce participation and a gender-based wage gap in the 
workplace. For example, according to the Bureau of Labor Statistics (2018), 
female workers constituted only 46.9% of all workers. In addition, U.S. 
women are paid only 80 cents for every dollar paid to their male peers (U.S. 
Census Bureau, 2017). Compared to male veterans, female veterans face 
different challenges, such as more family responsibilities than men, 
experiencing sexual trauma, while in the military, there are negative impacts 
of gender politics (Sander, 2012). To meet female veterans’ needs and provide 
better services, higher education institutions should form all-female support 
groups and hire women to work in veteran centers or offices (Sander, 2012). 

The findings of the present study have shown that veterans with 
higher GPAs had slightly higher perceived employability and ambition, 
which confirmed the findings of previous studies (Huang, 2015; Niu et al., 
2019; Thang & Wongsurawat, 2016). GPA is considered an indicator of 
academic performance and a predictor of job performance. For example, GPA 
has been utilized to screen for entry-level job applicants (Johansen, 2014), 
and job applicants with higher GPAs had better evaluations (Hassanbeigi et 
al., 2011) and were more likely to get job interviews (Thoms et al., 1999). 
Therefore, in addition to providing support services, educators should 
improve veterans’ academic performance by understanding the learning style 
and needs of veterans in classes and developing learning activities to meet 
their needs. In addition, educators and higher education institutions should 
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address the gap and differences between the military learning environment, 
which is grounded in behaviorism, and higher education, which is grounded 
in andragogy/humanism, on the two complete ends of the educational 
spectrum. 

The results of descriptive analysis have shown that veterans studied 
at a graduate program had lower perceived employability and ambition than 
those at an undergraduate program, which was partially consistent with Niu 
et al.’s study (2019). In the U.S. labor markets, very few positions have 
required a graduate-level degree (Torpey & Watson, 2014), so graduate 
students might feel less confident in completing the small number of available 
jobs. Interestingly, the results of the descriptive analysis suggest that veterans 
with child caregiving responsibility have higher perceived employability and 
ambition than those living without children. These findings contradict 
previous studies, which indicated that family responsibilities negatively 
influenced employment opportunities and career success (Behson, 2002; 
Carlson, 1999; Mayrhofer et al., 2008). According to the results of the 
descriptive analysis, student veterans with more work experience had a higher 
level of perceived employability and ambition. This finding supported 
previous studies that showed that perceived employability was positively 
influenced by work experience (Jackson & Wilton, 2017; Qenani et al., 2014). 

 
LIMITATION AND RECOMMENDATIONS 

There were three limitations in this study. First, the sample size was very 
small; only 29 student veterans participated in this study, so it was impossible 
to conduct complex statistical analysis with the data. The small sample size 
made it difficult to detect the patterns and relationships between the variables 
accurately. Future studies could enlarge the sample size. In addition, more 
variables could be included, such as the available support, the activities of 
career development, the years of military experience, the years in higher 
education, and the study field. Second, the participants were recruited from 
the same university, so the results cannot be generalized to student veterans 
at other universities. Future research could include participants from more 
universities. Third, we used self-reported GPA scores without verification. 
Future research could use GPAs from student records. Fourth, employability 
was measured by self-assessments, so it might not reflect the true employment 
potential of the individuals. In the future, longitudinal studies could be 
conducted to track veterans’ employment status. Future studies should also 
investigate the perceptions of employees’ employability from both employees 
and employers. In addition, qualitative studies should be conducted to explore 
the experience and factors that increase veterans’ employability in civilian 
workplaces. 
 
  



 88 

CONCLUSION 

The present study explored the perceived employability and ambition of 
student veterans. Many previous works in the literature have focused on the 
career transition of veterans. However, very few studies have examined the 
employability and career ambition of veterans, which are important measures 
of the success of their career transition. Among the veteran population in 
higher education, knowledge about their employability and career success is 
necessary. This study may enlighten and attract more scholars’ attention to 
research the outcomes of career transition for veterans and explore how to 
improve the outcomes. The university and student veterans must work 
together to ensure their career success. Rhodes (2017) mentioned that higher 
education institutions must provide career advice, which will help to enhance 
student veterans’ career awareness. Student veterans are unique participants 
in higher education, and it is important to understand their situation and needs. 
Student veterans could gain confidence or explore problems through the self-
assessment of employability. Educators could also identify strategies to help 
veterans improve their academic performance and provide more support to 
meet their needs. 
 

REFERENCES 

Ackerman, R., DiRamio, D., & Mitchell, R. L. G. (2009). Transitions: Combat 
veterans as college students. New Directions for Student Services, 
2009(126), 5–14. https://doi.org/10.1002/ss.311 

Álvarez-González, P., López-Miguens, M. J., & Caballero, G. (2017). Perceived 
employability in university students: Developing an integrated model. 
Career Development International, 22(3), 280-299. 
https://doi.org/10.1108/cdi-08-2016-0135 

Arthur, M. B., Khapova, S. N., & Wilderom, C. P. M. (2005). Career success in a 
boundaryless career world. Journal of Organizational Behavior, 26(2), 177-
202. https://doi.org/10.1002/job.290 

Becker, G. (1993) Human capital: A theoretical and empirical analysis with special 
reference to education (3rd ed.). The University of Chicago Press. 

Behson, S. J. (2002). Which Dominates? The relative importance of work–family 
organizational support and general organizational context on employee 
outcomes. Journal of Vocational Behavior, 61(1), 53–72. 
https://doi.org/10.1006/jvbe.2001.1845 

Berntson, E., Sverke, M., & Marklund, S. (2006). Predicting perceived employability: 
Human capital or labor market opportunities? Economic and Industrial 
Democracy, 27(2), 223-244. https://doi.org/10.1177/0143831X06063098 

Bowers-Brown, T., & Harvey, L. (2004). Are there too many graduates in the UK? 
Industry and Higher Education 12, 243–254. 
https://doi.org/10.5367/0000000041667538 

Brauchle, K. C. (1997). Brauchle, K. C. (1997). United States armed forces' voluntary 
education program: The effect of enlisted service member retention (UMI 



 89 

No. 304328367) [Doctoral dissertation]. ProQuest Dissertations & Theses 
Global. 

Bretz, R. D. (1989). College grade point average as a predictor of adult success: A 
meta-analytic review and some additional evidence. Public Personnel 
Management, 18, 11-22. https://doi.org/10.1177/009102608901800102 

Brown, J. L. S. (1993). Participation of U.S. army enlisted personnel in off-duty 
college degree programs. (UMI No. 304037573) [Doctoral dissertation]. 
ProQuest Dissertations & Theses Global. 

Brown, P. A., & Gross, C. (2011). Serving those who have Served—Managing 
veteran and military student best practices. The Journal of Continuing 
Higher Education, 59(1), 45-49. doi:10.1080/07377363.2011.544982 

Brown, P., & Hesketh, A. (2004). The Mismanagement of talent: Employability and 
jobs in the knowledge economy. Oxford University Press. 

Bureau of Labor Statistics (2020). Employment situation of veterans – 2019. 
https://www.bls.gov/news.release/pdf/vet.pdf. 

Bureau of Labor Statistics. (2018). Employed and unemployed full- and part-time 
workers by age, sex, race, and Hispanic or Latino ethnicity. 
https://www.bls.gov/cps/cpsaat08.htm 

Carifio, J., & Perla, R. J. (2007). Ten common misunderstandings, misconceptions, 
persistent myths and urban legends about Likert scales and Likert response 
formats and their antidotes. Journal of Social Sciences, 3(3), 106-116. 

Carlson, D. S. (1999). Personality and role variables as predictors of three forms of 
work–family conflict. Journal of Vocational Behavior, 55(2), 236–253. 
https://doi.org/10.1006/jvbe.1999.1680 

Clements, A. J., & Kamau, C. (2017). Understanding students’ motivation towards 
proactive career behaviours through goal-setting theory and the job 
demands–resources model. Studies in Higher Education (Dorchester-on-
Thames), 43(12), 2279-2293. 
https://doi.org/10.1080/03075079.2017.1326022 

Gliner, J. A., Morgan, G. A., & Leech, N. L. (2011). Research methods in applied 
settings: An integrated approach to design and analysis. Routledge. 

Cohen, J. (1988). Statistical power analysis for the behavioral sciences (2nd Ed.). 
Lawrence Erlbaum Associates. 

Curry Hall, K., Harrell, M. C., Bicksler, B., Stewart, R., & Fisher, M. P. (2014). 
Veteran Employment: Lessons from the 100,000 Jobs Mission. RAND 
Corporation. 

DiRamio, D., Ackerman, R., & Garza- Mitchell, R. L. (2008). From combat to 
campus:Voices of student-veterans. NASPA Journal, 45(1), 73-102. 

Drange, I., BernstrÃ¸m, V. H., & Mamelund, S.-E. (2018). are you moving up or 
falling short? An inquiry of skills-based variation in self-perceived 
employability among Norwegian employees. Work, Employment & Society, 
32(2), 387–406. https://doi.org/10.1177/0950017017749720 

Elchardus, M., & Smits, W. (2008). The vanishing flexible: Ambition, self-realization 
and flexibility in the career perspectives of young Belgian adults. Work, 
Employment and Society, 22(2), 243–262. 
https://doi.org/10.1177/0950017008089103 

European Foundation for the Improvement of Living and Working Conditions 
(2003). Work time preferences and work-life balance in the EU: some policy 



 90 

considerations for enhancing for quality of life, European Foundation for the 
Improvement of Living and Working Conditions, Dublin. 

Fearn, H. (2008). Makeover Mania. Times Higher Education, 6, 39–43. 
https://www.timeshighereducation.com/features/makeover-
mania/400939.article 

Greer, T. W., & Waight, C. L. (2017). The value of an undergraduate HRD degree: 
An exploratory investigation of perceived employability and career 
success. Advances in Developing Human Resources, 19(2), 190-206. 
https://doi.org/10.1177/1523422317695230 

Hassanbeigi, A., Askari, J., Nakhjavani, M., Shirkhoda, S., Barzegar, K., Mozayyan, 
M. R., & Fallahzadeh, H. (2011). The relationship between study skills and 
academic performance of university students. Procedia - Social and 
Behavioral Sciences, 30,1416–1424. 
http://dx.doi.org/10.1016/j.sbspro.2011.10.276. 

Hill, C. B., Kurzweil, M., Pisacreta, E. D., & Schwartz, E. (2019). Enrolling more 
veterans at high-graduation-rate colleges and universities. Ithaka 

Hillage, J. & Pollard, E. (1998), Employability: Developing a framework for policy 
analysis, Institute for Employment Studies Research Report RR85. DfEE. 

Holland, B. (2019). The design and uses of an employability index to evaluate the 
vertical workforce development process. New Horizons in Adult Education 
and Human Resource Development, 31(2), 41–59. 
https://doi.org/10.1002/nha3.20249 

Huang, J. T. (2015). Hardiness, perceived employability, and career decision self-
efficacy among Taiwanese college students. Journal of Career 
Development, 42(4), 311-324. https://doi.org/10.1177/0894845314562960 

Hunter-Johnson, Y., Liu, T., Murray, K., Niu, Y., & Suprise, M. (2020). Higher 
education as a tool for veterans in transition: Battling the challenges. The 
Journal of Continuing Higher Education, 68, 1-18. 
https://doi.org/10.1080/07377363.2020.1743621 

Iraq and Afghanistan Veterans of America. (2010). Fighting to improve the lives of 
America’s newest generation of soldiers and their families: 2010 Annual 
Report. http://media.iava.org/annual_report_2010.pdf 

Jackson, D., & Wilton, N. (2016). Perceived employability among undergraduates 
and the importance of career self-management, work experience and 
individual characteristics. Higher Education Research & 
Development, 36(4), 747-762. 
https://doi.org/10.1080/07294360.2016.1229270 

Johansen, V. (2014). Entrepreneurship education and academic performance. 
Scandinavian Journal of Educational Research, 58(3), 300–314. 
http://dx.doi.org/10.1080/00313831.2012.726642. 

Judge, T. A., & Kammeyer-Mueller, J. D. (2012). On the value of aiming high: The 
causes and consequences of ambition. Journal of Applied Psychology, 97(4), 
758–775. https://doi.org/10.1037/a0028084 

Judge, T. A., Cable, D. M., Boudreau, J. W., & Bretz, R. D. (1995). An empirical 
investigation of the predictors of executive career success. Personnel 
Psychology, 48(3), 485–519. https://doi.org/10.1111/j.1744-
6570.1995.tb01767.x 



 91 

Kim, S., Kim, H., & Lee, J. (2015). Employee self-concepts, voluntary learning 
behavior, and perceived employability. Journal of Managerial Psychology, 
30(3), 264-279. https://doi.org/10.1108/jmp-01-2012-0010 

Kirves, K., Kinnunen, U., & De Cuyper, N. (2014). Contract type, perceived mobility 
and optimism and antecedents of perceived employability. Economic and 
Industrial Democracy, 35(3), 435–453. 

Krekanova, V. (2017). Aging workers in changing labor markets and career 
learning [ Unpublished doctoral dissertation]. University of Pittsburgh. 
http://d-scholarship.pitt.edu/31599/ 

Lent, R. W., Brown, S. D., & Hackett, G. (1994). Toward a unifying social cognitive 
theory of career and academic interest, choice, and performance. Journal of 
Vocational Behavior, 45(1), 79-122. https://doi.org/10.1006/jvbe.1994.1027 

Lent, R. W., Brown, S. D., & Hackett, G. (2000). Contextual supports and barriers to 
career choice: A social cognitive analysis. Journal of Counseling 
Psychology, 47(1), 36-49. https://doi.org/10.1037/0022-0167.47.1.36 

Lighthall, A. (2012). Ten things you should know about today’s student veteran. 
Thought & Action, Fall, 80–90. http://www.nea.org/archive/53407.htm 

Livingston, W. G., & Bauman, M. C. (2013). Activations, deployments, and returns. 
In F. A. Hamrick & C. B. Rumann (Eds.), Called to serve: A handbook on 
student veterans and higher education (pp. 41-68). Jossey-Bass. 

Lloyd-Jones, B., Bass, L., & Jean-Marie, G. (2014). Gender and diversity in the 
workforce. In ByrdM. Y. ScottC. L. (Eds.), Diversity in the workforce 
diversity: Current issues and emerging trends (pp. 93-124). Routledge. 

Mason, G., Williams, G., Cranmer, S., & Guile, D. (2003). How much does higher 
education enhance the employability of graduates? Higher Education 
Funding Council for England. 
http://www.hefce.ac.uk/pubs/rdreports/2003/rd13_03/default.asp 

Mayrhofer, W., Meyer, M., Schiffinger, M., & Schmidt, A. (2008). The influence of 
family responsibilities, career fields and gender on career success: An 
empirical study. Journal of Managerial Psychology, 23(3), 292–323. 
https://doi.org/10.1108/02683940810861392 

McQuaid, R. W., & Lindsay, C. (2005). The concept of employability. Urban Studies. 
42(2), 197-219. https://doi.org/10.1080/0042098042000316100 

Minnis, S. (2014). A phenomenological exploration of combat veterans’ experiences 
as they transition to civilian employment using higher education as career 
development [Doctoral dissertation]. Texas A & M University. 
https://oaktrust.library.tamu.edu/handle/1969.1/152463 

Mobbs, M. C., & Bonanno, G. A. (2018). Beyond war and PTSD: The crucial role of 
transition stress in the lives of military veterans. Clinical Psychology 
Review, 59, 137–144. https://doi.org/10.1016/j.cpr.2017.11.007 

Molina, D., & Morse, A. (2017). Differences between Military‐Connected 
undergraduates: Implications for institutional research. New Directions for 
Institutional Research, 2016(171), 59-73. https://doi.org/10.1002/ir.20194 

Murray, S., & Robinson, H. (2001). Graduates into sales—employer, student and 
university perspectives. Education and Training, 43(3), 139–144. 
https://doi.org/10.1108/EUM0000000005459 

National Center for Veterans Analysis and Statistics (2020). Veteran population. 
https://www.va.gov/vetdata/veteran_population.asp 



 92 

Ng, T. W. H., & Feldman, D. C. (2014). Subjective career success: A meta-analytic 
review. Journal of Vocational Behavior, 85, 169-179. 
https://doi.org/10.1016/j.jvb.2014.06.001 

Niu, Y. (2019). Maintaining or increasing the employability of mature workers. In C. 
Hughes (Ed.). Strategies for attracting, maintaining, and balancing a 
mature workforce (pp. 28-60). IGI Global. 

Niu, Y., Hunter-Johnson, Y., Xu, X., & Liu, T. (2019). Self-perceived employability 
and subjective career success: Graduates of a workforce education and 
development program. The Journal of Continuing Higher Education, 67(2–
3), 55–71. https://doi.org/10.1080/07377363.2019.1660843 

Norman, S. B., Rosen, J., Himmerich, S., Myers, U. S., Davis, B., Browne, K. C., & 
Piland, N. (2015). Student Veteran perceptions of facilitators and barriers to 
achieving academic goals. Journal of Rehabilitation Research and 
Development, 52(6), 701–712. https://doi.org/10.1682/JRRD.2015.01.0013 

Olsen, T., Badger, K., & McCuddy, M. D. (2014). Understanding the student 
veterans’ college experience: An exploratory study. US Army Medical 
Department Journal, October-December,101–108. 
https://pubmed.ncbi.nlm.nih.gov/25830805/ 

Otto, K., Roe, R., Sobiraj, S., Baluku, M. M., & Garrido Vásquez, M. E. (2017). The 
impact of career ambition on psychologists’ extrinsic and intrinsic career 
success: The less they want, the more they get. Career Development 
International, 22(1), 23–36. https://doi.org/10.1108/CDI-06-2016-0093. 

Patterson, M. B., & Paulson, U. G. (2016). Adult transitions to learning in the USA: 
What do PIAAC survey results tell us? Journal of Research and Practice for 
Adult Literacy, Secondary, and Basic Education, 5(1), 5–27. 

Perkins, D. F., Aronson, K. R., Morgan, N. R., Bleser, J. A., Vogt, D., Copeland, L. 
A., Finley, E. P., & Gilman, C. (2020). Veterans’ use of programs and 
services as they transition to civilian life: Baseline assessment for the veteran 
metrics initiative. Journal of Social Service Research, 46(2), 241–255. 
https://doi.org/10.1080/01488376.2018.1546259 

Purcell, K., Wilton, N., & Elias, P. (2007). Hard lessons for lifelong learners? Mature 
graduates and mass higher education. Higher Education Quarterly, 61(1), 
57–82. https://doi.org/10.1111/j.1468-2273.2006.00338.x 

Qenani, E., MacDougall, N., & Sexton, C. (2014). An empirical study of self-
perceived employability: Improving the prospects for student employment 
success in an uncertain environment. Active Learning in Higher Education, 
15(3), 199–213. https://doi.org/10.1177/1469787414544875 

Rhodes, D. (2017). Student veterans' career services in higher education [Doctoral 
Dissertation]. University of Illinois at Urbana-Champaign. 

Rothwell, A., & Arnold, J. (2007). Self-perceived employability: Development and 
validation of a scale. Personnel Review, 36(1), 23–41. 
https://doi.org/10.1108/00483480710716704 

Rothwell, A., Herbert, I., & Rothwell, F. (2008). Self-perceived employability: 
Construction and initial validation of a scale for university students. Journal 
of Vocational Behavior, 73(1), 1-12. 
https://doi.org/10.1016/j.jvb.2007.12.001 



 93 

Rothwell, A., Jewell, S., & Hardie, M. (2009). Self-perceived employability: 
Investigating the responses of post-graduate students. Journal of Vocational 
Behavior, 75(2), 152-161. doi: 10.1016/j.jvb.2009.05.002 

Sander, L. (2012). Female veterans can be hard to spot, and to help. The Chronicle of 
Higher Education. 
https://search.proquest.com/docview/1030741871?accountid=8361 

Savickas, M. L. (2005).  The theory and practice of career construction. In S.D. 
Brown & R.W. Lent (Eds), Career development and counseling: Putting 
theory and reaserch to work (pp. 42-70). John Wiley & Sons, Inc. 

Schiavone, V., & Gentry, D. (2014). Veteran-students in transition at a Midwestern 
university. The Journal of Continuing Higher Education, 62(1), 29–38. 
https://doi.org/10.1080/073773632014.872007 

Sok, J., Blomme, R., & Tromp, D. (2013). The use of the psychological contract to 
explain self-perceived employability. International Journal of Hospitality 
Management, 34(2013), 274–284. 
https://doi.org/10.1016/j.ijhm.2013.03.008 

Thang, P. V. M., & Wongsurawat, W. (2016). Enhancing the employability of IT 
graduates in Vietnam. Higher Education, Skills and Work-Based Learning, 
6(2), 146–161. doi:10.1108/HESWBL-07-2015-0043 

Thoms, P., McMasters, R., Roberts, M. R., & Dombkowski, D. A. (1999). Resume 
characteristics as predictors of an invitation to interview. Journal of Business 
and Psychology, 13(3), 339–356. 
http://dx.doi.org/10.1023/A:1022974232557 

Torpey, E., & Watson, A. (September, 2014). Education level and jobs: Opportunities 
by state. Career Outlook, U.S. Bureau of Labor Statistics. 
https://www.bls.gov/careeroutlook/2014/article/education-level-and-
jobs.htm 

U.S. Census Bureau. (2017). Current population survey, annual social and economic 
(ASEC) supplement. Table PINC-05: Work experience in 2016 – people 15 
years old and over by total money earnings in 2016, age, race, Hispanic 
origin, sex, and disability status. https://www.census.gov/data/tables/time-
series/demo/income-poverty/cps-pinc/pinc-05.html 

Vacchi, D. T. (2017). Understanding progress toward degree completion for student 
veterans in the post 9-11 era: A focused life history narrative [Doctoral 
Dissertations]. University of Massachusetts Amherst. 

Van der Heijden, B. (2002). Prerequisites to guarantee life-long 
employability. Personnel Review, 31(1), 44-61. 
https://doi.org/10.1108/00483480210412418 

Wittekind, A., Raeder, S., & Grote, G. (2010). A longitudinal study of determinants 
of perceived employability. Journal of Organizational Behavior, 31(4), 
566–586. https://doi.org/10.1002/job.646 

Yanchus, N. J., Osatuke, K., Carameli, K. A., Barnes, T., & Ramsel, D. (2018). 
Assessing workplace perceptions of military veteran compared to 
nonveteran employees. Journal of Veterans Studies, 3(1), 37-50. 
https://doi.org/10.21061/jvs.3 

 

 



 94 

Author biographies  
 
YUANLU NIU, PhD, is an Assistant Professor of Human Resource and 
Workforce Development at the University of Arkansas in the United States. 
Her research focuses on lookism in the workplace, career development, 
human resource development, women’s studies, and workforce diversity. 
Email: yn005@uark.edu 
 
YIDAN ZHU, PhD, is an Assistant Professor in the Department of 
Counseling, Leadership, Adult Education and School Psychology at Texas 
State University in the United States. Her research addresses three focal areas: 
1) adult learning in multicultural contexts; 2) professional learning and health 
professions education; and 3) aging and adult education. 
Email: yidan.zhu@txstate.edu 
 
XU XU, PhD, is an Associate Professor of Economics and Data Analytics at 
the School of Business at Henderson State University in the United States. 
Her research examines the flow of people, which includes international 
migration as well as international tourism, and specifically, her work 
empirically measures the determinants of such cross-border movement and 
studies how factors such as the exchange of information affect the flow. 
Email: xux@hsu.edu 
 
YVONNE HUNTER-JOHNSON holds a PhD in Adult Education with 
emphasis on Human Resource Development and Research and Evaluation 
from University of South Florida. She also holds a Master of Art in 
Professional Management with emphasis on human resource management. 
She is a certified business teacher (K-12). Currently, she is an Associate 
Professor at Southern Illinois University (Carbondale) in the Department of 
Workforce Education and Development. As a faculty member at SIU, she 
teaches in the fields of workforce education, human resource development, 
human resource management, and adult education. As a scholar and educator, 
she has presented research-based papers in over 10 states and internationally. 
She has also published a multiplicity of articles in peer-reviewed journals and 
book chapters. Dr. Hunter-Johnson’s research interests include (a) adult 
learners and learning (veterans and international students), (b) career 
transition (veteran and international students), (c) transfer of training, (d) 
learning organizations, (e) motivation to learn, and (f) employability and 
support systems in higher education. Email: Yvonne.hunter-johnson@siu.edu 
 

Manuscript submitted: January 4, 2022 
Manuscript revised: May 10, 2022 

Accepted for publication: November 4, 2022 
 


