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Based on 2018 China's Human Resource Employees Survey Data, this study uses the probit model to examine the impact of entrepreneurial ability and career development on HR's entrepreneurial intention. In terms of entrepreneurial ability, the results show that the educational background of Human Resource Management, cross-disciplinary knowledge, job-hopping experience, and the number of subordinates have significant positive impacts on HR's entrepreneurial intention. In terms of career development, lack of promotion space, skill upgrading opportunities, and lower than expected income have significant positive impacts on HR's entrepreneurial intention, and these impacts are heterogeneous among different enterprises. This study suggests that potential entrepreneurs can be identified from the explicit characteristics, which reflect HR's entrepreneurial abilities, and it is necessary to face up to the influence of career development on HR's entrepreneurial intention and encourage them to participate in on-the-job entrepreneurship. This study suggests that HR's entrepreneurial ability should be regarded as an important starting point for entrepreneurial success, and it is necessary to improve HR's career development system to create more opportunities for on-the-job entrepreneurship, and government should implement differentiated and precise entrepreneurial support policies to encourage HR's entrepreneurship.
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INTRODUCTION

With the rapid development of the digital economy and the introduction of entrepreneurial policies, entrepreneurship has become a key topic at present (Wu et al., 2019; Yuan et al., 2020; Wang et al., 2021; Scuotto et al., 2022). In the era of the knowledge economy, the human resource service industry plays an important role in promoting economic development and job creation (Chen and Zhou, 2017; Zhao et al., 2019). Actively guiding entrepreneurship in the field of human resource services not only caters to the market demand for high-quality talent services but also helps to stimulate the vitality of market subjects and create new jobs (Wu, 2016). According to the latest statistical report on the development of human resource services issued by the Ministry of Human Resources and Social Security, China, has set up 39,600 human resource service agencies in 2019, which employed 675,000 people and generated a revenue of 1.96 trillion yuan annually. As an important participant among enterprise leaders, HR not only possesses professional knowledge and rich practical experience but is also familiar with the policies and regulations in this field and has some understanding of the future development trend of the industry. Therefore, encouraging HR to participate in entrepreneurship is of great practical significance to HR's career development, as well as the innovation and entrepreneurship of the human resource service industry. As for the HR group, which kind of abilities and characteristics reveal more entrepreneurial motivation? Whether career development will affect HR's entrepreneurial intention? Whether these impacts are heterogeneous in different enterprises? This study carries out further discussion and research on the questions mentioned above.

Entrepreneurship is an important topic in the field of economic management research (Yin et al., 2015; Karayol and Taze, 2020; Civera et al., 2021; Deng et al., 2021). As for the influencing factors of entrepreneurship, economic studies mainly focus on variables such as individual characteristics, family characteristics, and macro policies (Wang and Zhang, 2017), while management studies concentrate on analyzing the relationship between organizational system, enterprise culture, and entrepreneurship (Li and Li, 2009; Tang and Tang, 2012); psychological research focuses on exploring psychological characteristic variables such as entrepreneurial passion, self-efficacy, and risk perception (Clercq et al., 2013; Fang and Zhang, 2016). In recent years, the study of Human Resource Management (HRM) and entrepreneurship has gradually attracted extensive attention for scholars (Liu and Wang, 2011). Among HRM factors, which influence entrepreneurial behaviors, entrepreneurial abilities were regarded as the comprehensive knowledge and skills, which a successful entrepreneur needs to possess, and they played an important role in promoting entrepreneurial behaviors (Mitchelmore and Rowley, 2013; Bayon et al., 2015). This study focuses on the HR staff, and it attempts to reflect their entrepreneurial abilities from the aspect of educational background, job-hopping experience, and interdisciplinary background, and it empirically discusses the impact of entrepreneurial ability on the entrepreneurial intention. Different from the entrepreneurship for college students and migrant workers, the HR staff are generally employed in the enterprises before starting their own business. Their salary, benefits, and future career development may have a significant impact on entrepreneurial intentions (Weng and Xi, 2010). Therefore, it is of practical significance to analyze the influence of career development on entrepreneurial intention.

The contributions of this study are the following aspects: First, different from the research perspective in previous studies in which entrepreneurs are usually studied as a whole group (Deng et al., 2021; Yang et al., 2021), this study focuses on the specific group of HR staff and discusses the influence of HR's entrepreneurial ability and career development on their entrepreneurial intention, which enriches the research in related fields. Second, existing researches on HR's entrepreneurial intention often use qualitative research methods such as literature research, case analysis, and in-depth interviews, but few studies explored the quantitative methods (Chen et al., 2021). Based on 2,219 samples of HR staff, this study builds an econometric model and empirically tests the influence of entrepreneurial ability and career development on HR's entrepreneurial intention. Third, existing literature considered entrepreneurs as the homogeneous groups, in fact, for HR who participate in on-the-job entrepreneurship and the influencing factors of their entrepreneurial intentions will be heterogeneous in different enterprises. In view of this, this study conducts sample analysis according to the enterprises' size, type, and city levels, and it investigates the heterogeneity of influencing factors of entrepreneurial intention in different enterprises.



LITERATURE REVIEW AND HYPOTHESES


Entrepreneurial Capability and Entrepreneurial Intention

Entrepreneurial capability, defined as the entrepreneurs' special skill or experience, helps entrepreneurs seize business opportunities, leads the entrepreneurial team, and creates business value to successfully achieve the entrepreneurial goals (Xie and Huang, 2014; Ge and Zhao, 2021). As for the measurement of entrepreneurial capability, the existing literature mainly measured individual entrepreneurial ability through organizational ability, strategic ability, and other subjective indicators, and fewer objective indicators were selected to describe entrepreneurial ability (Lans et al., 2010). In fact, subjective self-assessment of entrepreneurial capability may exaggerate the contribution of entrepreneurial capability to the entrepreneurial intention (Su and Duan, 2015). In order to reduce the measurement error brought by the subjective evaluation index, this study attempts to select the objective proxy variables, which reflect the entrepreneurial capability, and tries to test the impact of entrepreneurial capability on entrepreneurial intention. In particular, for the HR staff concerned in our study, due to their work content in the field of HRM, the level of HR professional knowledge, the ability to manage organizational teams, and their job-hopping experience may affect HR's accurate assessment of entrepreneurial activity (Qian, 2007).

Therefore, our study will measure the entrepreneurial capability from the aspects of HR's educational background, cross-disciplinary background, job-hopping experience, and number of subordinates. Among them, if an HR has an education background in HRM, he/she will be able to more easily combine theory and practice and seize entrepreneurial opportunities. If an HR has a cross-disciplinary education background, the HR will have a cross-disciplinary way of thinking, and it is conducive to the creation of their entrepreneurial ideas (Edward, 2005). If an HR has job-hopping experience, which means that HR has work experience in different companies, and it is conducive to their own entrepreneurial activity. The more subordinates an HR manages in the company, the higher his/her entrepreneurial intention will be. The number of subordinates not only represents HR's prominent leadership and management capabilities but also indirectly reflects the higher management positions; this advantage will help them to obtain more social financing support and then promote the entrepreneurial intention. Based on the above analysis, it can be seen from the educational background, cross-discipline, job-hopping, and the number of subordinates can comprehensively reflect the entrepreneurial capability, which may have a positive impact on the individual entrepreneurial intention. Therefore, this study proposes the following hypotheses:

Hypothesis 1: If an HR has an education background in HRM, his/her entrepreneurial intention will be higher.

Hypothesis 2: If an HR has a cross-disciplinary education background, his/her entrepreneurial intention will be higher.

Hypothesis 3: If an HR has job-hopping experience, his/her entrepreneurial intention will be higher.

Hypothesis 4: The more subordinates an HR manages in the company, the higher his/her entrepreneurial intention will be.



Career Development and Entrepreneurial Intention

Entrepreneurial intention involves not only the entrepreneurial ability but also career development. In order to achieve rapid career growth, individuals could choose to create a new company, and it was an important way to achieve one's career goals (Weng and Xi, 2010; Adedoyin, 2021; Trabskaia and Mets, 2021). In the existing research on entrepreneurship, researchers mostly divided entrepreneurial forms into survival entrepreneurship and opportunistic entrepreneurship (Yue, 2014), and the influencing factors of these two entrepreneurial forms are also different. Among them, survival entrepreneurship generally refers to the lack of better job options and chooses to start a business in order to satisfy the individual's basic living conditions, and their entrepreneurial success depends mainly on personal qualifications, start-up costs, and policy support. Opportunistic entrepreneurship refers to the pursuit of career development and undertaking entrepreneurship, which are mainly influenced by such factors as entrepreneurial risk, resource availability, and career development (Yue, 2014). According to the above classification, the HR staff concerned in our article mainly belong to opportunistic entrepreneurs. Therefore, in order to analyze their entrepreneurial intention, it is important to pay attention to the influence factor of career development. In addition, most entrepreneurs in this study focus on college students, migrant workers, and unemployed people. Most of them are employed for the first time or flexibly and are rarely subjected to the existing organizations when they establish the enterprises. For the HR staff studied in this study, when choosing to start a business, they will consider whether the compensation and benefits offered by the current companies can satisfy their long-term career development.

Therefore, this study attempts to examine the impact of career development on the individual entrepreneurial intention from three aspects: position promotion space, skills upgrading space, and expectation income. Among them, if individuals can't achieve rapid promotion or unable to obtain obvious skills upgrading, the cost of quitting their current jobs is correspondingly low (Weng and Xi, 2010), and it will increase their entrepreneurial intentions. Relative income mainly examines the gap between an individual's actual income and expected income. If the actual income is lower than expected, an individual will have a relatively high willingness to quit and start a business (Kautonen et al., 2017). Based on the above analysis, this study proposes the following hypotheses:

Hypothesis 5: If an HR has a larger promotion space in the current organization, his/her entrepreneurial intention will be reduced.

Hypothesis 6: If an HR has more space to improve skills in the current organization, his/her entrepreneurial intention will be reduced.

Hypothesis 7: If an HR obtains the actual income, which is higher than the expected value, his/her entrepreneurial intention will be reduced.




DATA AND METHODS


Data

The data we used in this study come from 2018 China's Human Resource Employees Survey, which was sponsored by the School of Labor and Human Resources, Renmin University of China. The data samples were from the HR staff in China, the total samples in the database was 5,303, and the effective samples were 2,219 when we finished data cleaning. The HR staff were employed in various types of institutions and enterprises, which involved government departments, state-owned enterprises, foreign-funded enterprises, private enterprises, and joint-venture enterprises, and it effectively ensured the research representations. The questionnaire contained personal information, career development, and HR management status. It also involved variables of entrepreneurial intentions as shown in Table 1.


Table 1. Variables and descriptions.
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Explained Variables: Entrepreneurial Intention

Whether HR has an entrepreneurial intention is the primary motive for future entrepreneurial activities (Shabnaz and Islam, 2021). In the analysis, the entrepreneurial intention is reflected in the questionnaire of “whether individual has the entrepreneurial ideas,” and it is measured by the two-value variable. Entrepreneurial action is reflected in the “practical entrepreneurial action preparation.” Among them, 1 represents the willingness to start a business, and 0 represents the lack of willingness to start a business.



Explanatory Variables: Entrepreneurial Ability and Career Development

Among them, the entrepreneurial ability is mainly measured by the educational background of HRM, educational background of cross-discipline, job-hopping experience, and the number of subordinates, while career development is mainly measured by job promotion, skills upgrading, and relative income. In addition, from the perspective of other influencing factors of entrepreneurial intention, existing studies have also focused on the impact of demographic characteristics, social network, Big Five personality, and entrepreneurial environment (Lin and Jiang, 2012; Bing et al., 2015). In this study, factors such as personal characteristics, social capital, psychological characteristics, and occupational value were controlled in the regression model. Personal characteristics include gender, age, marital status, political status, and education. Social capital is mainly examined from the perspective of the number of colleagues or friends inside and outside the organization, which reflects the breadth and depth of the personal social capital, respectively. Psychological characteristics are measured by openness and emotional stability in the Big Five personality and self-efficacy in psychological capital. Occupational value is mainly measured from the individual's evaluation of external reward and internal satisfaction for occupational success.




Model Design

The probit model is conducted to analyze the impact of entrepreneurial capability and development space on the entrepreneurial intention:

[image: image]

In Formula 1, EI represents HR's entrepreneurial intention, the core explanatory variable competence represents the entrepreneurial capability, the development represents the career development space, and Xi represents the other explanatory variables, such as personal characteristics, social capital, psychological characteristics, occupational values, and enterprise characteristics. β, γ, and λ, respectively, indicate the coefficient values that need to be estimated.

Based on Formula 1, we also focus on the impact of individual entrepreneurial capability and development space in different enterprises. According to enterprise scales, enterprise ownerships, and city levels, we carry out sample size regression and analyze the heterogeneity of influencing factors of HR entrepreneurial intention in different enterprises.



Descriptive Statistics

Table 2 shows the descriptive statistical results. After eliminating the missing key variables, 2,219 samples are obtained. Among them, the sample who has entrepreneurial intention is 1,137, accounting for 51.2%, and the sample of lacking entrepreneurial intention is 1,082, accounting for 48.8%. From the perspective of core explanatory variables, 52.7% of HR staff have the educational background of HRM, 19.9% of HR staff have the educational background of cross-discipline, and their average experience of job-hopping is 1.2 times. The t-test results show that the HR who has entrepreneurial intention with a significant proportion of cross-disciplinary background, and their experience of changing work and the number of subordinates are relatively large. From the perspective of career development, the promotion space, skill upgrading space, and relative income status of HR with entrepreneurial intention are significantly lower than those of HR without entrepreneurial intention.


Table 2. Descriptive statistics of the main variables.
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In other explanatory variables, from the perspective of personal characteristics, male account for 40.3%, and their average age is 30 years. Among them, 50.5% are married, and 42.2% are the members of Chinese Communist Party. Their average education year is 16.7 years. From the perspective of social capital, the HR with entrepreneurial intention has more related colleagues and external friends, and these colleagues or friends have relatively high administrative positions. From the perspective of psychology, HR with entrepreneurial intention has a higher score on openness and self-efficacy. From the point of view of career value, the HR with entrepreneurial intention prefers to agree with the concept of value that achieves their career goals through hard work.




RESULTS


Basic Empirical Results

Based on the above analysis strategies, this study constructs the probit model and analyzes the impact of entrepreneurial capability and career development on entrepreneurial intention. Table 3 lists the results of marginal effects and robust standard error. In terms of entrepreneurial capability, the estimated coefficients of all the variables are significantly positive in the whole sample estimation results. Among them, the coefficient of cross-disciplinary educational background is 0.125, indicating that after controlling for other factors, HRs with two different academic backgrounds tend to have an entrepreneurial tendency of 12.5% more than that of a single subject background. The empirical results show that H1 is proved. In addition, HRM background, job-hopping experience, and the number of subordinates have a significant positive impact on entrepreneurial intention, indicating that HRs who have the HRM professional background and have the experience of changing jobs and managing more subordinates will have relatively high entrepreneurial intention. The empirical results show that H2, H3, and H4 are proved. Equations (2) and (3) show that there are some gender differences in the empirical results. In the male sample, the marginal effects of cross-disciplinary background and job-hopping factors are significantly positive, indicating that for men, having a cross-disciplinary background and more job-hopping experiences are more likely to start-up a business. In the female sample, the coefficients of each variable are significantly positive; these results reveal that in addition to cross-disciplinary background and job-hopping experience, HRM background and number of subordinates also have a positive effect on women's entrepreneurial intention.


Table 3. The impact of entrepreneurial capability and career development on entrepreneurial intention.
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Judging from the estimation results of career development, the coefficients of position promotion, skill upgrading, and relative income are all significantly negative in the whole sample estimation. This shows that if HRs have more job or promotion opportunities in the current company, or if they can enhance their skills continuously, and their actual income is higher than their expected income, then their entrepreneurial intention will be reduced accordingly. The empirical results show that H5, H6, and H7 are proved. From the gender regression results, in the male sample, the marginal effects of a job promotion, skill upgrading, and relative income are significantly negative. For women, the coefficient of job promotion and relative income are significantly negative, while the coefficient of skill upgrading is negative but not significant. The regression results show that the lack of position promotion and low relative income can significantly improve the entrepreneurial intention for both male and female HR staff, and the lack of skill upgrading only can improve the male entrepreneurial intention.

For the explanatory variables of personal characteristics, the marginal effects of gender and marital status are significantly positive, which indicates that the entrepreneurial intention of male HR is higher than female HR, and the entrepreneurial intention of married HR is higher than that of unmarried groups. The coefficient of age is significantly negative, indicating that HR will have a lower probability of entrepreneurial intention when their age increases. But the coefficient of political status and educational years are not significant, indicating that whether HR is a party member or not, as well as the level of education, their entrepreneurial intentions are not significant. However, from the direction of the coefficient, the entrepreneurial intentions of male party members and highly educated men are relatively high, while women's willingness to start a business is lower.

In terms of social capital, the effect of colleagues is not significant, indicating that if HR has a relatively good number of colleagues in the current company, it will not affect their entrepreneurial intention. In the full samples and female samples, the coefficient of external friends and colleagues' positions and friends' positions are significantly positive, indicating that for HR especially women HR, the more you have good friends outside your company and the more coworkers or colleagues hold the highest managerial positions, their entrepreneurial intentions will be stronger. This is because the number and position of friends or colleagues outside the company reflect the breadth and depth of individual-owned social capital. On the one hand, having more friends may exchange information in various sectors timely, which is conducive to the discovery of business opportunities. On the other hand, these colleagues or friends who occupy higher management positions may help HR to get more money and facilitate when sharing the entrepreneurial resources. In the male sample, only the coefficient of friends' position is significantly positive. It shows that for male HR, the higher the position of a friend is, the more obvious it will affect their entrepreneurial intentions.

In terms of psychological characteristics, openness is significantly positive in the whole sample, indicating that HR staff who are open-minded and inclined to try new things are more willing to start a business. Emotional stability is significantly negative in the whole sample and the female sample, indicating that HR who is calm and intense has a relatively low willingness to start a business. This is in line with the conclusion of previous studies (Zhao and Seibert, 2006). Compared with general managers, entrepreneurs score higher in openness and conscientiousness, but lower in easy-going and emotional stability. The effect of self-efficacy on entrepreneurial intention is not obvious.

In the aspect of occupational value, the coefficient of internal satisfaction is significantly positive, but the external remuneration coefficient is insignificant. It reveals that the more inclined HR is to agree that achieving career success through hard work, the higher their entrepreneurial intention will be. In terms of gender results, the occupational value variable has no significant effect on male HR staff. In the female samples, however, the external remunerations are significantly negative, but their internal satisfactions are significantly positive, which indicates that the more HR women agreed with the occupational value that “career success comes from fulfilling job aspirations rather than getting high compensation,” the more willing they are to start their own business.



Heterogeneity Analysis

In order to further explore the heterogeneity results, this study constructs the subsample regression to make clear the impacts of entrepreneurial capability and career development in different enterprises. Based on literature research and empirical results, HR's entrepreneurial ability and career development may be affected by enterprise types, enterprise scales, and city levels. In general, HRs employed in large enterprises and first-tier cities have the higher entrepreneurial ability and more career development opportunities. Given the consideration of heterogeneity analysis, according to the classification of enterprise types, enterprise size, and city levels, we make the sample regression to analyze the influencing factors of entrepreneurial intention. Table 4 lists the influence of entrepreneurial ability and career development on entrepreneurial intention in different enterprise nature. As for the entrepreneurial capability, the marginal effect of HRM background is significantly positive only in the sample of foreign/joint-venture enterprises. Job-hopping is significantly positive in government/institutions, private enterprises, and foreign/joint-ventures enterprises. The number of subordinates has a significant positive impact on entrepreneurial intentions in private and foreign/joint-venture enterprises. In the aspects of career development, promotion in government/institutions and private enterprises is significantly negative, which means that if HR has more promotion space in these two types of enterprises, it will reduce their entrepreneurial intention. The marginal effects of relative income in the sample of private enterprises and foreign/joint venture enterprises are negative, and this shows that if HR's actual income is higher than the expected value in these two types of enterprises, then it will significantly reduce their entrepreneurial intentions.


Table 4. Heterogeneous analysis results in different enterprise types.
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Heterogeneous analysis results for different enterprise sizes are shown in Table 5. As for the impacts of entrepreneurial capability, the marginal effects of HRM background in medium and large enterprises are significantly positive, the influences of cross-disciplinary background in small and large enterprises are significantly positive, and the marginal effects number of subordinates in the micro and small enterprises are significantly positive, while the job-hopping experience has significant positive effects in all different scales of the enterprises. In terms of career development, the coefficients of position promotion and relative income are significantly negative in small- and medium-sized enterprises, while the coefficient of skills upgrading in the micro and large enterprises is significantly negative. The empirical results show that for the HR in the small- and medium-sized enterprises; if they are easy to be promoted and get a satisfactory income level in this company, it will reduce their entrepreneurial intentions. As for the HR staff in micro and large enterprises, if they have certain opportunities to enhance their skills, their entrepreneurial intention will be correspondingly weakened.


Table 5. Heterogeneous analysis results for different enterprise scales.
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Table 6 shows that the effects of entrepreneurial capability and career development in different cities are also heterogeneous. From the perspective of entrepreneurial capability, in the first-tier cities, the coefficients of cross-disciplinary background, job-hopping experience, and the number of subordinates are significantly positive. In the new first-tier cities, the influences of HRM background, cross-disciplinary background, and job-hopping experience are significantly positive. In the second-tier cities, only the coefficient of cross-discipline is significantly positive. In the third-tier cities, there are obvious positive effects of HRM background, job-hopping experience, and the number of subordinates on the entrepreneurial intention. In terms of career development, lack of promotion space and relatively lower income are significantly positive in the first-tier and new first-tier cities. However, in the second- and third-tier cities, the impacts of career development variables are not obvious. The reason is that there are differences in career development opportunities in various cities. Compared with the second- and third-tier cities, the first-tier and new first-tier cities have more career development opportunities and large promotion space. If the HRs lack career development opportunities in their original enterprises, or if their actual income is lower than expected income, they prefer to leave the original enterprises and start their own business, and their entrepreneurial intentions will be stronger.


Table 6. Heterogeneous analysis results in different cities levels.
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DISCUSSION

This study investigates the effect of entrepreneurial capability and development space on entrepreneurial intention. First, we put forward corresponding research hypotheses. Based on 2018 China's Human Resource Employees Survey, we use the probit model to test the impacts of entrepreneurial ability and career development empirically. After that, we also further explore the heterogeneity results and make clear the impacts of entrepreneurial capability and career development in different enterprises, which involves in enterprises of different scales and different types. The empirical results show that entrepreneurial capability can effectively predict the entrepreneurial intention, while career development may have a negative impact on entrepreneurial intention. In addition, we also find that the results are heterogeneous in different city levels and enterprises of different scales and different types.


Theoretical Contributions

Based on the background of “mass entrepreneurship and innovation,” this study expands and adds depth to the literature related to entrepreneurial ability, career development, and entrepreneurial intention in the following three aspects.

First, in view of the research perspective, existing studies have mainly discussed the new characteristics of entrepreneurship in the Internet era, entrepreneurial passions, and entrepreneurship education (Wu et al., 2018; Yang et al., 2021), and these studies mainly focus on the general entrepreneurs or graduate entrepreneurs and summarize the factors of entrepreneurial success (Wu et al., 2019; Yuan et al., 2020; Chen et al., 2021). Different from existing studies, which focus on the general entrepreneurs or graduate entrepreneurs, this study focuses on the specific group of HR staff and discusses the impact of entrepreneurial ability and career development on their entrepreneurial intention, which enriches the research in related fields.

Second, in terms of the research methods, qualitative research methods such as literature research, case analysis, and in-depth interview are often used in existing studies on entrepreneurial intention (Mair and Marti, 2009; Heilbrunn, 2010). However, due to the limited number of samples, this study constructed an econometric model and conducted a quantitative analysis on 2,219 samples of HR staff and uses descriptive statistics, least square regression, and subsample regression to test the impact of entrepreneurial ability and career development on HR entrepreneurial intention, and it discusses the relationship between variables in a quantitative way.

Third, in terms of research contents, unlike the existing literature, which analyzes entrepreneurs as homogeneous groups (Katila et al., 2021; Yurrebaso et al., 2021), this study discusses the heterogeneity of the entrepreneurial intentions for different HR staff and makes a subsample analysis according to the enterprise type, enterprise scale, and city level, and it investigates the heterogeneity of influencing factors for entrepreneurial intentions in different enterprise.



Practical Implications

Our analysis has some implications for entrepreneurship. The development of the digital economy and the platform employment has provided new opportunities for HR groups to start entrepreneurship. Especially in the context of “three-pillar human resource,” HR has seen opportunities for entrepreneurship in the fields of Human Resource Business Partner (HRBP), Center of Expertise (COE), and Shared Service Center (SSC). This study focuses on the groups of HR staff, and it analyzes the impact of entrepreneurial ability and career development on HR's entrepreneurial intention and puts forward the corresponding research enlightenment.

First, entrepreneurial ability should be regarded as an important starting point for the success of entrepreneurship. HR's professional background, cross-disciplinary knowledge, job-hopping experience, and the number of subordinates constitute HR's entrepreneurial ability, and these can effectively predict their entrepreneurial intention. Different from traditional employment, entrepreneurship involves professional skills, multiple knowledge structures, and leadership ability, which requires a higher comprehensive ability of entrepreneurs, hence HR entrepreneurs should belong to the interdisciplinary talent, who not only require the knowledge of HRM but also are familiar with other disciplinary knowledge. At the same time, they must also have the rich practical experience and leadership skills; these entrepreneurial abilities help strengthen HR's entrepreneurial intention.

Second, it is necessary to improve the career development system to create more on-the-job entrepreneurial opportunities for HR. This study shows that if HR has many opportunities for job promotion and skill upgrading or the actual income exceeds the expected value, it will have a high cost to quit the current job, which may hinder their entrepreneurial intention. This article suggested that we should attach importance to the influence of career development on entrepreneurial intention. On the one hand, we should create HR's career development system and institutional environment and encourage HR to carry out on-the-job entrepreneurship through project cooperation, talent selection, and business outsourcing. On the other hand, part-time entrepreneurs should enjoy the appropriate rights to participate in job promotion and project application, and these practices help dispel concerns about part-time entrepreneurship.

Third, different and precise entrepreneurial support policies should be implemented for HR in different enterprises. Combined with the conclusions of this study, it is revealed that for HR in different enterprise types, enterprise sizes, and city levels, the impacts of entrepreneurial ability and career development on their entrepreneurial intention are heterogeneous. For HR employees in public institutions, state-owned enterprises, large-sized enterprises, and first-tier cities, due to their low mobility and high turnover costs, we should encourage them to participate in entrepreneurship by improving the talent flowing system and establishing on-the-job entrepreneurship guarantee policies. For HR employees in foreign enterprises, private enterprises, small- and medium-sized enterprises, second- and third-tier cities, their mobilities are strong, but they have shortcomings in theoretical knowledge and working experience. In the future, we should strengthen the cultivation of their entrepreneurial ability to improve their entrepreneurship intention.




LIMITATIONS AND DEVELOPMENT

This study preliminarily explores the influence of entrepreneurial ability and career development on HR's entrepreneurial intention, and there are some issues that still need to be further discussed. In terms of data, this study uses micro-survey data, which focuses on HR groups; although the questionnaire involves entrepreneurship intention, career development, and other related issues, there are certain limitations in the research sample, and we suggest expanding the sample groups in the future research. In terms of research issues, this study focuses on entrepreneurial intention, because the entrepreneurial intention is the main reason for determining entrepreneurial actions, and further research should be conducted on entrepreneurial action. In terms of research methods, this study uses the probit model to analyze the influencing factors of HR's entrepreneurial intention. In the future, panel data models, structural equations, and other methods can be used to carry out relevant studies.
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