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Career Development Paths of Volunteer Service Education Managers
in Chinese Universities

The professional development of university volunteer service education managers directly influences the
quality of practical education. This study conducted in-depth interviews with 25 managers from five universi-
ties in Guangdong Province, China, and adopted a multi-case study method, using South China Normal Uni-
versity, South China Agricultural University and Guangdong University of Science and Technology as case
studies. The research results reveal four characteristics of the career development of these managers: unclear
role positioning, narrow skills, limited promotion paths, and fragmented support systems. Their career trajec-
tory is influenced by policy orientation, organizational support and personal ability, among which organiza-
tional support is the core constraint. The study identified three practical models: professional leadership, dis-
cipline integration and technical empowerment. Meanwhile, the study has built a three-party collaborative
development framework of “policy-organization-individual”. The theoretical contributions of this study in-
clude: revealing the mediating role of organizational support between macro policies and personal develop-
ment; expanding the human capital accumulation channel from single training to professional deepening, dis-
cipline transformation and practice incubation; and expanding the application scope of service-learning theo-
ry from students to managers. This provides an empirical basis for the career development of the university
volunteer service education managers.

Keywords: Chinese universities; volunteer service managers; career development; professionalization con-
struction; practical model; service-learning; organizational support; human capital

Introduction

Volunteer service plays a significant role in the education function of China’s higher education system.
In 2015, the Ministry of Education issued the “Interim Measures for Student Volunteer Service Manage-
ment”, officially integrating university volunteer service into the talent cultivation system and promoting its
transformation from scattered activities to a standardized and professional system. In 2024, the “Opinions on
Improving the New Era Volunteer Service System” further stipulated that universities should establish a vol-
unteer service management mechanism, allocate full-time managers, and promote the deep integration of
volunteer service with professional education and social practice. These policy measures highlight the crucial
position of volunteer service education managers in the practical education system.

Volunteer service education managers are the core organizers and promoters of university volunteer
services, and they serve as a key link connecting universities, student volunteers, and social service scenari-
os. Their professional development status directly affects the effectiveness of volunteer education. However,
in contrast to the rapid development of university volunteer services in China, the professionalization of this
group is still lagging: some universities classify volunteer service management as “auxiliary administrative
work”, and the managers are mostly part-time positions held by counselors and youth league cadres, lacking
systematic professional training and career planning [1]; problems such as ambiguous career promotion
channels, mismatch between salary and workload, and low professional identity are widespread, resulting in
high staff turnover and weak professional ability improvement [2]. Currently, China’s higher education is
transitioning from scale expansion to quality improvement, and the professional requirements for practical
education are increasing day by day. Exploring the career development paths of volunteer service education
managers has become an urgent need to improve the practical education system.
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Literature Review

The international research on volunteer service management mainly focuses on organizational models,
professional development of staff, and incentive mechanisms. Holmes (2020) identified nine student volun-
teer service management models through an empirical study of Australian universities, forming a continuous
spectrum ranging from student self-management to university high-level intervention [3]. Windon (2021)
conducted a study on the promotion of educators in American universities and found that the professional
development needs of volunteer managers are concentrated in communication, motivation, training, and risk
management [4]. White (2020), based on the research of the 4-H program, pointed out that the educational
support for volunteers needs to be carried out around four core requirements: support team building, youth
and family participation, experiential education guidance ability, and project administrative management [5].
Holdsworth and Brewis (2014), from the perspective of social control theory, revealed the tension between
universities promoting volunteer services and individual autonomous choice, emphasizing that excessive in-
stitutionalization may undermine the voluntary nature of volunteer services [6]. Through a comparative study
of Kazakhstan and Belarus, Rymkhanova found that higher education institutions in Belarus effectively
combine volunteer service with vocational education by opening volunteer service courses, building volun-
teer networks and integrating volunteer service into students' practical training [7]. Abildina pointed out that
colleges and universities should pay attention to the vocational training and employment support of volunteer
service managers, and establish a systematic training mechanism to improve their comprehensive ability in
project management, communication and coordination and psychological counseling [8].

In the Chinese academic circle, based on local realities, more attention is paid to institutional construc-
tion, organizational management challenges, and the integration of educational functions. Zhang Xiaohong
(2018) found through large-scale research that there are “utilization but lack of supervision” and “supervi-
sion but insufficient efforts™ institutional shortcomings in university volunteer services [9]. Dong Jinzhong
(2022) revealed problems such as “weakening of professional nature” in the volunteer education teaching
staff [10]. Zhang Xian (2024) and Sun Yiyue (2023) respectively proposed optimization paths from the per-
spectives of industry-academia integration and information technology construction [11, 12]. However, ex-
isting studies tend to “‘emphasize activities but neglect personnel”, lacking systematic exploration of the ca-
reer development of the core group of volunteer education managers who are in a pivotal position, and the
optimization strategies are mostly generalized, failing to propose operationalized local solutions that are in
line with the university management system and regional characteristics.

Theoretical Framework

This research is based on three core theories: the organizational support theory, the human capital theo-
ry, and the service-learning theory. These theories support each other and form the analytical framework.

According to the theory of organizational support, employees form a sense of organizational support
through the perception of whether the organization values their contributions and cares about their well-
being, which in turn affects their work input, organizational commitment and willingness to stay [13]. This
theory provides a theoretical basis for this study to analyze how the institutional guarantee, resource alloca-
tion and incentive mechanism at the university level affect the career development of managers, and helps to
explain the institutional root cause of the core dilemma of “fragmentation of the guarantee mechanism”.

The theory of human capital emphasizes that individual knowledge, skills and abilities are important
forms of capital, and value can be added through education, training and experience accumulation [14]. This
theory guides this study to analyze the professional ability structure, training system and development needs
of volunteer service education managers, and provides analytical tools for understanding the characteristics
of “unitary ability structure” and its constraining effect on career development.

The service-learning theory integrates service and learning, and emphasizes the realization of
knowledge application, skill improvement and value internalization in service practice [15]. This theory pro-
vides theoretical support for this study to understand the educational logic of volunteer service management.
At the same time, it explains the mechanism of managers to achieve their own professional growth through
guiding brand projects — the virtuous cycle of “al framework of “organizational support — human capital
— service practice”, systematically explaining the influencing factors and optimization paths for the career
development of university volunteer education managers from three dimensions: institutional guarantee, ca-
pacity building, and practice empowerment.
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Research Questions and Innovation Points

Based on the above analysis, this study poses three core questions: (1) What are the actual characteris-
tics and core dilemmas of the career development of university volunteer service education managers in Chi-
na? (2) What are the key factors influencing the career development of this group? (3) How can a career de-
velopment path suitable for the actual situation of Chinese universities be constructed?

The innovation of this research lies in: focusing on the neglected group of volunteer service education
managers, conducting a systematic and comprehensive study based on the Chinese higher education system
and regional practices, and filling the gap in localized research in this field.

Methods and Materials

This study comprehensively employs the methods of literature review, in-depth interviews, and multiple
case studies, which complement and verify each other.

Literature research: Systematically search for keywords such as “Chinese university volunteer service”,
“volunteer management in higher education”, and “professional development of educational managers”. The
literature mainly comes from databases like Web of Science, Scopus, Google Scholar, and CNKI. At the
same time, study the policy documents related to volunteer service and university management rules and
regulations issued by the Ministry of Education of China and the Guangdong Provincial Department of Edu-
cation, define core concepts and construct a theoretical framework through literature review.

In-depth interview method: Following the principle of purposeful sampling, 25 volunteer service educa-
tion managers from 5 different types of universities in Guangdong Province (comprehensive, science and
technology, normal, agriculture and forestry, applied) were selected as interview subjects (see Table 1), tak-
ing into account the characteristics of different positions, years of work, etc., to ensure the representativeness
and coverage of the sample. The interview adopts a semi-structured form, and the interview outline is de-
signed around core issues such as professional role recognition, ability and quality requirements, career de-
velopment difficulties, policy support needs, and university organization security. The interview duration is
40-60 minutes/person. The whole interview is recorded and transcribed into text materials, and NVivo 12
software is used for open coding, axial coding and selective coding to refine the core categories. In order to
ensure the credibility of the research, the researchers' triangular mutual verification and member checking are
adopted. The results are independently coded and compared by two researchers, and the preliminary findings
are fed back to some respondents for verification.

Table 1
Basic Information of Interview Respondents (n=25)

Basic Information of Interview Respondents (n=25)
Variable Category Number Proportion (%)
Male 15 59
Gender Female 10 41
Youth League 5 20
Secretary
Srude.nt Affairs 3 12
Position Director

Student Affairs Dean 3 12

(College Level)
Counselor 9 36
Full-time Teacher 5 20
. Master's 5 59
Education Degree Doctorate 0 4
<10 years 9 37
Years of Service 11-20 years 8 32
>20 years 8 31
Professor 3 11
Professional Title Associate Professor 12 48
Lecturer 10 41
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Multi-case study method: Three universities, South China Normal University (normal), South China
Agricultural University (agriculture and forestry), and Guangdong University of Science and Technology
(applied) are selected as typical cases. All three universities are advanced volunteer service units in Guang-
dong Province. They have their own characteristics in the construction of volunteer service management
teams, and their practical experience is representative and provides valuable insights. Case data were collect-
ed through multiple channels, such as university websites, official media reports, on-site research, and inter-
view materials. Horizontal comparative analysis was conducted from dimensions such as institutional guar-
antee, resource support, and professional guidance. The local practice model for the career development of
volunteer education managers was extracted.

Research limitations: The sample of this study is limited to universities in Guangdong Province. The
generalizability of the research conclusions needs to be further verified; the qualitative research method fo-
cuses on an in-depth understanding. In the future, quantitative research can be introduced to validate the
mechanism of the influencing factors.

Results and Discussion

Four Core Characteristics of Career Development

Based on the analysis of interview coding, the current career development of university volunteer edu-
cation managers in China presents four core characteristics (see Fig. 1). These four characteristics interact
with each other, forming the main practical challenges of this group’s career development.

Blurred

Homogenized
Competence

Mechanisms

Figure 1. Realistic Characteristics of the Career Development
of Volunteerism Education Administrators in Chinese Universities

Blurred role definition: Multiple roles overlap and lack professional attributes. Interview data shows
that volunteer service education managers need to undertake five core professional roles: activity organizer,
resource integrator, training instructor, risk controller, and assessment evaluator. The responsibilities of each
role overlap and intersect (see Table 2). 60 % of the respondents stated that “the role boundaries are unclear
and the work content is not clearly defined”. This group generally faces a career positioning dilemma: on one
hand, they are often constrained by other jobs and view volunteer service management as an additional task,
resulting in scattered energy and difficulty in in-depth work; on the other hand, the professional attributes of
the position have not been fully recognized, and they are mostly classified as “administrative support posi-
tions” rather than professional technical positions related to practical education, resulting in a mismatch be-
tween career positioning and the university’s policy orientation of “integrating practical education into the
core system of talent cultivation”.
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Table 2
Core Professional Roles and Responsibilities of Management Personnel
I Frequency
Role Core Responsibilities Mentioned
Activity Organizer Plan volunteer service projects, recruit and train student volunteers 20 times
Coordinate off-campus volunteer service resources from the government, .
Resource Integrator . . L 16 times
enterprises, social organizations, etc.
Training Instructor Cul_tlvate a volgr)teer spirit, provide service skills training, integrate ideo- 14 times
logical and political education
Risk Controller Develop volunteer service safety plans, handle emergencies, ensure stu- 12 times
dent safety
Assessment Evaluator Track_serwce hours, evaluate thg eﬁectl\_/eness of volunteer service, in- 10 times
clude in the student comprehensive quality assessment

Simplification of skill structure: While basic skills are well-possessed, professional skills are severely
lacking. Skills can be classified into two categories: basic skills and professional skills. In terms of basic
skills, 90 % of the respondents possess general abilities such as organizational coordination, communication
and expression, and document processing, which can meet the needs of daily management. However, there
are obvious shortcomings in professional ability: only 30 % of the respondents have received systematic pro-
fessional training in volunteer service management, 40 % said they lacked core professional skills such as
project planning, resource integration and volunteer service evaluation, and 20 % mentioned that “there is a
serious lack of emerging abilities such as digital technology application, cross-cultural service guidance and
psychological counseling”.

Narrowing of promotion channels: The career development path is unclear, and the achievements are
difficult to quantify. 70 % of the respondents listed "difficulty in career promotion™ as the primary problem.
The current university title system does not set up a professional category related to volunteer management.
Managers can only develop within the administrative sequence, and the achievements of volunteer manage-
ment are difficult to quantify. In the title evaluation and position promotion, they are often regarded as addi-
tional work and cannot be considered equally with teaching and research. 60 % of the respondents said they
had "no clear career development plan", and some people chose to leave their jobs due to unclear develop-
ment expectations, resulting in a high staff turnover rate.

Fragmentation of guarantee mechanisms: Insufficient support and lack of systematic design. The guar-
antee mechanisms exhibit a fragmented characteristic: First, the salary and benefits are relatively low. 80 %
of the respondents believe that “the salary does not match the workload”, and the salary level is generally
lower than that of administrative and teaching positions at the same level. Second, the training system is not
complete. 50 % stated that they have only participated in 1-2 short-term trainings, with the content mainly
focusing on policy interpretation and lacking systematic professional skills training. Third, the resource sup-
port is insufficient. 60 % indicated that the special fund for volunteer service management at their university
is insufficient, and the managers need to coordinate the activity resources by themselves, consuming a large
amount of energy on resource matching.

The four characteristics revealed by this study basically reflect the systematic lack of organizational
support for university volunteer education managers. The theory of organizational support points out that
employees form a sense of organizational support by perceiving whether the organization values their contri-
butions and cares about their well-being. This perception directly affects their work engagement and career
development intentions [13]. When applying this theoretical perspective to examine the research group, it
can be clearly seen that the ambiguity of role positioning means that the organization fails to provide a clear
definition of work, making it difficult for managers to confirm the organizational value of their work; the
fragmentation of the guarantee mechanism is manifested in the lack of multi-dimensional support such as
wages, training and resources at the same time, resulting in managers receiving signals from multiple sources
at the same time, indicating that the organization does not pay attention to them. This systematic lack of sup-
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port will lead to the continued erosion of the group’s participation in work and retention intentions. From the
perspective of human capital theory, the phenomenon of “unitary capacity structure” and “narrow promotion
channels” reveal the double decomposition of human capital accumulation and value realization. The theory
of human capital emphasizes that individual knowledge and skills need to be improved through education
and training, and then transformed into career development capital through the value realization mechanism
recognized by the organization [14]. This study shows that managers only have general ability but lack pro-
fessional ability, which shows that the organization lacks systematic investment in professional human capi-
tal. The lack of systematic training makes it impossible for managers to turn daily experience into transfera-
ble professional skills. More importantly, the lack of promotion channels means that a mechanism to realize
the value of human capital has not been established: even if managers accumulate professional skills through
self-study, these abilities cannot be recognized and approved in the existing professional title system. When
employees expect that professional efforts will not bring career returns, their motivation to continue to invest
in human capital will be greatly weakened.

Influencing Factors of Career Development

This study reveals that the career development of volunteer education managers is influenced by the in-
teraction of three factors: policy orientation, organizational support, and personal qualities. Among them,
insufficient organizational support from universities is the core constraining factor.

Policy-oriented factors: At the national level, a number of policies have been introduced to promote the
development of volunteer services. However, the policy design is characterized by a macroscopic and princi-
ple-based approach, lacking detailed standards specifically for the professional development of managers.
The “Interim Measures for the Management of Student Volunteer Services” only clearly stipulates the re-
guirements for the allocation of managers, but does not make specific provisions regarding their professional
gualifications, salary and benefits, and promotion channels; the “Opinions on Building a New Era Volunteer
Service System” has not issued corresponding implementation rules. There are deviations in the implementa-
tion of local policies, and some education departments have not included the construction of volunteer ser-
vice management teams in the university evaluation system, resulting in the widespread phenomenon of
“emphasizing activities but neglecting the team”.

Organizational support factors: As the direct management entity, the organizational support level of
universities is the most prominent constraining factor. Firstly, the management system is unreasonable. Uni-
versities generally do not have a dedicated management institution, and the managers lack independent
working authority and job positions. Secondly, the assessment and incentive mechanism is not perfect. The
assessment indicators focus on quantitative indicators such as the number of activities and service duration,
while ignoring the quality of education and the improvement of professional capabilities. Thirdly, the re-
source allocation is insufficient. Training resources, venue resources, and human resources are generally in
short supply.

Personal quality factors: They mainly manifest in two aspects: professional identity and the motivation
for capacity improvement. 20 % of the respondents believe that “volunteer service management is a marginal
job, less valuable than teaching and research™, and they have a weak sense of professional honor; managers
are occupied with a large amount of routine work on a daily basis, and the time they can freely allocate for
learning is limited, making it difficult for them to systematically improve their professional knowledge and
skills, and unable to adapt to the professionalization and branding requirements of volunteer services.

Three Practice Models

Based on the analysis of three case universities, this study identified three practice models for the pro-
fessional development of volunteer education managers.

South China Normal University: Professionalization-led Model. This model focuses on professionaliza-
tion as its core, establishing a systematic development path for management personnel. Specialized student
leaders are assigned to core management positions in large-scale event volunteer services. Volunteer selec-
tion covers multi-dimensional ability assessments to ensure a solid professional foundation. A “9+1” com-
bined training system of general and specialized training is established. 20 teachers participated in the pro-
vincial-level teacher training program, and 12 teachers delivered 28 service sessions involving over 6,000
participants, forming a stable training faculty. They also organized the international Chinese education vol-
unteer training program, providing a 5-week systematic training to 94 volunteers from 27 universities across
the country. Through brand projects such as the Graduate Teaching Assistant Program, management person-
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nel have gained capacity improvement through long-term practice. The Graduate Teaching Assistant Pro-
gram has been established for 14 years and has dispatched over 900 volunteers. Many volunteer service pro-
jects have won national gold awards. The core mechanism of the model is the accumulation of professional
capital, which realizes the systematic investment of professional knowledge capital through a systematic
training system, continuously accumulates experience capital through brand project practice, and continuous-
ly increases reputation capital through the output of project results. From the perspective of human capital
theory, the model embodies the professional path of human capital investment, enabling managers to contin-
uously deepen their professional knowledge through institutionalized training and project practice.

South China Agricultural University: Integrated Curriculum Model. This model integrates volunteer
service management with discipline construction. Professional teachers and management personnel jointly
lead teams to carry out activities such as “PhD Group” technological assistance for agriculture and “Ten
Thousand Students’ Rural Investigation”. Each year, over 1,000 people participate in these activities, con-
verting agricultural science, forestry science, and other professional knowledge into volunteer service man-
agement capabilities. 47 units have signed agreements, and 103 Party member volunteer service bases have
been established, providing stable, practical platforms for management personnel. The core mechanism of
the model is the transformation of academic resources, which transforms the professional knowledge of dis-
ciplines such as agriculture and forestry into volunteer service management capabilities, the resources of ac-
ademic platforms into management practice platforms, and the achievements of academic construction into
the career development capital of managers. From the perspective of human capital theory, the model reveals
the cross-border transformation path of capital accumulation. The professional ability of managers can be
achieved not only through direct training, but also through the transformation of the organization's existing
academic resources to achieve low-cost and rapid value growth.

Guangdong University of Science and Technology: Technology Empowerment Model. This model is
characterized by technology empowerment and builds a management personnel training system that pro-
motes practice through competitions. It relies on the volunteer service information system for standardized
management, conducts system operation training, and enhances the information literacy of management per-
sonnel. The “WE Charity” volunteer service project design competition has been held for 9 consecutive
years, with a total of over 100 projects being incubated; it also jointly organized a grassroots governance re-
search competition with local governments, guiding management personnel to enhance their capabilities
through project planning and resource integration practices. The core mechanism of the model is the incuba-
tion of practical abilities, which creates frequent practical scenarios through the project competition platform,
provides input of capabilities through pre-sports training camps, and guarantees the transformation of
achievements through post-sports incubation. From the perspective of the theory of service-learning, this
model applies the logic of learning in service to the development of managers. During the entire process of
guiding students in project design, competition selection, and implementation of incubation, they themselves
also undergo continuous capability incubation. The capabilities of managers are not acquired in the class-
room and then applied, but are directly generated in practice and iteratively upgraded in the “doing” process.

The three models address the institutional barriers to human capital accumulation from different per-
spectives: The South China Normal University model solves the problem of professional capability input
through systematic training, the South China Agricultural University model addresses the issue of capital
source through the transformation of disciplinary resources, and the Guangdong Science and Technology
College model resolves the problem of capability generation through practical incubation.

The Mediating Role of Organizational Support

Based on the above discussions, the “policy-organization-individual™ tripartite development system
(see Fig. 2) constructed in this study, its core theoretical implication lies in revealing the mediating role of
organizational support. Organizational support serves as the key mechanism connecting macro policies with
individual development.
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Organizational
Level ‘

Enhance professional

competence and
establish scientific

career planning

Figure 2. The “Policy-Organization-Individual” Trinity Collaborative Development System

From the perspective of organizational support theory, organizational support is not only a predictor
variable influencing employees’ attitudes and behaviors, but also an intermediary mechanism that transforms
the macro institutional environment into the micro development of individuals [13]. Policy orientation pro-
vides direction, guidance and a legal basis for the career development of managers, but the substantial sup-
port provided by these policies highly depends on the institutional arrangements at the organizational level.
When the organization fails to establish a dedicated management institution, fails to establish a systematic
training system, and fails to incorporate volunteer management into the professional title evaluation system,
the macro policies are difficult to be transformed into the organizational support sense of managers. This is
precisely the theoretical explanation for this study that insufficient organizational support is the “core con-
straint factor”, and organizational support plays an irreplaceable intermediary role between policies and indi-
viduals.

From the perspective of human capital theory, the mediating role of organizational support is manifest-
ed in providing institutional incentives and implementation mechanisms for the accumulation of human capi-
tal. On one hand, organizations offer support measures such as providing training opportunities and estab-
lishing practical platforms, thereby providing institutional incentives for the investment in human capital by
managers. On the other hand, the organization has established clear promotion channels and provided salary
plans that match the workload to provide institutional guarantees for the realization of the value of human
capital. The difference between the three practice models mainly reflects the different configuration of or-
ganizational support: the model of South China Normal University provides professional development sup-
port, the model of South China Agricultural University provides resource integration support, and the model
of Guangdong University of Science and Technology provides practical incubation support. The effective
functioning of these support mechanisms depends entirely on the organization's continued investment in
training systems, platform building and resource allocation.

Practical Paths for Optimizing Career Development

At the policy level, the education department should improve the overall planning and promote the
transformation of policies from a macroscopic to a refined approach. The national education department
needs to revise relevant management regulations, clearly defining the professional qualifications, job posi-
tions, salary benefits, and career evaluation channels for managers, and incorporating volunteer service man-
agement into the university's professional technical position system. Local education departments should
incorporate the construction of volunteer service management teams into the university evaluation system
and establish an inspection mechanism to ensure the implementation of the policies.

At the organizational level, universities should establish sound internal management mechanisms and
enhance organizational support. First, set up a specialized management institution, clarify job responsibili-
ties, and solve the problem of ambiguous roles; second, build a systematic training system to provide chan-
nels for professional ability improvement for management personnel; third, innovate incentive mechanisms,
link the management achievements of volunteer services directly to awards and promotions, and job ad-
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vancement; fourth, ensure the investment of special funds to provide stable resource support for the work.
The experiences of the three case universities, the specialized training system of South China Normal Uni-
versity, the university-local cooperation platform of South China Agricultural University, and the project
competition mechanism of Guangdong University of Science and Technology, have provided practical mod-
els that can be learned from for different types of universities.

At the individual level, managers should proactively enhance their professional competence and estab-
lish a scientific career plan. They should strengthen their professional recognition of the core value of volun-
teer service management in the practical education system; actively learn core skills such as project planning,
resource integration, and volunteer service evaluation; actively participate in brand project construction, ac-
cumulate guantifiable work achievements, and achieve a positive interaction between personal growth and
organizational development.

Conclusion

This study selected 25 volunteer service education managers from five universities in Guangdong Prov-
ince as interviewees. Taking South China Normal University, South China Agricultural University and
Guangdong University of Science and Technology as typical cases, the career development path of universi-
ty volunteer service education managers is systematically discussed.

Research shows that the career development of this group shows four characteristics: unclear role posi-
tioning, single ability structure, narrow promotion channels and fragmented guarantee mechanism. These
reflect their structural marginalization in the university organization system. Their career development is in-
fluenced by three factors: policy orientation, organizational support, and personal qualities. Among them,
organizational support is the core mediating variable connecting the macro policy and personal development.
The practices of the three case universities have formed three replicable development models: the profes-
sional leadership model of South China Normal University, the discipline integration model of South China
Agricultural University, and the technology empowerment model of Guangdong University of Science and
Technology. Their core mechanisms are professional capital accumulation, discipline resource transfor-
mation, and practical ability incubation, respectively, reflecting diverse accumulation paths of career devel-
opment capital.

The theoretical contribution of this study lies in: extending the application of the organizational support
theory to the institutional analysis framework of “policy — organization — individual”, revealing the medi-
ating role of organizational support between macro policies and micro individuals; expanding the human
capital theory from the single path of "training as investment" to multiple capital accumulation paths includ-
ing professional accumulation, disciplinary transformation, and practical incubation; extending the applica-
tion object of the service-learning theory from students to managers, revealing the deep logic of “educating
others also educates oneself”. At the practical level, the study proposed targeted suggestions from three di-
mensions: policy improvement, organizational support, and personal development, providing empirical ref-
erences for the construction of university volunteer service management teams.
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KbiTaii ynuBepcurTerTepineri epikrisepre 0iim 0epy 0armapiaamMmacsl
MeHe/I KepJIePiHiH MAHCANITBIK 1aMYy KOJIIapbl

VHUBEPCUTETTIH epikTinepre apHanran Oinmim Oepy GarqapiaManapbiHa )KayanThl TYJIFaIapIblH KociOn ma-
MyBl TPaKTHKAIBIK TaWbIHIBIK camachlHa Tikened ocep erenmi. bym 3eprreyme Kerraitnein ['yanmyn
MPOBUHIMSCEIHIAFB 0€C YHUBEPCUTETTIH 25 TUPEKTOPHIMEH KOTI OJIIEeM Il 3ePTTEY 9ICIH KOJIJaHa OTHIPHII,
Omnrycrik Kpitail negarorukaislk yHuBepcuterine, OHTycTik KpITalf aypurmapyamsuiblK yHUBEPCHUTETiHE
JkoHe ['yaHIyH FBUIBIM JKOHE TEXHOJOTHSI YHUBEPCUTETIHE OaFbITTAIFaH KCHEUTINreH cyx0arrap sKypri3iimi.
Hatmxenep Oy qUpeKTOPIapAblH MAHCANTHIK AaMYBIHBIH TOPT CHIIATTAMACHIH QHBIKTAIbl: POIIIK MO3UIIHs-
CBI TYCIHIKCI3, TaFAbLIaphI MIEKTEYJTi, MAaHCAITHIK 6CY JKOJIAaPBIHBIH MIEKTEYIIIr XKaoHe KoJiay KyHeaepiHig
y3iKk-y3ik Ooiybl. OnapAblH MaHCANTHIK TPAaeKTOPHUsUIApbIHA cascH Oaraap, YHbIMAACTBIPYLIBUIBIK KOJIQY
JKOHE JKeKe MYMKIHAIKTep acep eTeli, aj YHbIMIACTHIPYIIBIIBIK KOJIIay HEri3ri MmieKTeylli GpakTop. 3epTrey
YOI TYpIi TOXKIPUOETIK MOJENb/Ai AHBIKTAIbl: KOCIOM KemOACIIbUIBIK, TOPTINTIK WHTETPALUSA IKOHE
TEXHHUKAIIBIK QJICYeTTi KeHeHTy. 3epTTey COHBIMEH KaTap casicaT-yWbIM-)Keke OipJIecKeH JaMyabIH YII JKaKThI
MOZENiH KypAbl. Byn 3epTTeyniH TeopHsuIbIK yiecTepiHe MBIHalap Kipedi: MakpocascaT NeH XXeKe aamy
apachIHAFEl YWBIMAACTHIPYIIBUIBIK KOJJAYABIH ASIAIABIK PONiH aHbIKTay; Oip perTik OKyZaH KociOm
TepeHIeTyre, TOPTINTIK TpaHchopMalysara XKoHE TOKIpUOemiK HHKyOalusra NeHiH agaMH KalmuTaJIbl
JKMHAKTay apHACBIH JKOHE CTYICHTTEPJICH MEHeIKepiepre AeiliH KbI3MET KepCeTy-OKbITY TEOPHACHIHBIH asi-
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Tongyang Wei, A.A. Bulatbayeva, Xiaogian Huang

ChIH KeHeiTy. Bys yHuBepcHuTeT epikTijiri canacsiHaars! 6iiM 6epy KemdaclbuIapbIHbIH MAaHCAOBIH JaMBITY
YILUiH SMIOMPHUKAJIBIK HET13/11 KAMTaMachl3 eTei.

Kinm co3dep: KpiTaii yHHBEpCUTETTEpl, €PiKTI KeIIOacibuiap, MaHCANTHIK AaMy, KoCiOMICHIIpy, ToKipuoe
MOJeNi, KbI3MET KOPCeTy-OKbITY, YHBIMAACTRIPYIIBUIBIK KOJIIAY, aJaMH KaIuTall.

Boii Tynsin, A.A. bynar6aeBa, Xyan Cso115Hb

TpaekTopun KapbepHOT0 pa3BUTHS PYKOBOAUTE el BOJOHTEPCKUX
00pa3oBaTeJbHBIX MPOrPaMM B KUTAHCKHX YHHBEPCHTETAX

IpodeccnonanbHoe pa3BUTHE JIML, OTBETCTBEHHBIX 3a 00pa3oBaTeIbHbIE NPOrPaMMbI B 00JIaCTH YHHBEPCHU-
TETCKOW BOJIOHTEPCKOM NEATENbHOCTH, HAPSIMYIO BIMSAET Ha KauecTBO NMPAKTHYECKOro o0y4eHus. B naHHoM
UCCIICZIOBaHWH ObUIM NPOBEJCHBI YIIIyOJICHHBIC MHTEPBBIO C 25 PYKOBOIMTEISAMHU U3 IISTH YHHBEPCHUTETOB
nposuHuuK ['yaunyH, Kuraii, 1 ucrionp30BaH MeTO/l MHOTO(AKTOPHOTO HccienoBanus Ha npumepe FOxHo-
Kuraiickoro nemarorundeckoro yHuBepcurera, HOxuo-KuTaiickoro ceapcKoXo3siCTBEHHOTO YHUBEPCUTETA U
T'yannyHCcKOTrO YHHUBEpCHTETa HayKH M TEXHOJOTHH. Pe3ynbTaThl MCCleIOBaHUS BBISBUIIN YETHIPE XapakTe-
PHCTHKH KapbepHOTO Pa3BHUTHS TUX PYKOBOIWTENEH: HEYETKOE MO3HIMOHUPOBAHUE POJIH, OTPAaHUYCHHBIC
HaBBIK{, OTPAaHWYCHHBIE ITyTH IPOABIKEHUS 10 CIY)KO€ B ()parMeHTHPOBAHHBIE CUCTEMBI IoAepKKkH. Ha nx
KapbepHYIO TPACKTOPHIO BIHUSAIOT MOJUTUYECKAs OPUEHTALMS, OPTaHM3allMOHHAs OAAEPIKKA U JIMYHbIE CIIO-
COOHOCTH, CpeJi KOTOPBIX OpPraHU3ALMOHHAS MOAJIEPIKKA SBIISIETCS OCHOBHBIM OIPAaHHYHBAIOIIMM (DaKTOPOM.
B uccnenoBaHny ObUIM BBISABJICHBI TPH PA3IMYHBIC MOACIH NPAKTHKHU: MPO(ECCHOHAIBHOE JIMIEPCTBO, HHTE-
rpaiys AUCHMIUIMH M PACIIHPEHHE TEXHUYECKHX BO3MOXHOCTeH. OTHOBPEMEHHO B MCCIIEA0BAaHUH ObLIa I10-
CTPOEHA TPEXCTOPOHHSS MOJENb COBMECTHOTO Pa3BUTHS «IIOJIMTHKA-OpPTaHM3aUUs-UHIUBUA». Teopernde-
CKMIl BKJIaJ] JaHHOTO MCCJIEIOBAHUs BKIIIOYACT B ceOsl: BBIABICHUE ONOCPEYIOIIEH POJIM OPraHU3alMOHHON
MOAJEPIKKH MEXKAY MAaKPOIIOJUTHKOM M IMYHOCTHBIM Pa3BUTHEM; PACIIMPEHNE KaHajla HAaKOIUICHUS YelloBe-
YeCKOro KaluTana OT pa30BOro 00y4eHust K NpodecCHOHaIbHOMY yIiayOJIeHHIO, TpaHCHOPMALUU TUCIIUILIHH
M MHKYOaly IPaKkTHKY; U pacliupeHue cdepbl MIPUMEHEHUS TeOpHH 00y4eHHUs Yepe3 CIIy)KEeHHE OT CTyICH-
TOB K MEHe/mkepaM. DT0 00eCIeUHBACT AMIUPHUYECKYIO OCHOBY I PAa3BUTHS Kapbepbl PyKOBOIMTENCH B
cdepe 0Opa3oBaHus B 00JaCTH BOJIOHTEPCKON IESTEIHHOCTH B YHUBEPCUTETAX.

Kniouesvie crosa: KUTaliCKNe YHUBEPCUTETHI, PYKOBOIUTEINN BOJIOHTEPCKON NEATETbHOCTH, PAa3BUTHE Kapbe-
Pbl, IOCTpOeHHE NpodeccHOHaNN3aLMN, TPAKTHYECKast MOJIENb, 00yUeHHE Yepe3 CIy)KeHHE, OpraHu3alHOH-
Hasl IOJIEPIKKA, YETIOBEUECKUH KanuTall.
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