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Culture is the bloodline of the nation and the spiritual home of the people. Intangible
cultural heritage (ICH) belongs to the field of culture, and the transmission of ICH is a
kind of human-based cultural transmission, which is the shaping of people’s morality,
character, sentiment, will, ideals and beliefs, value orientation, humanistic cultivation,
artistic taste, way of thinking, wisdom, and ability in the practice of production and life
of various ethnic groups. Based on the status acquisition model, this study analyzed the
human capital (HC), social capital (SC), and psychological capital (PC) of ICH bearers
from three perspectives. In addition to the conventional socio-demographic factors
such as gender, age, place of residence, and education level as control variables,
status attainment was introduced as a dependent variable, and occupational identity,
job satisfaction, and entrepreneurial ability were introduced as mediating variables to
construct a conceptual model in the hope of exploring the multiple influencing factors
of status attainment among ICH bearers. Interviews were used to gain, the feelings
and knowledge of experts, scholars, and ICH bearers, to lay a solid qualitative research
foundation for this study. A questionnaire survey was also conducted to obtain basic
information and professional experiences of ICH bearers to provide real support for the
research analysis and discussion. As per the results of this research, all the hypotheses
were supported except, HC did not have any significant impact on JS. Furthermore, SC
was not in a significant association with career identity. Moreover, career identity and
status attainment did not have a significant relationship.

Keywords: human capital, social capital, psychological capital, career identity, job satisfaction, entrepreneurship
ability, status attainment

INTRODUCTION

Culture is the bloodline of the nation and the spiritual home of the people. Intangible cultural
heritage (ICH) belongs to the field of culture, and the transmission of ICH is a kind of human-based
cultural transmission, which is the shaping of people’s morality, character, sentiment, will, ideals and
beliefs, value orientation, humanistic cultivation, artistic taste, way of thinking, wisdom, and ability
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in the practice of production and life of various ethnic groups
(Wei et al, 2021). It is the most basic, deepest, and most
lasting cultural spirit that a nation depends on for survival.
This core value is a collection of social value orientation and
personal value orientation, directly reflecting the strength of
a country’s cultural soft power, the formation process of this
value constitutes the fundamental ideological impetus for the
enhancement of the country’s cultural soft power (Lenzerini,
2011). In-depth knowledge and understanding of heritage, and
in-depth research on heritage, is the key to good ICH protection
work. As the core carrier of ICH protection, ICH bearers are
still the key area of ICH research in the new era (Petronela,
2016). This study attempts to apply the basic framework of three-
dimensional capital theory comprising human, psychological,
and social capital to the field of sociological research to analyze
the transmission and protection of ICH.

This research examines the association of human,
psychological and social capital with the career identity, job
satisfaction, and entrepreneurship ability of ICH bearers.
The human capital theory offers a theoretic foundation
for understanding the specific methodology to career
accomplishment. Human capital theory (1976) implies that
people that spend the highest in human capital (HC) aspects
for instance learning, education, and knowledge are likely to
exhibit a greater degree of job execution and consequently
achieve greater organizational incentives. Corresponding to
this concept, a person’s career development and achievement
are reliant upon the number and value of human resources an
individual gives to the job market (Agarwal, 1981; Ballout, 2007).
Hence, this study indicates an association between human capital
and career identity. Career identity is described as the approach
by which individuals identify themselves in the perspective of
their career, working as an intellectual scope utilized to route
career prospects (Fugate et al., 2004). Likewise, earlier findings
similarly suggest that job performance and satisfaction are
impacted by HC (Allen and Van der Velden, 2001; Langelett,
2002; Lyons and Akroyd, 2014). Therefore, this study analyzes
the association of HC with job satisfaction. Additionally, the
concern in HC in the entrepreneurship narrative is established
and has risen around the past twenty years (Marvel et al., 2016).
The concept has been progressively employed in the sphere of
entrepreneurship, constantly connecting HC characteristics to
entrepreneurial achievement (Unger et al., 2011). Consequently,
this study examines the relationship of human capital with
entrepreneurship ability.

Luthans and Youssef (2004) suggested the idea of
psychological capital (PC) in the context of constructive
psychology and organizational conduct. They described PC as
a certain attitude demonstrated throughout the development
and growth of a person. It comprises four fundamental elements
of optimism, self-efficacy, hope, and resilience (Peng et al.,
2013). The four fundamental concepts of PC are significantly
linked to mindsets and feelings of workers which can influence
their conduct or behavior intents (2010). The PCs are usually
discovered to possess enormous influence toward delivering
competitive benefits of a company because it is challenging
to replicate by the competition (Tang, 2020). The PC is

commonly observed to affect the conduct and attitude of
workers that additionally, has an immediate effect on enhancing
organizational functioning (Newman et al., 2014). According
to positive psychology, the higher the PC of ICH inheritors,
the higher their positive occupational identity. They are also
more likely to dedicate additional energy and time to their
job. They also devote more time and energy to develop their
potential, stimulate the joy of ICH transmission, and make
positive attributions (Luthans et al., 2005). Hence, this research
paper attempts to analyze the relationship of PC with career
identity. Furthermore, this research explores the impact of PC on
job satisfaction (Sun et al., 2012), and, entrepreneurship ability
(Tang, 2020).

The rising attention in social capital (SC), remarkably
in the progressively uneven and particular academic world,
a comprehensive range of academic disciplines, comprising
sociology, psychology (human resource) management, industrial
relations, and history, economics, anthropology, political theory,
and organization studies (Lange, 2015). SC has been defined
as the number of philanthropic inclinations and the degree of
communal trust among individuals in a society (Guiso et al.,
2004). SC is shaped and theorized through societal relationships
(Seibert et al., 2001). People with great SC have a tendency
to be further reliable, extra collaborative, and less self-centered
(Hasan et al,, 2017). In several findings, researchers believe SC
is a useful reserve that allows numerous additional sources for
instance investment, market knowledge, and clients (Mahfud
et al., 2020). Hence, this research analyzes the relationship of
social capital with career identity (Ngoma and Dithan Ntale,
2016), job satisfaction (Lange, 2015), and entrepreneurship
ability (Light and Dana, 2013). Additionally, this study will
analyze the relationships of career identity, job satisfaction, and
entrepreneurship ability of ICH bearers with status attainment
to discuss in depth the specific relationship between the
accumulation of personal capital and the acquisition of the
status of ICH bearers.

The social status of ICH bearers should be understood from
the interrelationship of various elements of social structure.
The status distribution of ICH bearers in the social structure
highlights the important aspects of the benign development of
traditional culture in China. According to the status attainment
theory, the status attainment of ICH bearers is influenced by
the “capital stock” they occupy (Rozer and Brashears, 2018).
It is the original purpose of this study to enhance the capital
stock of ICH bearers, promote their status acquisition, and
ultimately realize the sustainable development of ICH. This
research covers the following research gaps. First, it explores
the relationship of human, psychological, and social capital with
career identity, job satisfaction, and entrepreneurship ability.
Second, it examines the associations of career identity, job
satisfaction, and entrepreneurship ability with status attainment.
Third, it analyzes the indirect impacts of human, psychological,
and social capital on status attainment. The practical implication
of this research is that it broadens the scope for natural
transmission, independent cultivation, and intervention of the
talent of ICH bearers, thus solving the embarrassing situation
of the difficulty of transmission and protection of ICH. It
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embodies the humanistic care for the ICH bearers and also
points out the direction for improving the cultivation of ICH
inheritance talents.

THEORETICAL BACKGROUND AND
HYPOTHESES DEVELOPMENT

Human Capital and Career Identity

Career identity or occupational identity is an essential notion
in the area of career advancement studies. It is strongly
associated with a person’s career assessment, career achievement,
career decision making, and an individual’s adaptation to the
existing complicated occupational situation. Career identity is
a relatively clear and stable knowledge of a person’s interests,
talents, and goals in his or her occupation, and is the result
of an individual’s self-understanding and understanding of the
occupational environment (Humlum et al., 2012). The following
are some examples of occupational identity Meyers believes that
occupational identity is a concept that is gradually constructed
and matured by the activities of a particular occupation and
that it is through occupational identity that an individual’s
interests, abilities, and values are linked to occupational goals
(Meijers et al., 2013). Fugate et al. (2004) suggest that an
individual’s occupational identity, social and human capital,
and psychological capital are all competencies for obtaining
career opportunities (Fugate et al, 2004). Gushues study
found that the higher the individual’s occupational identity,
the lower the occupational barriers, as proactive and effective
actions increase the likelihood of job opportunities for each
individual (Gushue et al., 2006). According to Hall’s theory,
occupational identity brings both objective occupational success
and positive internal work experiences. Individuals’ occupational
success, especially subjective success, is significantly related to
occupational identity (Hall and Chandler, 2005). Occupational
identity is the core of occupational competence, and occupational
competence is an important reflection of occupational status
(Holland et al., 1980). Occupational competence is an important
reflection of occupational status. Since occupational status is
an essential component of status acquisition, this research
implies that there is a positive effect between occupational
identity and status acquisition. In this research, it is suggested
that there is a significant association relationship between the
professional identity of ICH representative bearers and their
status acquisition.

McArdle proposed that HC is the ability to “know how,
including the amount of education and vocational training and
other related skills. Occupational identity, on the other hand,
includes occupational motivation and personal values and is the
ability to “know why” (McArdle et al., 2007). An individual’s
occupational choice is determined by both identity gains and
economic gains, and the identity gains are determined by
the individual’s personality characteristics, actions, and social
type (Akerlof and Kranton, 2002). The benefits of identity are
determined by personality characteristics, actions, and social
type. Individuals gain economic and non-economic identity gains
through human capital enhancement (Humlum et al., 2012).

The benefits are determined by the individual’s characteristics,
actions, and social type. Skrikoff suggests that education is
an essential factor of occupational identity and an important
source of improving a person’s work skills, career interests, and
career guidance (Vondracek and Skorikov, 1997). Therefore, the
improvement of human capital is the most crucial factor in
the growth of human resources. Therefore, the improvement of
human capital is the basis for the development of occupational
identity. Human capital can be used to obtain better employment
opportunities through the role of occupational identities such
as individual occupational interests and values. Given the above
analysis, this study proposes the following hypotheses based on
previous studies.

Hypothesis 1: The human capital of ICH bearers has a
significant relationship with career identity.

Human Capital and Job Satisfaction

The extent to which workers are satisfied with their work is vital
to corporations because of its connection to turnover and job
performance (Van Dick et al., 2004; Hirschi, 2011). Additionally
to the elements of Porter and Lawler’s (1968) framework,
the characteristics of the HC concept have been applied for
the hypothetical framework of this research. HC is explained
as the investment training and education of personnel in a
company (Wang et al., 2008). People invest in HC, for instance,
training, education, discipline, and experience as they anticipate
potential gains as outcomes from improved job performance
(Langelett, 2002; Lubinski et al., 2006). Job satisfaction (JS)
and consequent execution is affected by the efficient matching
between HC and anticipated rewards. Workers that stay in a
specified career for prolonged times or stay in employment at an
organization for a long time are investing in their HC by earning
important knowledge and enhancing their abilities (Allen and
Van der Velden, 2001; Langelett, 2002). They are instantaneously
promoting the overall achievement of the company by assisting
the company to achieve the designated job targets (Wang et al.,
2008; Lyons and Akroyd, 2014). Human capital can improve
individual job satisfaction and job performance. Research data
indicate that investment in human capital has a significant impact
on the job satisfaction of employees (Jones et al., 2009). In view of
the above analysis, this study proposes the following hypotheses
based on previous studies.

Hypothesis 2: The human capital of ICH bearers has a
significant relationship with job satisfaction.

Human Capital and Entrepreneurship
Ability

The study of entrepreneurship began in the 1990s in the West.
Entrepreneurial ability is the ability of social individuals or
business organizations to create or accomplish new things (Zahra
et al., 2006). The study of entrepreneurial capabilities began in
the 1990s. Current research on entrepreneurial capacity is both
qualitative and quantitative (Man et al., 2002). There are both
qualitative and quantitative approaches to entrepreneurship.
Many studies have proved that only the ability to think and
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analyze and the ability to act can contribute to the success
of entrepreneurship (Markman and Baron, 2003; Karlsson
and Honig, 2009). Some studies suggest that risk-taking and
commitment are the necessary abilities for entrepreneurs to
be successful (Markman and Baron, 2003). Some scholars also
suggest that entrepreneurs should have the ability to learn
continuously to ensure the success of entrepreneurship (Lans
et al., 2008). Some scholars suggest that entrepreneurs should
have the ability to learn continuously to ensure successful
entrepreneurship.

HC enhances the ultimate entrepreneurial performance
by acting on the entrepreneurial ability of individuals. In
other words, the development of knowledge and skills for
individuals can improve the success rate of entrepreneurship. The
importance of HC in entrepreneurship research is longstanding
(Marvel et al., 2016). HC theory was initially established to
examine the importance of teaching and implied individuals
have variable understanding and abilities that have financial
significance (Schultz, 1961). Mincer (1958) originally considered
the theory of HC as a justification for income disparity.
Rises in national productivity were unbalanced concerning
property, and employment periods, furthermore, investing in
HC is perhaps the most important clarification (Schultz, 1961).
Becker (1964) constructed on these ideas and devised the
notion of investments in HC established on the enormous
quantity of data that additional well skilled and competent
individuals practically constantly have a tendency to gain higher
than others. The concept has been progressively employed
in the field of entrepreneurship, constantly connecting HC
characteristics to entrepreneurship ability (Unger et al., 2011).
Several influential opinions explain the significance of HC
in the area of entrepreneurship (Ardichvili et al., 2003). HC
is essential to discover and create entrepreneurship prospects
(Alvarez and Barney, 2007; Marvel et al., 2016). HC similarly
promotes developing prospects by obtaining economic assets and
introducing enterprises (Bruns et al., 2008; Dimov, 2010). HC
supports the growth of innovative expertise and the concept
of benefits for different organizations (Corbett et al., 2007;
Bradley et al., 2012). In practical usage, HC is one of the
commonly applied selection measures for investors in assessing
prospective enterprise performance (Marvel et al, 2016). So
far, in HC and entrepreneurship ability research studies, meta-
analytic evaluations of HC and business results can be discovered
(Unger et al,, 2011) and an analysis of entrepreneurship learning
on HC skills, actions, and behavior can be observed (Martin et al.,
2013). All offer a persuasive indication that HC is important
to entrepreneurship (Marvel et al., 2016). In view of the above
analysis, this study proposes the following hypotheses based on
previous studies.

Hypothesis 3: The human capital of ICH bearers has a
significant relationship with entrepreneurship ability.

Psychological Capital and Career
Identity

PC is a specific optimistic psychological state (Luthans and
Youssef, 2004), whereas occupational identity is a person’s

individual experience and evaluation of his or her occupation,
which affects the individual’s commitment, enthusiasm, and
satisfaction with the job. The positive effects of psychological
capital on occupational identity have been indirectly described
from different perspectives in the research literature. PC
has an immediate significant impact on individuals, groups,
and organizations (Luthans et al., 2006). Psychological capital
is a direct gain for individuals, groups, and organizations.
Intrinsically, the professional identity of ICH bearers is both
an emotional state and a cognitive process, which is inevitably
linked to the psychological characteristics of the ICH bearers
themselves. ICH bearers are equipped with a complete technical
system and are responsible for the mission of ICH transmission;
at the same time, they also participate in social activities. At
the psychological level, the cognition tends to be mature and
the will to be independent is strong. According to positive
psychology, the greater the PC of ICH inheritors, the greater
their positive occupational identity. They are also more likely to
devote more time and energy to their work. They also devote
more time and energy to develop their potential, stimulate
the joy of ICH transmission, and make positive attributions
(Luthans et al.,, 2005). They will also devote more time and
energy to their potential, stimulate the joy of ICH transmission,
and actively attribute more creativity and motivation to the ICH
transmission business, and actively exert extraordinary willpower
and resilience when dealing with difficulties (Luthans et al., 2006).
In view of the above analysis, this study proposes the following
hypotheses based on previous studies.

Hypothesis 4: The psychological capital of ICH bearers has
a significant relationship with occupational identity.

Psychological Capital and Job

Satisfaction

The empirical study by the researchers concluded that the impact
of PC on job satisfaction is more incremental than HC and SC
(Larson and Luthans, 2006). The impact of PC on job satisfaction
is more incremental than that of human and social capital.
Employees’ resilience, hope, and optimism have a significant
association with their job performance and satisfaction, and the
effect is more significant (Luthans and Youssef, 2007). The Sun
survey found that positive psychological forces have a significant
impact on employees’ job satisfaction and attitudes, resulting in a
positive motivational force for the organization (Sun et al., 2012).
This results in positive motivation for the organization. In view of
the above analysis, this study proposes the following hypotheses
based on previous studies. In view of the above analysis, this study
proposes the following hypotheses based on previous studies.

Hypothesis 5: The psychological capital of ICH bearers has
a significant relationship with job satisfaction.

Psychological Capital and
Entrepreneurship Ability

A motivational and intellectual distinction is the important
energy that promotes entrepreneurship abilities in a person.
The achievement of an entrepreneurship journey remains
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in the capability to recognize prospects and take essential
measures for conquering the entire barriers encountered in
the whole procedure that needs both, the entrepreneur’s
motivational and cognitive strength (Fakhri et al, 2012).
The psychological structure in a person is usually created
throughout the infant phase and is mainly affected by the
atmosphere in which an individual is raised. It can be
asserted that positively inspired entrepreneurs personally manage
to accomplish a larger level of success. Moreover, personal
qualities usually affect the entrepreneurship abilities of a person.
Consequently, the existence of PC has been discovered to enable
the entrepreneurship growth of a person. The fundamental
characteristics that describe an entrepreneur comprise the
capability to accelerate modernization, the capability to take risks,
the capability to run a specific group, and several others (Bolton
and Lane, 2012). These qualities allow a business to join in the
advanced culture and support the company.

PC of the entrepreneurs their teams can improve interaction
and management with the shareholders. The characteristics of
resilience, hope, and optimism assist entrepreneurs to maintain
contact and management even if they encounter any difficulties
and disputes. Furthermore, the characteristic of self-efficacy, at
individual or team levels, can allow entrepreneurs to connect
and organize positively and pleasantly (Tang, 2020). In view of
the above analysis, this study proposes the following hypotheses
based on previous studies.

Hypothesis 6: The psychological capital of ICH bearers has
a significant relationship with entrepreneurship ability.

Social Capital and Career Identity

Career identity is characterized as the way individuals describe
themselves in the career framework, behaving as an intellectual
scope utilized to direct career prospects (Fugate et al., 2004).
It comprises a sequence of linked capabilities that consist of
the understanding, knowing-why capabilities that answer to the
reason of executing a job; the knowing-how capabilities that
comprise the methodology to execute a job; and the knowing-
whom capabilities that include the details about the individuals
involved in executing a job (DeFillippi and Arthur, 1994).
Additionally, a study revealed that empowered experts with
an improved perception of qualified self have the capability
to positively network with others for their job development
and growth (Johnson and Neary, 2015). Furthermore, career
identity is crucial in defining a person’s self-esteem in the
course of unemployment. Individuals aware of their activities,
abilities, and skills, have knowledge and directions regarding
their prospects. Hence, possessing high self-esteem. Moreover,
they also consider it simple to cooperate with others to have
ideas regarding the ways to accomplish their objectives. This
supports them to create and develop their SC (Shaffer and
Zhang, 2002). Additionally, it has been discovered that career
identities are produced in social communications. Individuals
in a similar career direction have a tendency to partner
together, thus communicating opinions on the methods to
improve the careers that facilitate them to create their social
connections (Ibarra, 2005). Most of the issues are related to

societal perspectives and activities (West-Burnham et al., 2007).
The phrase public value was utilized to illustrate the change in
the notion of the ways parties engage with each other to offer
services and develop societal effects appreciated by the society
(Leadbeater and Mongon, 2008). Nevertheless, investigations
indicate that if individuals exhibit substantial and persistent
education, organizations must also assist in the provision of
SC by offering networking opportunities with the management,
society, and co-workers (Catts and Ozga, 2005). Hence, people
having networks of society, organization, and, family, that
encourage the regulating characteristics of a job are expected
to strengthen the importance of a job for that individual. In
this manner working to improve an individual’s probability of
being employed. Consequently, it can be implied that job identity
fills an exceptionally unique position in SC theory (Kagaari,
2007; Ngoma and Dithan Ntale, 2016). In view of the above
analysis, this study proposes the following hypotheses based on
previous studies.

Hypothesis 7: The social capital of ICH bearers has a
significant relationship with career identity.

Social Capital and Job Satisfaction

SC is deemed to be an accurate predictor of job satisfaction
as compared to various other organizational characteristics
(Requena, 2003). Investigators started to turn their interest
from the scientific to the societal perspective, discovering the
social perspective to be an essential motivator of conduct
in companies (Agneessens and Wittek, 2008). This claim is
supported by other researchers, that find SC has a significant
relationship with subjective welfare (Helliwell and Putnam,
2004). Similarly, researchers in organizational psychology can
infer that valuable social relationships can provide a strong
resource of satisfaction at a job (Rego et al, 2009). Current
findings of job satisfaction attach additional credibility to these
statements, stating statistically substantial relationships between
trust, values, job satisfaction, and, social capital (Fargher et al.,
2008; Lange, 2015). In addition, a significant association between
job satisfaction and general life’s mindsets and procedures, for
instance, socio-cultural beliefs and standards (Georgellis et al.,
2012; Lange, 2015). Hence, it can be inferred that SC is capable
of having an impact on job satisfaction (Lange, 2015). In view of
the above analysis, this study proposes the following hypotheses
based on previous studies.

Hypothesis 8: The social capital of ICH bearers has a
significant relationship with job satisfaction.

Social Capital and Entrepreneurship

Ability

The position of SC in entrepreneurship ability has developed as
a progressively important subject in corporate research, and the
discussion has turned gradually more complicated (Casson and
Giusta, 2007). Initial providers to this narrative were satisfied
to establish SC and then to describe its formerly unrecognized
role to entrepreneurship ability (Allen et al., 2000; Burt, 2003).
Corresponding to this traditional viewpoint, SC comprises
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associations of faith and mutual benefit that are required in social
groups (Ostrom and Ahn, 2009; Mustafa and Chen, 2010; Slotte-
Kock and Coviello, 2010; Light and Dana, 2013). The role of SC
to entrepreneurship ability can be specified as the mobilization of
resources via social networks of reciprocity and trust (Galbraith
et al., 2007; Nahapiet, 2009; Light and Dana, 2013). Nevertheless,
further modern approaches to SC have objected that a lot of SC
suppresses entrepreneurship ability because it lowers objectivity,
and enforces psychological compliance on entire groups (Aldrich
and Kim, 2007; Light and Dana, 2013). In view of the above
analysis, this study proposes the following hypotheses based on
previous studies.

Hypothesis 9: The social capital of ICH bearers has a
significant relationship with entrepreneurship ability.

Career Identity and Status Attainment

Career identity is a fundamental concept for career advancement
and has been a key aim of employment psychology. The
education and application of a strong feeling of career identity
are considered as an essential progressive job that begins in
youth and persists through maturity (Hirschi, 2011). This career-
growth notion has likewise earned heightened significance from a
modern organizational perception. Fugate et al. (2004) identified
career identity as a central element of employability. Several
studies have indicated that individuals with a stronger perception
of career identity were further effective in career modifications
and stated superior status attainment and well-being (Gushue
et al., 2006; Diemer and Blustein, 2007; Hirschi, 2011). Gushue’s
study found that the higher the individual’s occupational identity,
the lower the occupational barriers, as proactive and effective
actions increase the likelihood of job opportunities for each
individual (Gushue et al., 2006). According to Hall’s theory,
occupational identity brings both objective occupational success
and positive internal work experiences. Individuals’ occupational
success, especially subjective success, is significantly related to
occupational identity (Hall and Chandler, 2005). A person with
a high level of occupational identity In other words, occupational
identity is the core of occupational competence, and occupational
competence is an important reflection of occupational status
(Holland et al., 1980). Occupational competence is an important
reflection of occupational status. Since occupational status is an
important component of status acquisition, this study suggests
that there is a positive effect between occupational identity and
status acquisition. In this study, it is suggested that there is a
positive relationship between the professional identity of ICH
representative bearers and their status acquisition. In view of
the above analysis, this study proposes the following hypotheses
based on previous studies.

Hypothesis 10: The career identity of ICH bearers has a
significant relationship with status attainment.

Job Satisfaction and Status Attainment

Hoppock (1935) was the first to propose job satisfaction,
which refers to the degree to which a person’s job satisfaction
is a subjective perception and emotive reaction to the job

environment and other conditions, especially from the difference
between the actual and expected income of the job. Currently,
there are few studies on individual status acquisition in terms of
job satisfaction. Related studies mainly focus on the impact of
job satisfaction on employees’ performance (Russ and McNeilly,
1995). The study was conducted by using three-dimensional
capital as a citation and job satisfaction as an intermediate
variable to explore the factors influencing employee innovation
performance. The empirical study concluded that employees’
three-dimensional capital had a significant impact on job
satisfaction and job involvement, respectively. The synergistic
effect of three-dimensional capital could also affect employees’
innovation performance and job satisfaction (Demir, 2018; Gong
et al, 2019). Job performance is an important component
of occupational status (Haibo et al., 2018) and occupational
status is an important expression of one’s social status, so this
study suggests that there is a significant relationship between
job satisfaction and status attainment. In view of the above
analysis, this study proposes the following hypotheses based on
previous studies.

Hypothesis 11: The job satisfaction of ICH bearers has a
significant relationship with status attainment.

Entrepreneurship Ability and Status
Attainment

From this, it can be seen that the entrepreneurial ability of an
entrepreneur is the focus of research on business success. Man
analyzes the impact of entrepreneurial ability on competitiveness
from three dimensions: potential, performance, and process
(Man et al,, 2002). Ahmad and other scholars have further
explored the impact of each dimension of entrepreneurial ability
on entrepreneurial success based on Man’s model. Ahmad
believes that the entrepreneurial competency dimension is
extended from the firm to the individual and adds a “personal
competency” dimension, suggesting that entrepreneurs need
personal competency support and emphasizing the study of
personal characteristics (Ahmad et al.,, 2010). Entrepreneurial
success is also a learning process in which entrepreneurs acquire
skills and accumulate knowledge (Wang and Chugh, 2014).
This suggests that only when entrepreneurs have the technical,
organizational, and market development skills can they effectively
achieve entrepreneurial success (Ozgen and Minsky, 2006; Yahya
et al, 2011; Arend, 2014). This suggests that entrepreneurial
success can only be achieved effectively if entrepreneurs have
the technical, organizational, and market development skills. The
representative heirs of ICH have multiple identities of project
representatives and business operators in a certain sense. The
safety and conservation of ICH also have the connotation of
entrepreneurial development. Since entrepreneurial success is an
important expression of occupational status, and occupational
status is an important expression of one’s social status, this study
concludes that there is a positive relationship between one’s
entrepreneurial ability and status acquisition. In view of the above
analysis, this study proposes the following hypotheses based on
previous studies.
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Hypothesis 12: The entrepreneurship ability of ICH bearers
has a significant relationship with status attainment.

Career Identity and Job Satisfaction

Having a certain perception of an individual’s powers and
inclinations enables the choice of self-consistent career objectives
(Skorikov and Vondracek, 2007; Hirschi et al., 2011). These
objectives in turn help goal attainment and accomplishment,
which promotes job satisfaction. Likewise, accomplishing self-
congruent objectives is additional gratifying than completing
extrinsically determined ambitions (Judge et al., 2005; Hirschi,
2011). A certain perception of identity likewise encourages the
awareness of relevance in work, which is in turn significantly
associated with job satisfaction (Humphrey et al., 2007; Dik and
Duffy, 2009). Lastly, a certain idea of identity is associated with
job engagement (Luyckx et al., 2010; Hirschi, 2011), which might
likewise stimulate the perception of accomplishment regarding
job goals and job satisfaction. Consequently, career identity can
be anticipated to encourage job satisfaction (Hirschi, 2011). In
view of the above analysis, this study proposes the following
hypotheses based on previous studies.

Hypothesis 13: The career identity of ICH bearers has a
significant relationship with job satisfaction.

Entrepreneurship Ability and Job

Satisfaction

From a traditional financial perspective, the option of being
an entrepreneur exhibits a few puzzling characteristics
(Hamilton, 2000). It appears to provide high value, for
instance, entrepreneurs frequently account greater levels of
job satisfaction as compared to employees with comparable
attributes (Benz and Frey, 2008; Bianchi, 2012). Economic
growth raises benefit disparities among the employees and
the self-employed. Furthermore, this impact is described by
improved profits and non-monetary attributes of job satisfaction
and, in specific, autonomy.

Moreover, the presence of value variations is not because of
certain market defects. Hence, It seems that a wider analysis of
the way various institutions and markets impact non-monetary
gains from a job might be of great interest to researchers (Bianchi,
2012). In view of the above analysis, this study proposes the
following hypotheses based on previous studies.

Hypothesis 14: The entrepreneurship ability of ICH bearers
has a significant relationship with job satisfaction.

Figure 1 indicates the research model for this study.

MATERIALS AND METHODS

This study adopts a research method that combines quantitative
and qualitative research. Quantitative methods are used to
improve the reliability of research data and findings, while
qualitative methods are used to further investigate and explain
different aspects of the problem. The interview outline was
designed by combining the relevant contents of the literature.
Convenience sampling technique was employed to select the
samples, through the introduction of instructors, teachers, and
close friends. The interview invitation to the interviewees was
communicated by telephone and email. Through the interviews,
abundant first-hand information was obtained. Furthermore,
the feelings and knowledge of experts, scholars, and ICH
bearers, were understood and their views and suggestions on
the identification of ICH bearers, cultivation and protection,
and social status enhancement were also obtained, to lay a solid
qualitative research foundation for this study.

A questionnaire survey was conducted to obtain basic
information and professional experiences of ICH bearers to
provide real support for the research analysis and discussion. To
measure and demonstrate the actual needs of various “capital
stocks” of different types of ICH bearers, a scale analysis was
adopted. The design of the questionnaire was based on previous
research, combined with expert interviews and national-level
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ICH heir recognition standards, and mainly collected basic
personal information, social status information, heir experience
information, and current industry experience information of ICH
heirs. The specific relationship between the capital reserve and
the social status of ICH bearers is presented.

In terms of obtaining basic personal information, the
questions mainly covered gender, age, origin, current
residence, lineage, and occupation. To measure the social
status information, the measurement items mainly focused on
collecting information on the perceived social status of ICH
bearers, specifically measured in three dimensions: occupational

prestige, economic income, and social recognition. Regarding
the collection of information on bearers experiences, the
questionnaire questions the experience of the bearer, in terms
of the project, rank, and years of experience of the ICH bearer.
A total of 600 questionnaires were distributed and collected
employing a convenience sampling technique mainly through
the help of instructors, referrals from classmates and friends,
the help of government cultural departments, and publicity
departments. The distribution and collection methods were
mainly through on-site visits, e-mail boxes, online and real-time
communication software. Finally, there was a total of 506

TABLE 1 | Construct validity and reliability.

Constructs Indicators Factor loadings Cronbach’s alpha Composite Average variance extracted
reliability (AVE)
EA EA1 0.809 0.861 0.906 0.707
EA2 0.863
EA3 0.868
EA4 0.822
HC HCAH 0.766 0.799 0.865 0.566
HC2 0.699
HC3 0.693
HC4 0.766
HC5 0.781
HC6 0.795
HC7 0.733
JS JS1 0.773 0.872 0.913 0.725
JS2 0.866
JS3 0.890
JS4 0.872
PC PC1 0.762 0.908 0.926 0.608
pPC2 0.761
PC3 0.793
PC4 0.803
PC5 0.778
PC6 0.809
PC7 0.747
pPC8 0.785
Cl CH 0.871 0.859 0.905 0.705
Cl2 0.904
CI3 0.814
Cl4 0.763
SC SC1 0.608 0.675 0.825 0.624
SC2 0.638
SC3 0.638
SC4 0.638
SC6 0.688
SC7 0.728
SC8 0.718
SC9 0.659
SC10 0.715
SC12 0.687
SC13 0.671
SC14 0.662
SC15 0.688
SA SA1 0.719 0.894 0.915 0.575
SA2 0.800
SA3 0.797
SA4 0.737
SA5 0.694
SAG 0.779
SA7 0.740
SA8 0.792

HC, Human capital; SC, Social capital; PC, Psychological capital; Cl, Career identity; JS, Job satisfaction; EA, Entrepreneurship ability; SA, Status attainment.
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participants in this study. The sample consists of 61.9% males
and 38.1% females. About 65.2% of the respondents are 36-59
years old, 18.4% below 35 and the rest above 60 years old.
Besides, 52.6% education level of the samples are high school or
less, 41.1% university/college and the rest postgraduate degree.

TABLE 2 | Cross loadings.

EA HC Js PC Cl SC SA
EA1 0.809 0.459 0.523 0.544 0.473 0.513 0.533
EA2 0.863 0.471 0.553 0.597 0.476 0.622 0.614
EA3 0.868 0.483 0.571 0.644 0.472 0.602 0.574
EA4 0.822 0.459 0.511 0.563 0.457 0.528 0.543
HCA 0.424 0.766 0.439 0.529 0.428 0.443 0.391
HC2  0.422 0.699 0.376 0.458 0.394 0.397 0.389
HC3  0.334 0.693 0.312 0.397 0.335 0.376 0.316
HC4  0.362 0.766 0.398 0.438 0.368 0.388 0.273
HC5  0.450 0.781 0.411 0.498 0.367 0.471 0.368
HC6  0.388 0.795 0.427 0.493 0.408 0.476 0.336
HC7  0.319 0.733 0.390 0.436 0.388 0.407 0.299
JS1 0.597 0.372 0.773 0.552 0.525 0.558 0.557
Js2 0.488 0.462 0.866 0.598 0.700 0.473 0.429
JS3 0.539 0.469 0.890 0.631 0.702 0.515 0.508
Js4 0.564 0.523 0.872 0.636 0.706 0.524 0.531
PC1 0.527 0.539 0.568 0.762 0.517 0.547 0.484
PC2  0.457 0.544 0.506 0.761 0.530 0.564 0.493
PC3  0.597 0.496 0.530 0.793 0.469 0.596 0.493
PC4  0.559 0.528 0.641 0.803 0.588 0.554 0.478
PC5  0.569 0.511 0.480 0.778 0.434 0.605 0.543
PC6  0.594 0.474 0.545 0.809 0.447 0.543 0.510
PC7 0514 0.433 0.489 0.747 0.444 0.547 0.538
PC8  0.546 0.472 0.647 0.785 0.589 0.570 0.532
CH 0.464 0.443 0.659 0.544 0.871 0.410 0.402
CI2 0.472 0.458 0.692 0.561 0.904 0.424 0.398
CI3 0.483 0.441 0.651 0.557 0.814 0.460 0.402
Cl4 0.454 0.394 0.599 0.512 0.763 0.453 0.453
SCH 0.287 0.246 0.241 0.333 0.197 0.608 0.404
SC2  0.339 0.333 0.309 0.386 0.251 0.638 0.385
SC3  0.329 0.307 0.272 0.362 0.199 0.638 0.402
SC4  0.506 0.313 0.344 0.402 0.269 0.638 0.571
SC6  0.380 0.322 0.390 0.427 0.324 0.688 0.478
SC7  0.406 0.429 0.423 0.467 0.357 0.728 0.469
SC8  0.406 0.353 0.350 0.443 0.274 0.718 0.487
SC9  0.475 0.312 0.384 0.410 0.305 0.659 0.529
SC10  0.503 0.525 0.502 0.598 0.417 0.715 0.449
SC12  0.478 0.460 0.483 0.541 0.392 0.687 0.442
SC13  0.569 0.433 0.464 0.551 0.427 0.671 0.542
SC14 0.558 0.472 0.491 0.587 0.490 0.662 0.534
SC15  0.537 0.548 0.477 0.634 0.427 0.688 0.483
SA1 0.505 0.404 0.545 0.576 0.461 0.564 0.719
SA2 0.5628 0.418 0.522 0.573 0.465 0.595 0.800
SA3 0.555 0.353 0.462 0.516 0.357 0.558 0.797
SA4 0.508 0.439 0.553 0.564 0.480 0.533 0.737
SA5 0.421 0.294 0.309 0.337 0.259 0.426 0.694
SAB 0.539 0.358 0.426 0.445 0.313 0.562 0.779
SA7 0.442 0.392 0.383 0.443 0.334 0.462 0.740
SA8 0.565 0.360 0.355 0.445 0.274 0.517 0.792

HC, Human capital; SC, Social capital; PC, Psychological capital; Cl, Career
identity; JS, Job satisfaction; EA, Entrepreneurship ability; SA, Status attainment.
The highest factor loading of each item in the latent structure is highlighted in yellow.

RESULTS

Data Analysis

Two approaches of calculating and estimating partial least
squares (PLS) were implemented. In the primary stage, the
reliability estimation was conducted. The second phase was
related to the descriptive analysis and evaluation of the research
model. The aim of the two stages acknowledged previously
was to authenticate the constructs reliability, involving
confirming the connection among the constructs (Anderson
and Gerbing, 1988; Hulland, 1999). PLS has been employed and
believed as the most excellent means for describing the basic
collaboration among variables and thus can simultaneously
manage framework variables and measurement items (Petter
et al.,, 2007). Additionally, as PLS has simpler restrictions for
changing normality and ambiguity; it is ideal for investigating
the connection if the constructs are irregularly dispersed.
Hence, It possesses the benefit of calculating dynamical research
frameworks (Chin et al., 2003). PLS was consequently applicable
for this analysis than earlier SEM assessment practices to calculate
the relationships between constructs, lessen measurement errors,
and avoid collinearity.

Convergent and Discriminant Validity

The structural equation modeling (SEM) technique is
employed to examine the projected hypotheses founded in
the aforementioned segment of this research, and as a result,
the Smart PLS 3.2.8 was utilized. PLS-SEM procedure is
applicable for regular and complex research structures. Similarly,
researchers concluded that PLS-SEM is a sustainable practice for
measurement as compared to covariance-based SEM. PLS-SEM
is regarded fairly in handling and evaluating calculations for
mediation effects as compared to regression (Hair et al., 2014).
PLS-SEM incorporates the inner as well as the outer models.

TABLE 3 | Hypothesis results.

Hypothesis Path T-values  P-values Results
coefficients
(8)

H1:HC - > Cl 0.122 2.042 0.041 Supported
H2:HC - > JS 0.035 0.696 0.486 Not supported
H3: HC - > EA 0.152 2.874 0.004 Supported
H4: PC - > Cl 0.489 7.940 0.000 Supported
H5: PC - > JS 0.240 3.926 0.000 Supported
H6: PC - > EA 0.420 6.779 0.000 Supported
H7:SC-> Cl 0.129 2.267 0.023 Supported
H8:SC- > EA 0.283 4.649 0.000 Supported
H9:SC - > JS 0.003 0.076 0.940 Not supported
H10: Cl - > SA 0.003 0.065 0.948 Not supported
H11:JS-> SA 0.274 4.742 0.000 Supported
H12: EA- > SA 0.499 10.955 0.000 Supported
H13: Cl - > JS 0.508 10.845 0.000 Supported
H14:EA-> JS 0.170 3.097 0.002 supported

HC, Human capital; SC, Social capital; PC, Psychological capital; Cl, Career
identity; JS, Job satisfaction,; EA, Entrepreneurship ability; SA, Status attainment.
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The outer model was calculated by three estimations, including
individual item reliability, discriminant validity, and convergent
validity. Corresponding to Table 1, the peak value for factor
loading is 0.904. The lowest value for factor loading is 0.638.
These values are discovered to be above the 0.50 factor loading
threshold value (Hair et al., 2014). Hence, it can be inferred
that this research has no concerns regarding individual item
reliability. The internal reliability of variables was calculated
with the help of composite reliability (CR). The CR value
ought to be greater than the threshold value of 0.60 (Hair
et al., 2014). Corresponding to the CR values of this research
indicated in Table 1, the internal consistency of each construct
was achieved (Bagozzi et al., 1991). This study indicates that
the internal consistency requirement is fulfilled. Convergent
validity suggests the level of similarity between the item and the
relative construct. Corresponding to the conclusions revealed
in Table 1, 0.725 is discovered as the greatest value of average
variance extracted (AVE). On the other hand, 0.566 is discovered
to be the lowest value of AVE. Subsequently, the AVE values
of this research are greater than the threshold value of 0.50
and hence, this study assures convergent validity requirement
(Hair et al., 2014). Furthermore, Table 1, indicates that all
Cronbach alpha values are higher than the threshold value of 0.6
(Taber, 2018).

The degree of discrimination among analyzing variables and
various construct measures is characterized by discriminatory
validity. Table 2 implies a decent discriminant validity for every
construct, by indicating that the factor loading value of every
item is the highest in the latent structure, as compared to other
structures. The highest factor loading values are highlighted in
yellow (Hair et al., 2016).

Tenenhaus et al.’s (2005) equation was employed to calculate
the goodness of fit (GOF) for this study. The quality of the
research framework is analyzed as follows:

GOF = VAVEx\R2 = 0.644 x0.544 = 0.60

Subsequent to the aforementioned result, the GOF is 0.60 that
attains the 0.40 cut-off requirements for a substantial impact size
(Wetzels et al., 2009).

Structural Model Analysis

The path analysis of this research was estimated by employing
Smart PLS 3.2.8. The inner model was analyzed and according to
researchers, the p-value should be lower than the threshold value
of 0.05. On the other hand, the ¢-value should be higher than the
threshold value of 1.96.

As per the results of this research, as shown in Table 3
and Figure 2. HC was found to be in a significant relationship
with career identity and entrepreneurship ability, hence, H1
(B = 0.112, t-value = 2.042) and H3 (B = 0.152, t-value = 2.874)
were supported. Moreover, PC was discovered to significantly
influence career identity H4 (B = 0.489, t-value = 7.940), job
satisfaction H5 (B = 0.240, t-value = 3.926), and, entrepreneurship
ability H6 (B = 0.420, t-value = 6.779). Additionally, SC
significantly impacted career identity, and entrepreneurship
ability, consequently supporting H7 (B = 0.129, t-value = 2.267)
and H8 (f = 0.283, t-value 4.649). Furthermore, JS and
EA were found to be in a significant relationship with status
attainment, thereby supporting H11 (B = 0.274, t-value = 4.742),
and H12 (B = 0.449, t-value 10.955). In addition, career
identity and EA were discovered to significantly impact JS,
hence H13 (B = 0.508, t-value = 10.845) and H14 ( = 0.170,
t-value = 3.097) were accepted. Consequently, all the hypotheses
in this research were supported except H2, H9, and HI10.
According to the results, HC did not have any significant impact
on JS, hence H2 (B = 0.035, t-value = 0.696) was rejected.
Furthermore, SC was not in a significant association with career
identity, therefore H9 (B = 0.003, t-value = 0.0076) was not
supported. Moreover, career identity and status attainment did
not have a significant relationship, consequently H10 (8 = 0.003,
t-value = 0.065) was rejected.

This study utilized, the outcomes of the indirect effects
by Smart PLS as specified in Table 4. Corresponding to the
outcomes indicated in Table 4, Human capital was found to be
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FIGURE 2 | Results of the inner model. ***p-value < 0.001, **p-value < 0.01, *p-value < 0.05.
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TABLE 4 | Indirect effects result.

Path T-values P-values Results
coefficients (8)
HC-> Cl-> SA 0.000 0.056 0.955 Not supported
HC-> JS-> SA 0.009 0.684 0.494 Not supported
HC-> EA-> SA 0.076 2.758 0.006 Supported
PC-> Cl-> SA 0.001 0.064 0.949 Not supported
PC-> JS-> SA 0.066 2.965 0.003 Supported
PC-> EA-> SA 0.209 6.009 0.000 Supported
SC-> Cl-> SA 0.001 0.061 0.952 Not supported
SC-> EA-> SA 0.142 3.959 0.000 Supported
SC-> JS-> SA 0.002 0.073 0.942 Not supported

HC, Human capital; SC, Social capital; PC, Psychological capital; Cl, Career
identity; JS, Job satisfaction; EA, Entrepreneurship ability; SA, Status attainment.

in a significant indirect relationship with status attainment via
entrepreneurship ability. Furthermore, PC was found to be in a
significant indirect association with status attainment, with job
satisfaction and entrepreneurship ability as mediator variables.
Lastly, social capital was in an indirect relationship with status
attainment, via entrepreneurship ability as a mediator.

CONCLUSION AND DISCUSSION

Based on the status acquisition model, this study analyzed
the HC, SC, and PC of ICH bearers from three perspectives.
In addition to the conventional socio-demographic factors
such as gender, age, place of residence, and education level
as control variables, status attainment was introduced as a
dependent variable, and occupational identity, job satisfaction,
and entrepreneurial ability were introduced as mediating
variables to construct a conceptual model in the hope of exploring
the multiple influencing factors of status attainment among ICH
bearers. This study attempts to apply the basic framework of
“three-dimensional capital theory” to the field of sociological
research to analyze the transmission and protection of ICH,
and to discuss in depth the specific relationship between the
accumulation of personal capital and the acquisition of the
status of ICH bearers.

As per the results of this research, all the hypotheses were
supported except H2, H9, and H10. Corresponding to the
findings of this research, human capital did not have any
significant impact on job satisfaction, this result was somewhat
different from a research survey conducted by Lyons and Akroyd
(2014) in the community college of United States, according to
their results HC was found to be in a significant relationship with
job satisfaction and job performance. Additionally, the results of
this study indicated an insignificant association between SC and
career identity. This finding tends to explain that social networks
are not necessarily important to impact individuals feeling
toward jobs. Furthermore, career identity and status attainment
did not have a significant relationship. The results were not in
accordance with a previous study conducted by Zhengde et al.
(2017).

The practical significance of this study is that it broadens
the scope for natural transmission, independent cultivation,

and intervention of the talent of ICH bearers, thus solving
the embarrassing situation of the difficulty of transmission and
protection of ICH. It embodies the humanistic care for the ICH
bearers and also points out the direction for improving the
cultivation of ICH inheritance talents.

Theoretical Implications

The theoretical significance of this study is to expand the
theoretical “space” for the analysis of the transmission
development of ICH bearers and to expand the interpretation
and application of the human capital theory (Blaug, 1976), social
capital theory (Seibert et al., 2001), psychological capital theory
(Luthans et al., 2004), and the status acquisition theory (Rozer
and Brashears, 2018). Inspired by the sociologist Merton, this
study attempts to break away from the monolithic or absolutist
application of the paradigm. The study attempts to break away
from the monolithic or absolute application of paradigms. The
study attempts to study the status acquisition of ICH bearers
from multiple perspectives, theories, and disciplines, including
social capital in sociology, human capital in management, and
psychological capital in psychology, to provide broader research
space and a diversified theoretical basis for the study of the
protection, transmission, and development of ICH in China.

In the face of the rich ICH resources, multi-level transmission
subjects, and changes in the ecological environment of ICH
caused by the modernization of urbanization in China, the
“identification and protection of ICH transmission subjects
has exceeded the capacity of solving the problem in concrete
practice.” This means that the general model temporary measures
are no longer able to cope with the changing characteristics
of ICH protection, and the unidirectional governmental policy
interventions cannot meet the practical needs of the sustainable
development of ICH. It is urgent to consider the issues of
ICH protection, transmission, and development from multiple
disciplines and perspectives, such as management, psychology,
and sociology, and to expand the theoretical space for the analysis
of the transmission and development of ICH inheritors.

It is not difficult to find that the research on ICH inheritance
has been crossed by multiple disciplines and perspectives, and
more studies have proved that in the face of specific problems
in practice, a single government intervention policy is bound to
face “malfunction” or “lack of strength of mind.” “The reason is
that the development of diverse ICH resources has led to a lag
in the formulation of government policies and a limited scope
of universal applicability.” On the one hand, this is reflected
in a single policy implementation force and a lack of social
participation, which in general presents a “dragging forward”
model in which the government is dominant. On the other
hand, the single policy recognition standard ignores the actual
problem of unreasonable talent structure of ICH inheritance, and
the policy orientation of recognizing representative inheritors of
ICH is based on a social group perspective, which has limited
universality (Wei et al,, 2021). The problem with this group
perspective is its limited universality.

This study attempts to analyze the relationship between
the stock accumulation of ICH bearers and their social status
acquisition in the process of inheritance and protection from the
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perspective of capital, and to describe the social class distribution
of ICH bearers in the traditional art category, and to analyze
the relationship between the different stocks of the capital of
ICH bearers and their social status acquisition in depth. To find
intervention strategies to enhance the capital of ICH bearers, we
will also provide an in-depth analysis of the relationship between
the capital stock of ICH bearers and their social status, and then
find intervention strategies to enhance the capital of ICH bearers.
In the end, we will promote the protection, transmission, and
development of ICH.

Practical Implications

The practical significance of this study is to enhance the targeted
interventions in the capital stock process of ICH bearers. It is
based on the talent cultivation of ICH bearers in the process of
inheritance and transmission and seeks to improve the targeting
of ICH bearers in the recognition of representative inheritance
status, and then improve the status of ICH bearers to obtain,
which is also the most direct practical point of this study.

In the analysis of previous studies, it can be seen that the
existing policy formulation and incentive mechanisms are more
inclined to protect and help the recognized representative bearers
of ICH, such as the program “Inheritors,” which uses new media
to promote ICH and raises the cultural consciousness of the
public to protect ICH by showcasing the performances of the
bearers of ICH items and their teams; and the “Beijing Intangible
Cultural Heritage The Beijing Municipal Intangible Cultural
Heritage Protection Special Fund Management Measures support
ICH transmission and protection in three ways: subsidies, interest
subsidies and incentives; the Beijing Municipal Government also
supports ICH transmission activities by purchasing the works
of representative ICH bearers.” These interventions are only
targeted at the established ICH representative bearers, and the
emphasis on the individual differences of ICH heritage groups
is weak. As a result, ICH representative bearers are not able
to fully utilize their strengths when they are identified, which
leads to a waste of resources and even makes it difficult for ICH
projects to be protected and passed on. It is of great practical
significance to analyze the relationship between the social status
of ICH representative bearers and the accumulated stock of three-
dimensional capital and to intervene in the three-dimensional
capital of ICH bearers in the long process of ICH transmission.

Currently, most of the existing research perspectives focus
on the identification of ICH representative bearers or the
problems in the development of ICH heritage as a recognized
representative bearer, and tend to explore the “results” of the
identification of ICH representative bearers, but rarely from the
perspective of the cultivation of ICH bearers. In this study,
we attempted to examine the “results” of the recognition of
ICH bearers, but rarely from the perspective of intervention
in the process of cultivating ICH bearers. To this end, this
study attempts to break through the issues of identification and
status acquisition of ICH representative bearers in a targeted
manner, starting from the identification process of ICH bearers’
cultivation and the accumulation of three kinds of capital stocks
of ICH bearers. At present, the development of ICH in China has
the advantage of abundant ICH resources, which can meet the

needs of China’s cultural development in a short period of time,
but in the end, it is difficult to cope with the impact and challenges
brought by the rapid development of cultural consumption in the
new era on the transmission and development of ICH.

The most important practical significance of this study
is discussing the status acquisition of ICH bearers is that
through the analysis of the status acquisition of ICH bearers
in the social structure, we can provide a targeted solution to
enhance the capital reserve, improve the competitiveness of ICH
representative bearers in recognition and status acquisition, and
solve the fundamental problem of cultivating bearers for the
sustainable development of ICH in China. It also provides a
solution for the sustainable development of ICH in China and
provides effective assistance for the sustainable development
of ICH projects.

Limitations and Future Research

Directions

This research has several limitations and future directions. First,
the investigation sample is from China, which is an emerging
economy. Thus, the findings of the research might not essentially
be generalizable to developed economies. Furthermore, people
in China follow Confucian culture hence they tend to
conform with the masses. Consequently, future researchers can
conduct this research study in different economies following
various societal norms to get new insights regarding the ICH
barriers. Additionally, several other considerations affect ICH
bearers’ attitudes. Hence, future investigators can add necessary
constructs based on theory of planned behavior (TPB) theories to
the research framework to offer a better explanation. Finally, this
research can be conducted in the future as follow-up research and
analyze the latest situation of ICH (Wei et al., 2021).
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