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ABSTRACT
IT self-employment is a growing trend. IS research however has 
mostly focused on careers of IT professionals in an 
organizational context. In this study, we use the Protean Career 
perspective to investigate reasons for the transition of IT 
professionals from organizational to self-employment in IT. 
Using eight waves of a longitudinal survey, we find that job 
satisfaction, growth need strength and IT human capital are 
positively associated with this career decision. We contribute to 
the literature on career mobility of IT professionals. 

CCS Concepts
• Social and professional topics~Computing occupations

cross-functional competencies; among many benefits, these 
enable agile and pair programming critical for rapid and reliable 
software development. Shared responsibilities enable flexible 
work and better work-life balance, critical in light of high work 
demands. Finally, IT firms endeavor to provide opportunities to 
perform a wide variety of tasks with project-based work [5] as 
well as avenues for continuous learning and application to 
satisfy the IT professional's intrinsic needs for skill development 
and creativity [6]. Given these potential benefits and abundant 
jobs, organizational employment has been preferred. This, 
however, does not explain the growing shift towards self-
employment. 
Individual agency and the desire to control one’s career path 
offers a potential explanation for this shift. The Protean Career 
framework [7] stresses this agentic career attitude characterized 
by greater self-direction and the goal of subjective career 
success [8]. Individuals with greater career mobility and a 
whole-life perspective instead of commitment to one 
organization are said to follow a Protean Career trajectory [9]. 
They are values-driven as they shape their career according to 
their own internal values and beliefs in contrast to, for example, 
organizational values and beliefs, and they are self-directed as 
they pursue their careers based on personally defined career 
goals [10]. Individual attributes such as psychological 
characteristics and human capital drive this agentic behavior 
[11]. Since IT professionals are characterized by higher growth 
needs [12], this perspective is germane to an investigation of 
their choice to transition from organizational to self-
employment. Career transitions have been shown to be 
influenced by numerous job characteristics such as pay, 
meaningfulness of work and autonomy; job satisfaction reflects 
an individual’s overall assessment of such characteristics, in the 
form of positive or negative feelings and attitudes toward their 
job. 
Against this background, we use the Protean Career perspective 
to examine how an IT professional’s overall job satisfaction, 
growth need strength and human capital influence their decision 
to transition from organizational to self-employment. Using 
longitudinal data from eight waves of the Understanding Society 
survey of British households, we find that individuals with 
higher job satisfaction, growth need strength and human capital 
are more likely to transition to IT self-employment. 
We contribute to literature on IT career mobility that has thus far 
examined transition to non-IT business unit positions [13], 
secondary labor market work [14] and turnaway from the 
profession [15] among others. Self-employment being a major 
driver of economic growth [16], the findings provide insight into 
this important career choice. 
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1. INTRODUCTION
Research on motivation, experiences, collaboration, and 
knowledge work of IT professionals has primarily been in the 
context of an organizational setting (for a synopsis, see Wiesche, 
Joseph, Thatcher, Gu and Krcmar [1]). Little attention has been 
paid to self-employment. Neglect of IT self-employment in IS 
literature is of concern, given that no less than 32% of all 
technology jobs in the US are now freelance, and this figure is 
projected to rise to 45% by 2028 [2]. This neglect could be 
attributed to organizational employment being the dominant 
work form for decades. From a total rewards perspective [3], 
organizational employment has the potential to satisfy various 
individual needs. 
Firstly, compared to self-employment, organizational 
employment provides several assured extrinsic outcomes, 
including steady income, benefits, and job security. Secondly, 
positive social outcomes, particularly important for IT 
professionals, are also readily accessible in an organizational 
setting [4]. These include advice from co-workers and access to 
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2. CONSTRUCTS 
2.1 Self-employment 
The Organization for Economic Co-operation and Development 
[17] defines the self-employed as those who own and work in 
their own business, including unincorporated businesses and 
own-account workers, and declare themselves as “self-
employed” in population or labor force surveys [17]. Following 
this, we conceptualize IT self-employment as “those who work 
in their own IT business, including unincorporated IT businesses 
and own-account IT workers, and declare themselves as IT self-
employed in population or labor force surveys”. 

2.2 Protean careers and determinants of self-
employment 
The Protean Career framework is characterized by greater career 
mobility and a whole-life perspective instead of commitment to 
one organization [9]. The individual shapes their career 
according to their own needs, values, and objectives. Success is 
determined by individual motivation and learning new skills. 
This focus on personal agency emphasizes individual disposition 
including psychological attributes, and employability that 
depends largely on human capital as antecedents to a Protean 
Career orientation [18]. Human capital is defined as ‘refers to 
the knowledge, skills, and abilities acquired from training, 
development, education, and other types of work and nonwork 
learning–based experiences’ [19]. The focus on psychological 
attributes and human capital as being central to the decision to 
enter self-employment is also echoed in literature on self-
employment and entrepreneurship across occupations [20, 21]. 

3. THEORY AND HYPOTHESES 
3.1 Job satisfaction and IT self-employment 
Job satisfaction refers to an individual’s overall positive or 
negative feelings and attitudes towards their job. It is defined as 
“a pleasurable or positive emotional state resulting from the 
appraisal of one's job or job experiences” [22]. Extensive 
literature on job satisfaction finds numerous antecedents to job 
satisfaction including pay, autonomy, supervisor support and 
opportunities for growth among others [23]. While high job 
satisfaction is associated with favorable outcomes such as better 
job performance, increased motivation and organizational 
citizenship behavior [24, 25], low levels of job satisfaction have 
been shown to be associated with low productivity, burnout and 
turnover [26]. 
From a Protean Career perspective, individuals seek to maintain 
greater control over their career [7]. This could mean seeking 
opportunities to develop skills and knowledge that will allow 
them to self-direct their careers. Job satisfaction can be an 
important factor in achieving this self-direction because 
individuals who are satisfied in their current job will be more 
likely to feel motivated to take on challenges [27]. Higher job 
satisfaction can contribute to an individual’s self-efficacy [28], 
making them feel more confident in their skills and abilities. 
This is because such self-efficacy beliefs are constructed by 
mastery experiences related to successes and failures [29]. 
Echoing this, Wu and Griffin [30] find that job satisfaction has a 
positive effect on core self-evaluations, a meta-trait that captures 
a positive self-concept [31]. This contributes to the 
psychological resources required for individuals to take 
ownership of their careers and cope with uncertainty [32]. Using 
a survey of 200 participants, Koumoundourou, Kounenou and 
Siavara [33] found that positive core self-evaluations strengthen 

vocational identity and career decision self-efficacy. Similarly, 
employing a survey of 3398 students, Rodrigues, Butler and 
Guest [11] found that positive core self-evaluations lead to 
greater Protean Career orientation. For these reasons, positive 
feedback from greater job satisfaction can be expected to 
increase individual’s desire for greater control and self-direction 
of their career. Self-employment provides an avenue in this 
direction as it has the potential to further increase autonomy and 
control over navigating one’s own career path [34]. On the other 
hand, individuals with lower levels of job satisfaction might 
experience negative core self-evaluations, and feel less confident 
in their knowledge and skills, leading to feelings of 
powerlessness [35, 36]; they might prefer turning over to 
another organization rather than the more challenging transition 
to self-employment. We therefore hypothesize, 
H1: Job satisfaction is positively associated with transition to IT 
self-employment. 

3.2 Growth need strength and IT self-
employment 
Individuals vary in their need to develop and grow 
professionally. Growth need strength is a measure of an 
individual’s desire to grow and develop [27]. Individuals with 
higher growth needs develop intentions and behaviors to seek 
out opportunities where they are challenged, ‘stretch 
themselves’ [37], and place higher importance on personal 
development and learning. This is especially important in a 
knowledge-based occupation like IT that is characterized by 
innovation and the need to stay current [12, 38]. Those 
periodically updating their skills and experimenting with the 
latest trends make themselves relevant to market demands. 
Individuals with high growth need strength, instead of waiting 
for opportunities, actively look for them to satisfy their innate 
needs for professional development [39]. They value the 
intrinsic rewards potentially attainable from excelling at 
challenging tasks [40]. IT self-employment presents one such 
potential avenue that could challenge the IT professional and 
satisfy their growth needs. Although an organizational setting 
might also present avenues for satisfying growth need strength, 
the additional onus of fulfilling organizational responsibilities 
might not be equally challenging. IT self-employment, however, 
will present more challenges and opportunities for growth. This 
is the major motivating factor in the Protean Career view. On the 
other hand, individuals with relatively less growth need strength 
may be content with the stability and security that their current 
job offers and may be less willing to take on the demands and 
risks associated with self-employment. Therefore, 
H2a: Growth need strength is positively associated with 
transition to IT self-employment. 
Growth need strength will further increase the individual’s 
desire for autonomy and control over their career in order to 
shape their own career trajectory such that it aligns with their 
personal values and goals for growth [34]. Individuals with 
greater growth need strength actively seek out opportunities to 
keep their knowledge and skills current [37, 41], which will 
increase their self-efficacy, leading to an increased desire to 
have greater control over their career. Echoing this, Lake, 
Highhouse and Shrift [42] found that the advancement motive 
displayed by individuals with high growth need strength was 
associated with greater career mobility. On the other hand, 
individuals with less growth need strength might be less likely to 
have a stronger desire for control over their career path and may 
be more comfortable in a traditional organizational setting. As 



individuals with greater job satisfaction can be expected to have 
increased desire for greater control over their career trajectory, 
growth need strength can be expected to moderate the main 
relationship in H1. Therefore, 
H2b: Growth need strength strengthens the positive association 
between job satisfaction and transition to IT self-employment. 

3.3 Human capital and IT self-employment 
Human capital theory posits that individuals have varying levels 
of knowledge and skills that have economic value [43]. Human 
capital has been shown to be positively associated with 
opportunity identification [44]. Among all the human capital 
constructs, education and work experience are the two most 
often prominently studied [45]. Because of the knowledge-
intensive nature of IT, human capital can be expected to play an 
important role in the decision to transition to self-employment. 
Individuals with more work experience for instance, can be 
expected to have greater knowledge of how organizations 
function and how they are managed [46]. They can apply this 
experience, knowledge, and problem-solving routines learnt 
over time to starting new ventures. These individuals develop 
environment scanning skills for relevant information and have 
mental schemas for how this information relates to clients, 
customers, and markets [47]. They have relatively developed 
capabilities in all three dimensions required to discover new 
opportunities in the technology context: prior knowledge of 
markets, ways to serve the market, and addressing customer 
problems [48]. Compared to individuals with less IT human 
capital, those with more human capital will therefore show more 
willingness to take on risks and pursue challenging 
opportunities, including IT self-employment. Therefore, 
H3a: IT Human capital is positively associated with transition to 
IT self-employment. 
Individuals with relatively less IT human capital can be 
expected to focus more on building up their IT knowledge, skills 
and experience. They might be relatively more accepting of 
organizational demands and make career choices based on labor 
market demands to grow their IT human capital, rather than 
demand greater personal control over their own career 
trajectory. On the other hand, individuals with higher levels of 
IT human capital will have relatively more options available to 
them in the IT industry [49]. They can afford to be more 
selective in their career choices when they contemplate career 
mobility. Compared to those with less IT human capital, such 
individuals will therefore have a greater desire for control over 
their career path. As individuals with greater job satisfaction can 
be expected to have increased desire for greater control over 
their career trajectory, IT human capital can be expected to 
moderate the main relationship in H1. Therefore, 
H3b: IT Human capital strengthens the is positive association 
between job satisfaction and transition to IT self-employment. 

4. METHOD 
4.1 Data Collection 
We use data from the Understanding Society survey of British 
households [50]. The survey is funded by the UK Economic and 
Social Research Council (ESRC) and executed by ESRC UK 
Longitudinal Studies Center in collaboration with the Institute 
for Social and Economic Research at the University of Essex. 
The objective of the survey is to improve our understanding of 
social and economic changes in Britain. The survey employs 
face-to-face interviews of a stratified clustered random sample 

of approximately 40,000 households representative of the British 
population. The same respondents are surveyed each year. Using 
eight waves of the data from 2009 to 2016, we identified 
individuals who worked in full-time organizational IT jobs and 
then transitioned to IT self-employment. 

4.2 Measures 
4.2.1 Dependent variable: 
Self-employment in IT: Dummy variable coded 1 if the 
individual transitioned from an organizational IT job during the 
previous wave to self-employment in IT during the current 
wave. Coded 0 if the individual continued to be in full-time 
organizational employment between the two successive 
interview waves. 

4.2.2 Independent variables: 
Job satisfaction: Individuals were asked ‘How dissatisfied or 
satisfied are you with your present job overall?’. Measured on a 
scale of 1 to 7 where 1 indicates ‘Completely dissatisfied’ and 7 
indicates ‘Completely satisfied’. The variable was lagged by one 
wave for analysis. 
Growth need strength: Various measures exist for growth need 
strength. It has been characterized as  learning goal orientation 
[51], need for achievement [52], and proactive personality [53]. 
We measured this variable using the response to the question: 
‘Would you like to take up work-related training?’ that captures 
learning goal orientation. 1 indicates yes, while 0 indicates no. 
The variable was lagged by one wave for analysis. 
IT Human capital: We proxy for IT human capital using the 
individual’s total IT work experience. We measure this as the 
total number of years of work experience in full-time IT jobs 
before taking up IT self-employment. 

4.2.3 Control variables: 
Gender: Gender was coded 0 for female and 1 for male. 
Marital Status: Marital status was coded 0 for never married, 
divorced or separated, and 1 if married, living as a civil partner 
or living as a couple. Marital status of the past interview wave 
was used for analysis. 
Age: Measured using natural logarithm of the respondent’s age 
at the time of interview. 
Education: Education was coded as 2 if the individual has a 
higher degree, 1 for A-level, GCSE or other equivalent 
qualification and 0 in case of no formal educational 
qualification. The variable was lagged by one wave. 
Risk propensity: Risk propensity was measured as part of a 
battery of psychological characteristics assessment. Measured 
on a scale ranging from 1 to 10, with 1 being low and 10 high. 
Unemployment rate: We obtained annual unemployment data 
from the UK Office for National Statistics (ONS) (ONS 2020), 
and used the figure corresponding to the year of the previous 
interview wave. 
Pay: The survey asked respondents for their gross pay per 
month. We used the natural logarithm of this figure for analysis. 
The variable was lagged to measure pay during the previous 
interview wave. 
 

5. RESULTS 
We used panel regression in Stata to estimate the effect of the 
independent variables on the probability of an individual 



choosing to transition from organizational to self-employment in 
IT. We included year dummy variables to control for time fixed 
effects. The overall model was significant (p=0.031). In the first 
model, we entered only the control variables. We did not find 
significant effects for gender, marital status, age or education. 
Individuals with higher risk propensity (β=0.016; p=0.054) and 
those with higher pay (β=0.018; p=0.022) were found to be 
significantly more likely to enter IT self-employment. Also, 
individuals were found to be significantly less likely to 
transition to IT self-employment during periods of higher 
unemployment (β=-0.012; p=0.043). 
We added each independent variable successively in subsequent 
models to test for their direct effects. The overall model 
explained 18.03% of variance in the dependent variable. Job 
satisfaction was found to be positively associated with transition 
to IT self-employment (β=0.009; p=0.012), showing support for 
H1. Individuals with higher growth need strength (H2a) 
(β=0.012; p=0.066) and IT human capital (H3a) (β=0.065; 
p=0.000) were also found to be significantly more likely to 
transition to IT self-employment. IT human capital was also 
found to moderate the main relationship (H3b) (β=0.007; 
p=0.066). However, we did not find significant effects for 
moderation by growth need strength (β=0.001; p=0.401). 

6. DISCUSSION 
This study investigates job satisfaction, growth need strength 
and IT human capital as determinants of transition from 
organizational to self-employment in IT. 
Literature shows that low job satisfaction might be a trigger for 
entry into self-employment [54, 55] while studies in IS have 
found job satisfaction to be a significant predictor of turnover 
[26, 56, 57]. In a survey of 4192 IT professionals in Singapore, 
Lee, Wong, Foo and Leung [54] find that an unfavorable 
innovation climate and lack of technical innovation incentives 
influence entrepreneurial intentions. Individuals with low job 
satisfaction and higher levels of human capital might therefore 
view self-employment as an attractive alternate employment 
option. However, we do not know if this holds across all 
occupations. Moreover, the Protean Career perspective provides 
an opposite view on how job outcomes may be interpreted 
differently based on the individual’s motivation to have greater 
control over their career direction. Indeed, our study finds that 
self-employment is more likely for individuals with higher job 
satisfaction. 
Individuals with higher growth need strength enjoy challenging 
work that stimulates their interest [58]. However, organizational 
employment might not always present the best setting for every 
employee to satisfy their growth needs. For instance, an ability 
mismatch might occur when the skills and abilities required in 
an IT job differ from those acquired in formal education, 
certifications, or through training programs. This poses a serious 
problem in a knowledge-intensive occupation such as 
information technology as an individual’s competencies risk 
being downgraded or irrelevant over time. Such individuals 
might turnover and look for alternative opportunities in the labor 
market where their abilities are a better ‘fit’ or where they have 
opportunities for further learning. Self-employment presents a 
viable alternative in these cases because individuals can choose 
specific kinds of projects to work on and have greater agency in 
building their desired skillset. 
Overall, we find that higher human capital in the form of IT 
work experience increases the likelihood of transition to IT self-
employment. IT experience allows for the accumulation of a 

wide range of occupation-specific managerial and technical 
skills. It also allows for widening an individual’s professional 
network that can be a source of advice in moving to IT self-
employment. It increases entrepreneurial alertness and enhances 
an individual’s credibility which gives them an edge over others 
while competing to acquire projects on freelance marketplaces, 
as well as getting hired as contract workers for organizations. 
Individuals with higher IT tenure have more experience in 
technical and managerial aspects of project management, 
including handling client expectations which is valued by clients 
on IT project marketplaces as well as organizations looking to 
hire independent contractors. 
Findings for pay and job satisfaction might be interpreted as 
strengthening the argument that IT professionals are driven to 
make career decisions based on non-pecuniary reasons. If this is 
the case, the motives behind IT self-employment can largely be 
seen as positive, intended to improve personal outcomes, and 
attain greater control over their career. 
Finally, unemployment rate was found to be negatively 
associated with the decision to move to IT self-employment. In 
other words, individuals in full-time organizational IT 
employment are significantly more likely to enter IT self-
employment during positive economic cycles. Periods of 
economic prosperity are associated with more opportunities that 
might serve to pull IT professionals into self-employment. 

7. CONTRIBUTION 
We advance the literature on careers of IT professionals by 
bringing into focus a neglected area of career transition, viz. IT 
self-employment. For the first time, we bring in longitudinal 
data to bear on IT self-employment, allowing analysis of actual 
behavior rather than intention [54]. From a careers perspective, 
the discretionary nature of transition to IT self-employment 
suggests that individuals are more likely to take control of and 
direct their career trajectories based on their needs, values and 
objectives even outside of organizational settings, and adds 
support to the Protean Careers argument [7]. 
 

8. REFERENCES 
[1] Wiesche, M., Joseph, D., Thatcher, J., Gu, B. and Krcmar, H. 
IT Workforce Research Curation. 
https://www.misqresearchcurations.org/blog/2019/6/17/it-
workforce, 2020. 
[2] TechRepublic 45% of Tech Jobs Will Be Freelance by 2028., 
https://www.techrepublic.com/article/45-of-tech-jobs-will-be-
freelance-by-2028/, 2020. 
[3] Lawler, E. E. Creating a new employment deal: Total 
rewards and the new workforce. Organizational Dynamics, 40, 4 
(2011/10/01/ 2011), 302-309. 
[4] Venkatesh, V., Windeler, J. B., Bartol, K. M. and 
Williamson, I. O. Person-Organization and Person-Job Fit 
Perceptions of New It Employees: Work Outcomes and Gender 
Differences. MIS Quarterly, 41, 2 (Jun 2017), 525-+. 
[5] Morris, M. G. and Venkatesh, V. Job Characteristics and Job 
Satisfaction: Understanding the Role of Enterprise Resource 
Planning System Implementation. MIS Quarterly, 34, 1 (Mar 
2010), 143-161. 
[6] Agarwal, R., Ferratt, T. W. and De, P. An experimental 
investigation of turnover intentions among new entrants in IT. 
SIGMIS Database, 38, 1 (2007), 8–28. 
[7] Hall, D. T. The protean career: A quarter-century journey. J 
Vocat Behav, 65, 1 (Aug 2004), 1-13. 



[8] Ng, T. W., Eby, L. T., Sorensen, K. L. and Feldman, D. C. 
Predictors of objective and subjective career success: A meta‐
analysis. Personnel psychology, 58, 2 (2005), 367-408. 
[9] Briscoe, J. P., Hall, D. T. and DeMuth, R. L. F. Protean and 
boundaryless careers: An empirical exploration. J Vocat Behav, 
69, 1 (Aug 2006), 30-47. 
[10] Volmer, J. and Spurk, D. Protean and boundaryless career 
attitudes: relationships with subjective and objective career 
success. Zeitschrift für ArbeitsmarktForschung, 43, 3 
(2011/01/01 2011), 207-218. 
[11] Rodrigues, R., Butler, C. L. and Guest, D. Antecedents of 
protean and boundaryless career orientations: The role of core 
self-evaluations, perceived employability and social capital. J 
Vocat Behav, 110 (2019/02/01/ 2019), 1-11. 
[12] Rong, G. and Grover, V. Keeping up-to-date with 
information technology: Testing a model of technological 
knowledge renewal effectiveness for IT professionals. 
Information & Management, 46, 7 (Oct 2009), 376-387. 
[13] Reich, B. H. and Kaarst-Brown, M. L. "Seeding the line": 
Understanding the transition from IT to non-IT careers. MIS 
Quarterly, 23, 3 (Sep 1999), 337-364. 
[14] Joseph, D., Boh, W. F., Ang, S. and Slaughter, S. A. The 
Career Paths Less (or More) Traveled: A Sequence Analysis of 
It Career Histories, Mobility Patterns, and Career Success. MIS 
Quarterly, 36, 2 (Jun 2012), 427-452. 
[15] Armstrong, D. J., Brooks, N. G. and Riemenschneider, C. 
K. Exhaustion from Information System Career Experience: 
Implications for Turn-Away Intention. MIS Quarterly, 39, 3 
(Sep 2015), 713-+. 
[16] Carlsson, B., Braunerhjelm, P., McKelvey, M., Olofsson, 
C., Persson, L. and Ylinenpää, H. The evolving domain of 
entrepreneurship research. Small Business Economics, 41, 4 
(2013/12/01 2013), 913-930. 
[17] OECD Gender differences in self-employment rates. 
https://www.oecd-ilibrary.org/docserver/entrepreneur_aag-2016-
29-
en.pdf?expires=1606187173&id=id&accname=guest&checksu
m=597262FEBC9B8D233EE9A42CCF2C9F5E, 2016. 
[18] Rodrigues, R., Guest, D. and Budjanovcanin, A. From 
anchors to orientations: Towards a contemporary theory of 
career preferences. J Vocat Behav, 83, 2 (Oct 2013), 142-152. 
[19] Kessler, E. H. Encyclopedia of management theory. Sage 
Publications, 2013. 
[20] Rauch, A. and Frese, M. Let's put the person back into 
entrepreneurship research: A meta-analysis on the relationship 
between business owners' personality traits, business creation, 
and success. European Journal of Work and Organizational 
Psychology, 16, 4 (2007/12/01 2007), 353-385. 
[21] Simoes, N., Crespo, N. and Moreira, S. B. Individual 
determinants of self‐employment entry: What do we really 
know? Journal of Economic Surveys, 30, 4 (2016), 783-806. 
[22] Locke, E. A. The nature and causes of job satisfaction. 
Handbook of Industrial and Organizational Psychology (1976). 
[23] Smith, P. C., Kendall, L. and Hulin, C. The measurement of 
satisfaction in work and behavior, 1969. 
[24] Judge, T. A., Thoresen, C. J., Bono, J. E. and Patton, G. K. 
The job satisfaction–job performance relationship: A qualitative 
and quantitative review. Psychological Bulletin, 127, 3 (2001), 
376. 
[25] Organ, D. W. and Ryan, K. A meta‐analytic review of 
attitudinal and dispositional predictors of organizational 
citizenship behavior. Personnel Psychology, 48, 4 (1995), 775-
802. 

[26] Ahuja, M. K., McKnight, D. H., Chudoba, K. M., George, 
J. F. and Kacmar, C. J. IT road warriors: Balancing work-family 
conflict, job autonomy, and work overload to mitigate turnover 
intentions. MIS Quarterly, 31, 1 (Mar 2007), 1-17. 
[27] Hackman, J. R. and Oldham, G. R. Development of the Job 
Diagnostic Survey. Journal of Applied Psychology, 60, 2 (1975), 
159-170. 
[28] Judge, T. A. and Bono, J. E. Relationship of core self-
evaluations traits-self-esteem, generalized self-efficacy, locus of 
control, and emotional stability-with job satisfaction and job 
performance: A meta-analysis. Journal of Applied Psychology, 
86, 1 (Feb 2001), 80-92. 
[29] Bandura, A., Freeman, W. H. and Lightsey, R. Self-
Efficacy: The Exercise of Control. J Cogn Psychother, 2 (158-
166. 
[30] Wu, C. H. and Griffin, M. A. Longitudinal Relationships 
Between Core Self-Evaluations and Job Satisfaction. Journal of 
Applied Psychology, 97, 2 (Mar 2012), 331-342. 
[31] Judge, T. A., Erez, A., Bono, J. E. and Thoresen, C. J. The 
Core Self-Evaluations Scale: Development Of A Measure. 
Personnel Psychology, 56, 2 (2003), 303-331. 
[32] Higgins, M., Dobrow, S. R. and Roloff, K. S. Optimism and 
the boundaryless career: The role of developmental 
relationships. J Organ Behav, 31, 5 (2010), 749-769. 
[33] Koumoundourou, G. A., Kounenou, K. and Siavara, E. 
Core Self-Evaluations, Career Decision Self-Efficacy, and 
Vocational Identity Among Greek Adolescents. Journal of 
Career Development, 39, 3 (2012), 269-286. 
[34] Patel, P. C. and Thatcher, S. M. B. Sticking It Out: 
Individual Attributes and Persistence in Self-Employment. J 
Manage, 40, 7 (Nov 2014), 1932-1979. 
[35] Sy, T., Tram, S. and O'Hara, L. A. Relation of employee 
and manager emotional intelligence to job satisfaction and 
performance. J Vocat Behav, 68, 3 (Jun 2006), 461-473. 
[36] Sarmiento, T. P., Laschinger, H. K. S. and Iwasiw, C. 
Nurse educators’ workplace empowerment, burnout, and job 
satisfaction: testing Kanter's theory. Journal of Advanced 
Nursing, 46, 2 (2004), 134-143. 
[37] Shalley, C. E., Gilson, L. L. and Blum, T. C. Interactive 
Effects of Growth Need Strength, Work Context, and Job 
Complexity on Self-Reported Creative Performance. Acad 
Manage J, 52, 3 (Jun 2009), 489-505. 
[38] Gallagher, K. P., Kaiser, K. M., Simon, J. C., Beath, C. M. 
and Goles, T. The requisite variety of skills for IT professionals. 
Commun. ACM, 53, 6 (2010), 144–148. 
[39] Lee, D. Y. and Tsang, E. W. K. The effects of 
entrepreneurial personality, background and network activities 
on venture growth. J Manage Stud, 38, 4 (Jun 2001), 583-602. 
[40] Toskin, K. and McCarthy, R. V. Information Technology 
Work Value Differences. Journal of Computer Information 
Systems, 61, 4 (2021/07/04 2021), 305-313. 
[41] Dragoni, L., Tesluk, P. E., Russell, J. E. A. and Oh, I. S. 
Understanding Managerial Development: Integrating 
Developmental Assignments, Learning Orientation, and Access 
to Developmental Opportunities in Predicting Managerial 
Competencies. Acad Manage J, 52, 4 (Aug 2009), 731-743. 
[42] Lake, C. J., Highhouse, S. and Shrift, A. G. Validation of 
the Job-Hopping Motives Scale. Journal of Career Assessment, 
26, 3 (2018), 531-548. 
[43] Becker, G. S. Human capital: A theoretical and empirical 
analysis, with special reference to education. University of 
Chicago press, 2009. 
[44] Ucbasaran, D. The fine 'science' of entrepreneurial 
decision-making. J Manage Stud, 45, 1 (Jan 2008), 221-237. 



[45] Marvel, M. R. Human Capital and Search-Based 
Discovery: A Study of High-Tech Entrepreneurship. Entrep. 
Theory Pract., 37, 2 (Mar 2013), 403-419. 
[46] Baron, J. N., Hannan, M. T. and Burton, M. D. Building the 
iron cage: Determinants of managerial intensity in the early 
years of organizations. Am Sociol Rev, 64, 4 (Aug 1999), 527-
547. 
[47] Ward, T. B. Cognition, creativity, and entrepreneurship. J 
Bus Venturing, 19, 2 (Mar 2004), 173-188. 
[48] Shane, S. Prior knowledge and the discovery of 
entrepreneurial opportunities. Organ Sci, 11, 4 (Jul-Aug 2000), 
448-469. 
[49] Ang, S., Slaughter, S. and Ng, K. Y. Human capital and 
institutional determinants of information technology 
compensation: Modeling multilevel and cross-level interactions. 
Manage Sci, 48, 11 (Nov 2002), 1427-1445. 
[50] BHPS. University of Essex, Institute for Social and 
Economic Research, NatCen Social Research, Kantar Public. 
(2019). Understanding Society: Waves 1-9, 2009-2018 and 
Harmonised BHPS: Waves 1-18, 1991-2009. [data collection]. 
12th Edition. UK Data Service. SN: 6614, 
http://doi.org/10.5255/UKDA-SN-6614-13.  
[51] VandeWalle, D., Brown, S. P., Cron, W. L. and Slocum Jr, 
J. W. The influence of goal orientation and self-regulation 
tactics on sales performance: A longitudinal field test. Journal of 
Applied Psychology, 84 (1999), 249-259. 
[52] Moneta, G. B. Need for achievement, burnout, and 
intention to leave: Testing an occupational model in educational 
settings. Personality and Individual Differences, 50, 2 
(2011/01/01/ 2011), 274-278. 
[53] Bateman, T. S. and Crant, J. M. The proactive component 
of organizational behavior: A measure and correlates. J Organ 
Behav, 14, 2 (1993), 103-118. 
[54] Lee, L., Wong, P. K., Foo, M. D. and Leung, A. 
Entrepreneurial intentions: The influence of organizational and 
individual factors. J Bus Venturing, 26, 1 (Jan 2011), 124-136. 
[55] Nikolaev, B., Shir, N. and Wiklund, J. Dispositional 
Positive and Negative Affect and Self-Employment Transitions: 
The Mediating Role of Job Satisfaction. Entrep. Theory Pract., 
44, 3 (2020), 451-474. 
[56] Moore, J. E. One road to turnover: An examination of work 
exhaustion in technology professionals. MIS Quarterly, 24, 1 
(Mar 2000), 141-168. 
[57] Thatcher, J. B., Stepina, L. P. and Boyle, R. J. Turnover of 
information technology workers: Examining empirically the 
influence of attitudes, job characteristics, and external markets. J 
Manage Inform Syst, 19, 3 (Win 2002), 231-261. 
[58] Bottger, P. C. and Chew, I. K.-H. The Job Characteristics 
Model and Growth Satisfaction: Main Effects of Assimilation of 
Work Experience and Context Satisfaction. Hum. Relat., 39, 6 
(1986), 575-594. 




