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Abstract: The perception that a person has of an entrepreneurial career ultimately influences his or her intention 
of pursuing such a career path. By investigating the perceptions that employees have of starting and managing 
an own business, the researchers looked for reasons why many individuals remain in the employment of others 
rather than embarking on an entrepreneurial career for themselves. The primary objective of this study was 
twofold, to establish the perceptions that employees have of an entrepreneurial career, and to establish the 
influence of these perceptions on their entrepreneurial intentions. Perceptions of an entrepreneurial career were 
established in terms of several work values. The data gathered from the 184 usable questionnaires was 
subjected to various statistical analyses. Multiple regression analysis was undertaken to investigate relationships 
between the perceptions held of self-employment and entrepreneurial intentions. The work values challenging, 
future prospects, freedom and time, and autonomy were identified as influencing the entrepreneurial intentions of 
employees participating in this study.  

Key phrases: career perceptions, employee perceptions, entrepreneurial career, entrepreneurial intentions, 
work values. 

 

1 INTRODUCTION AND PRIMARY OBJECTIVES  

Liñán (2008:260) contends that a person’s decision to start-up an entrepreneurial 

venture is influenced by that person’s personal preference or attraction towards 

entrepreneurship. This attraction is influenced by a person’s expectations and beliefs 

about the outcomes, such as personal wealth, autonomy or benefitting the 

community, resulting from pursuing such behaviour (Almobaireek, Alshmaimeri & 

Manolova 2011:52). Ashley-Cotleur, King and Solomon (2009:3) propose that a 

person’s attitude and values impact on his or her motivation to be self-employed.  

According to Pihie (2009:340), an attitude towards self-employment is a person’s 

perception of working as the owner of a business, and one’s attitude towards self-

employment is associated with self-employment intentions. Similarly, Sing, Saghafi, 

Ehrlich and De Noble (2010:394) argue that the decision to become self-employed 

“is interconnected with how he or she views self-employment”. In summary a 

person’s decision to follow a particular career path is influenced by their perception 

of whether that experience would be desirable or not, if they pursued that particular 

career.  
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Blanchflower (2004:25) contends that most individuals have “an unrealistically rosy 

view of what it is like to be running their own business rather than staying with the 

comparative security of being an employee”. Similarly, Cassar (2010:822) has found 

“significant over-optimism in the expectations” of emerging entrepreneurs concerning 

the success of their entrepreneurial activities. The questions thus arise as to how 

self-employment or entrepreneurship is perceived as a career, and whether these 

perceptions are related to entrepreneurial intentions. 

By investigating the perceptions that employees have of an entrepreneurial career, 

the researchers looked for reasons why so many people remain in the employment 

of others rather than embarking on an entrepreneurial career for themselves. The 

primary objective of this study was twofold, namely to establish the perceptions that 

employees have of an entrepreneurial career and to establish the influence of these 

perceptions on their entrepreneurial intentions. By investigating employees' 

perceptions of business ownership, this study provides insights into how starting and 

managing an own business is perceived as a career, and also why so few South 

Africans embark on this career path. Entrepreneurship is regarded by many as the 

solution to South Africa’s social and economic problems. As such, an understanding 

of the reason why some people become entrepreneurs and others do not could 

provide solutions on how to stimulate entrepreneurship among all South Africans, 

and hopefully address some of the economic problems in the country.  

For the purpose of this study, employee perceptions of an entrepreneurial career will 

be investigated in terms of several work values. Work values are important 

determinants of behaviour, particularly values that influence work attitudes (Twenge, 

Campbell, Hoffman & Lance 2010:1135). Work values shape employees’ perceptions 

of preference in the workplace, and directly influence their attitudes and perceptions 

(Twenge et al. 2010:1121). In this study, becoming self-employed or following an 

“entrepreneurial career” refers to starting and managing one’s own small business. 

Furthermore, the definition of a small business to be applied in this study is a 

business that is independently owned and managed, and employs fewer than 50 

persons. Entrepreneurial intention is a person’s intention to engage in entrepreneurship 
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(Drost 2010:28). According to Fatoki (2010:88), entrepreneurial intention is “one’s 

judgement about the likelihood of owning one’s own business”, whereas Krueger and 

Carsrud (1993:320) defines entrepreneurial intention as “a commitment to start a 

new business”.  As in the case of other studies (Drost 2010:31; Kakkonen 2010:71), 

entrepreneurial intentions in this study refer to the intentions of small business 

employees to start and manage their own small business, and/or their intentions to 

follow an entrepreneurial career. 

2 DESCRIBING AN ENTREPRENEURIAL CAREER 

Work values refer to the outcomes that people desire, and feel that they should 

achieve through their work; work values influence a person’s perceptions of a specific 

job (Twenge et al. 2010:1121). Judge and Bretz (1991:3) assert that work values are 

related to the way people feel about their work, to the way they behave in the job 

context, and to their overall job satisfaction. According to Fatoki and Chindoga 

(2012:310), work values are important triggers of entrepreneurial intention. For the 

purpose of this study, the perceptions that employees have of an entrepreneurial 

career have been established in terms of the work values identified by Farrington, 

Gray and Sharp (2011:6), namely challenging, stimulating, imaginative, responsibility, 

stress (reverse), job security, financial benefit, future prospects, flexibility, autonomy, 

time interaction, prestige and serving the community.  

Farrington et al. (2011:5) identified these work values after analysing several studies 

(e.g. Andersen 2006; Miller 2009; Millward, Houston, Brown & Barrett 2006; What 

students want 2007) investigating the career perceptions of a variety of different 

careers. In the present study the aforementioned work values have been categorised 

as intrinsic, extrinsic, and freedom- and social-related (Cennamo & Gardner 2008: 

892). How these work values are experienced in the context of an entrepreneurial 

career is described in the paragraphs below.  

2.1 Intrinsic work values  

Intrinsic values relate to satisfaction derived from features of the job and from the job 

itself. These values occur through the process of work, and include aspects such as 

creativity, intellectual challenge and stimulation (Cennamo & Gardner 2008:892; 
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Twenge et al. 2010:1121). The work values challenging, stimulating, imaginative, 

responsibility and stress (reverse) have been categorised as intrinsic work values in 

this study. 

Being an entrepreneur requires one to refine current procedures, identify 

opportunities, and come up with credible solutions to existing problems (Nieman, 

Hough & Nieuwenhuizen 2003:15). According to Ward (2004:174), being an 

entrepreneur is challenging in that one has to consistently generate ideas (be 

creative) and come up with ways of doing things differently. According to Rwigema 

and Venter (2004:62), entrepreneurs are required to carry the burden alone, and are 

responsible for ensuring that business operations run smoothly. Harris, Saltstone 

and Frabini (1999:447) contend that entrepreneurs are subject to large amounts of 

stress because of the heavy workload they carry and the role ambiguity they 

experience. Stress also occurs when entrepreneurs are unable to balance their work 

and family life (Gholipour, Bod, Zehtabi, Pirannejad & Kozekanan 2010:133). 

Entrepreneurs regularly feel exhausted, work under constant pressure, and have 

sleepless nights worrying (Blanchflower 2004:25).  

2.2 Extrinsic work values 

According to Twenge et al. (2010:1121), extrinsic work values focus on the 

consequences or outcomes of work, and are unrelated to the job itself. Extrinsic work 

values are tangible rewards such as financial remuneration, material possessions, job 

security, and opportunities for advancement (Cennamo & Gardner 2008:892; Duffy & 

Sedlacek 2007:359; Twenge et al. 2010:1121). The work values job security, financial 

benefit and future prospects have been categorised as extrinsic in this study. 

According to Bosch, Tait and Venter (2011:109), being self-employed comes with the 

prospect of financial freedom and financial rewards. Entrepreneurs can expect to be 

compensated for the time and capital that they have invested in the business. 

However, Benz (2006:12) has found that an entrepreneurial career is not particularly 

attractive in financial terms. Benz (2006:5) reports that entrepreneurs can expect to 

start with lower initial earnings than persons in paid employment, and will also 
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experience lower growth of earnings. It is expected that only the most successful 

entrepreneurs earn similar or higher earnings than employees in paid employment.  

2.3 Freedom-related work values 

Freedom-related work values concern work-life balance and working hours 

(Cennamo & Gardner 2008:892; Twenge et al. 2010:1121). For the purpose of the 

present study, the work values flexibility, autonomy and time have been categorised 

as freedom-related. An entrepreneurial career provides one with a flexible lifestyle as 

well as a considerable amount of autonomy and independence (DeMartino & 

Barbato 2003:816; Petty, Palich, Hoy & Longenecker 2012:12). Having one’s own 

business gives a feeling of being in control of one’s own life (Blanchflower 2004:25; 

Bosch et al. 2011:109) and the prospect of being one's own boss is one of the most 

highly valued characteristics of entrepreneurship. Benz (2006:10) has found that 

self-employed people are more satisfied in their jobs because they have more 

autonomy, greater opportunities to use their skills and abilities, and a higher degree 

of work flexibility than in an alternative career.  

According to Verheul, Carree and Thurik (2009:274), entrepreneurs usually have 

more flexibility in terms of working hours. However, entrepreneurs can potentially 

lead very busy lives, being fully occupied with the business (Blanchflower 2004:25). 

People who work for themselves work very hard, and spend long hours at work 

(Allen 2012:35; Bosch et al. 2011:110), they give more attention to work than they do 

to leisure (Blanchflower 2004:25), leaving little time for recreation or activities outside 

the context of the business (Bosch et al. 2011:111). Similarly, Rwigema and Venter 

(2004:57) point out that an entrepreneur’s family life may suffer as a result of 

business ownership. Especially in the early years, entrepreneurs have little free time 

to relax, and friends and family often take a back seat (Bosch et al. 2011:111).  

2.4 Social-related work values 

Altruistic values relate to issues such as making a contribution to society and helping 

others through work, whereas status-related values refer to aspects such as 

prestige, influence and recognition. Social values refer to the need to belong or to be 

connected through working with people and relationships with others (Cennamo & 
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Gardner 2008:892; Twenge et al. 2010:1121). Given their similarity, the social, status 

and altruistic work values have been combined into one category for the purpose of 

this study. This category has been named social-related work values and includes 

interaction, prestige and serving the community. 

Entrepreneurs do not work in isolation; they rely on others for expertise and resources 

(Allen 2012:35). According to Kuratko and Hodgetts (2007:127), entrepreneurs are 

required to interact on a regular basis with a diverse range of stakeholders, including 

regulators, venture capitalists, partners, lawyers, accountants, suppliers, employees 

and customers. 

Bosch et al. (2011:91) contend that individuals who start up entrepreneurial ventures 

are seen as achievers and are respected in their communities. Furthermore, in South 

Africa, entrepreneurs are seen as role models and are given heroic status (Bosch et 

al. 2011:91). Klyver (2010:27) has found that successful entrepreneurs had high 

levels of respect and status in their communities, and the higher the status and 

respect, the greater the likelihood of respondents having entrepreneurial intentions. 

According to Allen (2012:35) and Petty et al. (2012:12), being an entrepreneur gives 

one the opportunity to make a difference and to make a contribution to one’s 

community.  

3 ATTITUDES, PERCEPTIONS AND ENTREPRENEURIAL INTENTIONS 

An understanding of the relationship between values, attitude and behaviour is 

important if one is to understand an individual’s work-related behaviour (Ucanok 

2009:626). An individual’s values are a strong motivational force that influences their 

behaviour (Ucanok 2009:627). Douglas and Shepherd (1999:232) suggest that when 

choosing a particular career path, a person must decide whether the desirability of 

that career option is greater than that of alternative options. The term “desirability” is 

a form of value (Steel & König 2006:893), and values are considered to be important 

determinants of behaviour. Perceptions of desirability have been described as "the 

social and cultural factors that an individual expresses through the process of 

forming individual values" (Shapero & Sokol 1982). For instance, if one values 
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challenge and excitement, then one is more likely to look for a career that satisfies 

this need for challenge and excitement (Shapero & Sokol 1982).  

According to Twenge et al. (2010:1121), work values shape an employee's 

preference in the workplace and also influence his/her perceptions, behaviours and 

judgements regarding a specific job. Therefore, work values play a significant role in 

influencing and even predicting career choice (Duffy & Sedlacek 2007:359; Judge & 

Bretz 1991:23). Similarly, Brenner, Pringle and Greenhaus (1991:Internet) maintain 

that the decision to follow an entrepreneurial career is influenced by the outcomes 

and values associated with such a career.   

In his theory of planned behaviour, Ajzen (1991:188) describes attitude towards the 

behaviour as the extent to which an individual makes a favourable or unfavourable 

evaluation of the behaviour in question, and additionally is a function of beliefs 

applicable to the behaviour. As such, one’s attitude towards an entrepreneurial career 

refers to an individual’s perception of working as the owner of a business (Pihie 

2009:340), and according to the theory of planned behaviour, one’s attitude towards 

an entrepreneurial career determines one’s intentions to embark on such a career 

path (Urban, Botha & Urban 2010:115). Attitude towards the behaviour has been 

recognised by several studies as having the strongest influence on entrepreneurial 

intentions (Gird & Bagraim 2008:717; Gray, Farrington & Sharp 2010:14).  

The underlying assumption of the present study is that the more an employee 

perceives that he or she will experience certain values in the context of an 

entrepreneurial career, the more likely he or she is to have a favourable attitude 

towards such a career, which in turn is more likely to lead to such an employee 

having entrepreneurial intentions. Against this background the following hypotheses 

are proposed for empirical testing: 

H1a, 1c-1e: There is a positive relationship between the perception of the intrinsic-

related work values (challenging, stimulating, imaginative and responsibility) as 

applicable to an entrepreneurial career and the entrepreneurial intentions of 

employees. 



SM FARRINGTON  
G SHARP  
V GONGXEKA 
 

Employee perceptions and  
entrepreneurial intentions 

 

 

 
Journal of Contemporary Management 
DoE accredited 
ISBN 1815-7440 

 
Volume 10 

2013 
Pages 77 - 99 

 
Page 84 

 

H1b: There is a negative relationship between the perception of the intrinsic-

related work value, stress, as applicable to an entrepreneurial career and the 

entrepreneurial intentions of employees. 

H2a-2c: There is a positive relationship between the perception of the extrinsic work 

values (job security, financial benefit and future prospects) as applicable to an 

entrepreneurial career and the entrepreneurial intentions of employees. 

H3a-3c: There is a positive relationship between the perceptions of the freedom-

related work value (flexibility, autonomy and time) as applicable to an entrepreneurial 

career and the entrepreneurial intentions of employees. 

H4a-4c: There is a positive relationship between the perceptions of the social-

related work value (interaction, prestige and serving the community) as applicable to 

an entrepreneurial career and the entrepreneurial intentions of employees. 

4 RESEARCH METHODOLOGY 

4.1 Sample and sampling method 

Respondents were identified by means of convenience and judgemental sampling, 

and a survey instrument was administered to 400 employees working in small 

businesses in the Eastern Cape. The criteria by which respondents were identified 

and included in the study were as follows: the person had to be in the full-time 

employment of a small business operating in the Eastern Cape; the small business 

in which the person was employed had to have been in operation for at least one 

year, and had to employ fewer than 50 persons. In total, 184 usable questionnaires 

were returned. 

4.2 Data collection and statistical analyses 

The 14 work values under investigation were investigated by means of a structured 

self-administered measuring instrument, consisting of two sections. Section 1 

consisted of 77 randomised statements (items) describing what it could be like to run 

(own and manage) one’s own business, as well as several statements relating to 

entrepreneurial intentions. The items describing what it could be like to run one’s 

own business were sourced from the study of Farrington et al. (2011:15), whereas 
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the items measuring entrepreneurial intentions were sourced from the studies of 

Fatoki (2010:96), Kakkonen (2010:71) and Gupta, Turbam, Wasti and Sikdar 

(2009:404). The wordings of these items were retained but contextualised 

accordingly. Using a 7-point Likert-type scale, respondents were asked to indicate 

their extent of agreement with regard to each statement. The 7-point Likert-type 

scale was interpreted as 1 = strongly disagree through to 7 = strongly agree. Section 

2 requested information relating to the respondent as well as the small business in 

which the respondent was employed.  

The data collected from 184 usable questionnaires was subjected to various 

statistical analyses. The software programme Statistica version 10.0 was used for 

this purpose. Factor analyses were firstly undertaken to assess the validity of the 

scales measuring the independent and dependent variable. Thereafter, Cronbach 

alpha coefficients were calculated to assess the reliability of these scales. 

Descriptive statistics were calculated to summarise the sample data distribution. 

Lastly, multiple regression analysis was undertaken to establish the relationships 

between the independent variables (work values) and entrepreneurial intentions. 

5 EMPIRICAL RESULTS 

5.1 Describing the sample 

The majority of respondents participating in the study were female (71.74%) and 

most were between the ages 21 and 30 years (46.20%). Most respondents were 

Black (45.11%), followed by White (34.78%) and Coloured/Asian (20.11%). The 

majority (67.39%) of the respondents indicated that their parents did not own their 

own business. Most respondents worked in retail (34.80%), services (30.98%) or 

hospitality/tourism businesses (21.74%). Most (42.39%) of the businesses in which 

the respondents worked employed between one and four persons. The majority of 

respondents (86.41%) had been working in these businesses for five years or less. 

Among the different positions held by the respondents participating in the study, 

most (44.02%) were general staff members. 
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5.2 Validity and reliability 

A factor analysis of a confirmatory nature was undertaken to assess the validity of the 

dependent variable entrepreneurial intentions. Confirmatory factor analysis is common 

when scales from previous research are used to measure certain constructs (Reinard 

2006:428), as was the case in this study. In order to assess the validity of the 

independent variables (work values) an exploratory factor analysis was undertaken. 

The exploratory factor analysis was undertaken separately on each of the categories 

of independent variables, namely intrinsic, extrinsic, social- and freedom-related work 

values. Principal component analysis with a varimax rotation was specified as the 

extraction and rotation method. In determining the factors to extract, the percentage of 

variance explained and the individual factor loadings were considered. Items that 

loaded onto one factor only and reported factor loadings of greater than 0.5 

(Mustakallio, Autio & Zahra 2002:212) for both the confirmatory and the exploratory 

factor analyses were considered significant. Only factors with more than two items 

measuring that factor were considered for further statistical analysis. 

The confirmatory factor analysis revealed that seven of the ten items intended to 

measure entrepreneurial intentions loaded as expected. However, the exploratory 

factor analyses revealed that the original items measuring the 14 work values did not 

load as expected. Several items loaded onto factors that they were originally not 

intended to measure, and several items did not load onto any factors. The labelling 

and operationalisation of the affected work values were therefore adapted 

accordingly (see Table 1).  

Cronbach alpha coefficients (CA) were calculated to assess the reliability of the 

measuring instrument used in this study. According to Nunnally (1978), Cronbach 

alpha coefficients of greater than 0.70 are considered significant, and deem a scale 

to be reliable. However, Hair, Black, Babin, Anderson and Tatham (2006:137) assert 

that this lower limit may be reduced to 0.60 in certain cases. For the purpose of this 

study Cronbach alpha coefficients of less than 0.50 are regarded as unacceptable, 

those between 0.50 and 0.69 are regarded as sufficient, and those above 0.70 as 

acceptable (Nunnally 1978).  
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Based on the factor analysis, the operationalisation of several constructs was 

rephrased (Table 1) and the hypotheses revised (see Figure 1). Given the nature of 

these revisions, additional theoretical support was not deemed necessary. In addition 

to the rephrased operational definitions, the number of items, the minimum and 

maximum factor loadings, and the Cronbach alpha coefficients for each of the 

constructs are summarised in Table 1.  

TABLE 1: MEASUREMENT INSTRUMENT ANALYSIS 

Operationalisation of factors Items Factor loadings CA 

Entrepreneurial intentions: Refers to the intention to be self-
employed in the future and/or the intention to follow an 
entrepreneurial career. 

7 
Max: 0.878 
Min: 0.512 

0.848 

Intrinsic related work values 
Challenging: Requires prioritising and performing activities that are 
challenging and innovative. 

4 
Max: 0.761 
Min:  0.559 

0.727 

Stimulating: Requires performing activities that are adventurous, 
exciting and difficult. 

3 
Max: 0.758 
Min:  0.596 

0.608 

Stress: Is a source of worry, tension and constant pressure. 5 
Max: 0.792 
Min:  0.511 

0.700 

Extrinsic related work values 
Financial benefit and security: Provides a rewarding income 
level, allows one to increase personal wealth and provides for 
retirement income and ensured employment. 

6 
Max: 0.7334 
Min: 0.5459 

0.812 

Future prospects: Provides one the opportunity to grow personally 
and professionally. 

4 
Max: 0.8501 
Min: 0.5680 

0.742 

Stability and advancement: Provides a regular income and stable 
future, and opportunities for advancement in a chosen field. 

3 
Max: 0.7114 
Min: 0.5492 

0.630 

Freedom related work values 
Freedom and time: Allows for freedom to vary activities and to 
regulate one's working hours, as well having time for friends, family 
and outside interests. 

7 
Max: 0.6917 
Min: 0.5101 

0. 783 

Autonomy:  Allows for working independently and the making of all 
operational decisions.  

3 
Max: 0.8388 
Min: 0.5361 

0.577 

Flexibility: Allows for being one’s own boss, to operating a 
business in a manner that one sees fit, and to adapt to changing 
circumstances. 

3 
 

Max: 0.7973 
Min: 0.5455 

0.500 

Social related work values 
Serving the community: Provides the opportunity to help others, 
be of service to the community and make the world a better place. 

3 
Max: 0.7874 
Min: 0.7448 

0.7130 

Interaction and approval: Requires working closely with others, 
and allows one to make a contribution to society and gain 
recognition and approval of others. 

5 
Max: 0.7286 
Min: 0.5564 

0.700 

Source:  Authors 
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Factor loadings of ≥ 0.5 were reported for all factors, providing sufficient evidence of 

validity for the measuring scales. In addition, Cronbach alpha coefficients of greater 

than 0.70 (Nunnally & Bernstein 1994) were reported for six of the factors, 

suggesting acceptable reliability for the measuring scales used to measure these 

constructs. Stimulating, stability and advancement, autonomy and flexibility all 

reported Cronbach alpha coefficients of less than 0.70 but greater than 0.50, thus 

indicating sufficient evidence of reliability (Nunnally 1978). 

FIGURE 1: HYPOTHESISED RELATIONSHIPS SUBJECT TO EMPIRICAL TESTING 

 

Source:  Authors 

5.3 Descriptive analyses 

Descriptive statistics were calculated to summarise the sample data distribution (see 

Table 2). For discussion purposes, response categories on the 7-point Likert type 

scale were categorised as disagree (1≤x<4), neutral (4≤x<5) and agree (5≤x<8).  

The intrinsic work value challenging returned a high mean score of 6.065. The vast 

majority of respondents (92.40%) agreed that starting and managing an own business 

requires one to perform activities that are challenging and innovative. Of this majority, 
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only 36.41% ‘somewhat agreed’ with this description. Stimulating returned a means 

score of 5.342 with the majority (73.91%) of respondents agreeing that an 

entrepreneurial career would involve performing activities that are adventurous, 

exciting and difficult. The independent variable Stress returned the lowest mean score 

( x  = 4.750), with only 50.54% of respondents agreeing that starting and managing 

their own business would be a source of worry, tension and constant pressure. 

TABLE 2:  DESCRIPTIVE STATISTICS (N=184) 
 

Factor Mean Std. Dev Disagree% Neutral% Agree% 

Challenging 6.065 0.823 1.630 5.978 92.391 

Stimulating 5.342 1.139 12.500 13.587 73.913 

Stress 4.750 1.170 22.826 26.630 50.543 

Financial benefit and security 5.284 1.107 10.326 22.826 66.848 

Future Prospects 6.189 0.882 4.348 4.891 90.761 

Stability and advancement 5.607 1.069 7.608 15.217 77.171 

Freedom and time 5.176 1.070 13.043 22.826 64.130 

Autonomy 5.611 1.178 7.065 15.217 77.717 

Flexibility 5.884 0.874 2.717 7.609 89.674 

Serving the community 5.725 1.036 3.804 16.848 79.348 

Interaction and approval 6.170 0.754 1.630 4.348 94.022 

Entrepreneurial intentions 5.634 1.120 9.239 16.30 74.457 

 
Source:  Authors 

The extrinsic work value future prospects reported the highest mean score of 6.189, 

with the vast majority (90.76%) of respondents agreeing that an entrepreneurial 

career would give one the opportunity to grow personally and professionally. Stability 

and advancement returned a mean score of 5.607, while financial benefit and 

security reported a mean score of 5.248. The majority of respondents (77%) agreed 

that an entrepreneurial career would provide them with a regular income and a 

stable future, as well as opportunities for advancement in their field, and 66.85% 

agreed than starting and managing their own business would provide them with a 
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rewarding income, allowing them to increase personal wealth, provide for retirement 

income, and ensure employment. 

For the freedom-related work values of freedom and time, autonomy and flexibility, 

mean scores of 5.176, 5.611 and 5.884 were reported respectively. Of the 

respondents, 64.13% agreed that an entrepreneurial career would allow one the 

freedom to vary activities, regulate working hours, and have time for friends, family 

and outside interests, while 77.71% agreed that being an entrepreneur requires one 

to work independently and make all the operational decisions for business. The 

majority of the respondents (89.67%) agreed that an entrepreneurial career would 

allow one to be one’s own boss, to operate a business in the manner one sees fit, 

and to adapt to changing circumstances. 

With regard to social-related work values, interaction and approval also reported a 

high mean score of 6.170, while serving the community reported a mean score of 

5.725. The great majority of the respondents (94%) agreed that an entrepreneurial 

career would require one to be people-orientated, work closely with others and gain 

their approval. Most of the respondents (79%) also agreed that an entrepreneurial 

career could give one the opportunity to help others and be of service to the 

community.  

The dependent variable entrepreneurial intentions returned a mean score of 5.634, 

with the majority of the respondents (74.46%) agreeing that they intended to become 

self-employed in the future and/or to follow an entrepreneurial career. 

5.4 Multiple regression analysis 

The results of the multiple regression analysis (see Table 3) show that these 

independent variables explained 42% of the variability in the dependent variable 

entrepreneurial intentions.  

From Table 3 it can be seen that a positive linear relationship (0.3520; p < 0.001) is 

reported between challenging and entrepreneurial intentions. As this relationship is 

positive, it suggests that the more an entrepreneurial career is perceived as one 

where individuals are required to perform activities that are challenging and 
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innovative, the more likely the employees participating in this study would be to 

pursue such a career. The results also show a positive linear relationship between 

future prospects (0.3989; p < 0.001) and entrepreneurial intentions. This implies that 

the more an entrepreneurial career gives one the opportunity to grow personally and 

professionally, the more likely the employees participating in this study would be to 

follow such a career. 

A significant positive linear relationship is also reported between freedom and time 

(0.2299; p < 0.05) and entrepreneurial intentions. In other words, it is perceived that 

the more an entrepreneurial career will allow one freedom to vary activities and to 

regulate one's working hours, as well as allow one to have time for friends, family 

and outside interests, the more likely one is to follow such a career. A negative 

relationship is, however, reported between autonomy (-0.1637; p < 0.05) and 

entrepreneurial intentions. In other words the more an entrepreneurial career 

requires one to work independently and make all operational decisions, the less 

likely one is to follow such a career.  

TABLE 3: INFLUENCE OF THE INDEPENDENT VARIABLES ON ENTREPRENEURIAL INTENTIONS 

Dependent variable:  Entrepreneurial intentions                                                           R-Square = 0.4229 

Independent variables Beta t-value Sig.(p) 

Challenging  0.351992 3.66527 0.000329*** 

Stimulating  -0.011049 -0.16851 0.866379 

Stress -0.061121 -0.99828 0.319544 

Financial benefit and security 0.038480 0.39315 0.694695 

Future  prospects 0.398862 4.06779 0.000072*** 

Stability and advancement 0.115779 1.30399 0.193979 

Freedom and time 0.229864 2.44528 0.015482* 

Autonomy -0.163738 -2.30825 0.022175* 

Flexibility 0.166048 -1.82582 0.069612 

Serving the community 0.144215 1.77749 0.077254 

Interaction and approval 0.035298 0.30641 0.759662 

(*p<0.05; **p<0.01; *** p<0.001) 
Source:  Authors 
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This study found insufficient statistical support for the relationships hypothesised 

between the independent variables stimulating, stress, financial benefit and security, 

stability and advancement, flexibility, serving the community, interaction and approval, 

and the dependent variable entrepreneurial intentions. In other words, whether or not 

these work values are perceived to exist when following an entrepreneurial career, has 

no influence on the intentions of the employees participating in this study to follow 

such a career.   

Against this background, support is found for the hypothesised relationships between 

the work values challenging (H1a), future prospects (H2b) and freedom and time (H3a), 

and the dependent variable entrepreneurial intentions, but not for the work values 

stimulating (H1b), stress (H1c), financial benefit and security (H2a), stability and 

advancement (H2c), flexibility (H3b), autonomy (H3c), serving the community (H4a), 

and interaction and approval (H4b). Although a significant relationship was reported 

between autonomy (H3c) and entrepreneurial intentions, the relationship was 

negative, and the hypothesis was therefore not supported.  

6 CONCLUSIONS  

The primary objectives of this study were to establish the perceptions that 

employees had of an entrepreneurial career, and to establish the influence of these 

perceptions on their entrepreneurial intentions. In order to establish the perceptions 

that the employees had of an entrepreneurial career (in terms of several work 

values) descriptive statistics were calculated. Mean scores of between 4.75 and 6.19 

(7-point Likert-type scale) were reported for the work values under investigation.  

The factors future prospects and interaction and approval returned the highest mean 

scores, with the majority of respondents agreeing that an entrepreneurial career 

would give them the opportunity to grow personally and professionally, would require 

them to work closely with others, and would allow them to make a contribution to 

society and gain the approval of others. With the exceptions of stress, more than two 

thirds of the respondents (between 64% and 94%) agreed that all the work values 

investigated in this study would be realised in the context of an entrepreneurial 

career. Stress reported the lowest mean score, with only 50% agreeing that starting 
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and managing their own business would be a source of worry, tension and constant 

pressure.  

Given the descriptive statistics reported, it can be concluded that for most of the work 

values investigated, the perceptions that the employees had of an entrepreneurial 

career corresponded to the description thereof in the literature. However, the results 

relating to the perceptions of stress, financial benefits and security and freedom and 

time, require further discussion. As mentioned above, only 50% of employees agreed 

that an entrepreneurial career would be stressful. This finding contradicts the literature, 

where several sources (Blanchflower 2004:25; Gholipour et al. 2010:133; Kuratko & 

Hodgetts 2007:128) proposed that entrepreneurs are subject to large amounts of 

stress.  

Close to 70% of respondents perceived that an entrepreneurial career provides 

financial benefits and security. However, Benz (2006:12) reports that an 

entrepreneurial career is not particularly financially attractive. Furthermore, 65% of 

respondents agreed that an own business would allow for freedom to vary activities 

and working hours, and would allow time for friends, family and outside interests. This 

finding concurs with that of Verheul et al. (2009:274), who assert that entrepreneurs 

usually have more flexibility and freedom in terms of working hours, but contradicts 

that of most authors (Bosch et al. 2011:11) who suggest that entrepreneurs work long 

hours, leaving little time for outside interests, family and friends. 

The descriptive statistics suggest that the employees participating in this study had a 

positive perception of an entrepreneurial career, namely a career that is challenging 

and stimulating with relatively low levels of stress, a career that provides future 

prospects, financial benefits and job security, a career that gives one autonomy, 

flexibility and free time, as well as a career that gives one opportunities for serving 

the community and interacting with others. It is thus not surprising that almost 75% of 

respondents agreed that they intended to become self-employed in the future and/or 

to follow an entrepreneurial career. However, whether these intentions will become a 

reality or not is unknown. Blanchflower (2004:25) reports that despite a high 

proportion of respondents in his study showing preference for self-employment, the 
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reality thereof was something different. Although not statistically supported, the 

findings of this study relating to intentions to become self-employed, as well as the 

current low levels of entrepreneurial activity reported in South Africa, seem to 

support Blanchflower’s findings (2004). 

The following work values were identified as influencing the entrepreneurial 

intentions of employees participating in this study; challenging, future prospects, 

freedom and time and autonomy. Future prospects, followed closely by challenging, 

were found to have the greatest influence on entrepreneurial intentions. The more an 

entrepreneurial career is perceived to provide the opportunity to grow personally and 

professionally, and the more an entrepreneurial career requires one to perform 

activities that are challenging and innovative, the more likely the employees 

participating in this study would be to pursue such a career.  

The results relating to freedom and time and autonomy suggest that the freedom to 

vary activities and to regulate one's working hours, as well as allow one to have time 

for friends, family and outside interests, attracted the participants in this study to an 

entrepreneurial career, whereas the idea of working independently and making all 

operational decisions (autonomy), did not. Given that working independently and being 

responsible for making all operational decisions are unavoidable when following an 

entrepreneurial career, one could suggest that even though employees are positive 

about entrepreneurship as a career, they would not become entrepreneurs because 

they do not want the responsibility and independence that goes with it. It is this 

responsibility and independence, amongst others, that motivates entrepreneurs to 

become entrepreneurs (Allen 2012:27; Choo & Wong 2006:52). The desire for 

independence has been found to be a very strong predictor of entrepreneurial 

intentions (Almobaireek et al. 2011:56). The results and conclusions relating to 

autonomy should, however, be interpreted in light of the construct’s poor reliability.   

7 IMPLICATIONS 

The findings of this study have implications for both employers and employees. 

Employees who perceive self-employment as a career that is challenging with low 

levels of stress, a career that provides future prospects, financial benefits and job 
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security, a career that gives one autonomy, flexibility and free time, as well as a 

career that gives one opportunities for serving the community and interacting with 

others, are people who view self-employment in a positive light and could in the 

future start up their own business. Employers should take note of these individuals 

as they could become future competitors.  

The findings of this study also provide employers with insights into why employees 

react or behave in certain ways when decisions are made, especially decisions 

relating to wages and bonuses. Unrealistically high perceptions of the income 

generated through self-employment are likely to solicit negative reactions when lower 

than expected wage increases and bonuses are announced. Perceptions of business 

performance should be managed carefully, and employees should be prepared in 

advance in terms of whether bonuses or wage increases would be forthcoming or not. 

It is important that the employees in a country should have realistic perceptions of 

what it is like to be self-employed. Employees should be clear about whether they will 

be able to achieve the work values that are important to them in the context of an 

entrepreneurial career. Furthermore, they should have a clear and accurate 

understanding of what having an own business would entail, and what would be 

expected of them. Unrealistically low perceptions of the responsibility carried and the 

stress experienced, or unrealistically high perceptions of the income earned and the 

free-time generated though self-employment could result in individuals not suited to 

self-employment embarking on such careers. Unrealistic positive perceptions of self-

employment could lead to frustration, jealousy and dissatisfaction, whereas 

unrealistically negative perceptions could discourage people from pursuing such 

careers. Educators, career counsellors, training institutions and the media have a 

responsibility to provide a realistic and balanced portrayal of an entrepreneurial career.  

8 LIMITATIONS AND FUTURE RESEARCH 

The exploratory factor analyses revealed that several items loaded onto factors they 

were not originally intended to measure, and several items did not load at all. As a 

result operationalisation was problematic, and reformulation was necessary in the 

case of certain work values. The entrepreneurial attributes stimulating, stability and 
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advancement, autonomy and flexibility all reported Cronbach alpha coefficients of 

less than 0.70. Although “sufficient” evidence of reliability was provided for the scales 

measuring these factors, the results should be interpreted with caution. 

Convenience and judgemental sampling was used to identify the potential 

respondents in this study. Consequently the findings of the study cannot be 

generalised to the population as a whole. Using scales that rely on one-time individual 

self-reporting by respondents is a source of potential bias in the study.  Investigating 

whether employees’ perceptions of an entrepreneurial career differ from those of their 

employers could shed light on the behaviour of employees as well as on their attitudes 

towards their employers. Furthermore, whether demographic factors such socio-

economic status, age, gender, and having entrepreneurial parents or not, amongst 

others, influence the perception of an entrepreneurial career, is a research avenue 

worth further investigation.  
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