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Abstract Previous studies suggest that individual career
satisfiers such as earning wealth and developing relation-
ships with employees are important drivers of intentions
to start an entrepreneurial career. However, less is known
about their effects on broader, downstream career deci-
sions such as intentions to remain in entrepreneurial
careers. Based on data from 228 business owners, we
find that employee relationship career satisfiers drive
intentions to remain in entrepreneurship while status-
based career satisfiers do not. Further, our study reveals
that the cognitive relationships between career satisfiers
and career continuance intentions are socially situated
such that emotional support from family changes these
relationships, especially when examined between owners
of family and nonfamily businesses.
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1 Introduction

Of the nearly 50% of new businesses that close within
4 years of creation, 17% are considered by the owner to
be operating successfully (Headd 2003), suggesting that
business owners often decide to exit their ventures for a
variety of reasons beyond financial stress and failure
(DeTienne 2010). While entrepreneurial exit research
has improved our understanding of possible triggers that
lead owners to close their business (DeTienne and
Cardon 2012), it has not addressed the deeper, cognitive
motives underlying broader entrepreneurial career con-
tinuance issues. That is to say, we seem to know a great
deal about why entrepreneurs decide to exit their ven-
tures, but we know very little about why some choose to
remain in entrepreneurial careers rather than choose
other forms of employment. Exploring these deeper
career desires can provide a more complete picture of
entrepreneurial career decisions beyond simply the ini-
tial decision to start a business (Caliendo et al. 2014) and
therefore may help to explain why some business
owners close their doors despite financial success.

Entrepreneurship scholars suggest that understanding
the dynamic relationship between career motives and
career intentions is best understood from a socially
situated cognition perspective (Bacq et al. 2017;
Mitchell et al. 2011). This entails identifying both cog-
nitive drivers of entrepreneurial career intentions and
socio-environmental influences of these cognitive
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relationships (Smith and Semin 2004). Research shows
that while starting an entrepreneurial career is often
motivated by economic desires such as earning wealth
and growing successful businesses (Carter et al. 2003;
Cassar 2007), it can also be motivated by a variety of
non-pecuniary career elements such as passion, favor-
able job characteristics, and pursuit of one’s own ideas
(Benz 2009; Burke et al. 2002; Shane et al. 2003;
Werner et al. 2014). Hence, the cognitive factors driving
entrepreneurial continuance are likely based on satisfy-
ing career preferences for both achieving status, such as
being recognized for business success, and more
socioemotional preferences, rooted in the development
of meaningful interpersonal relationships with em-
ployees (Eddleston and Powell 2008). Consequently,
our aim is to link these two important career satisfiers
related to status and employee relationships with inten-
tions to remain in entrepreneurship.

In terms of important social factors that alter cogni-
tive relationships between career satisfiers and intentions
to remain an entrepreneur, entrepreneurship and careers
literatures often point to the important influence of one’s
family (Aldrich and Cliff 2003; Lent et al. 1994). In
considering how individuals become embedded in their
careers and committed to an occupation, research stress-
es how individuals take their family into account before
making changes (Feldman and Ng 2007). Similarly, the
family embeddedness perspective of entrepreneurship
highlights how the intertwining of one’s family and
business has a profound impact on entrepreneurial ex-
periences (Aldrich and Cliff 2003; Powell and Eddleston
2013), suggesting that the family provides Bthe oxygen
that feeds the fire of entrepreneurship^ (Rogoff and
Heck 2003: 559). Such research, therefore, suggests that
a theory of entrepreneurial career continuance is incom-
plete without considering familial influence. According-
ly, we posit that relationships between the career
satisfiers and intentions to remain an entrepreneur are
contingent on entrepreneurs’ perceptions of emotional
support from their families.

Further, since research drawing from the family
embeddedness perspective suggests that the active in-
volvement of family members in family firms creates a
shared destiny among the family and fosters resiliency
for an entrepreneur (Cruz et al. 2012), we also investi-
gate socio-cognitive career relationship differences be-
tween owners of family and nonfamily firms. Specifi-
cally, because of the increased role of familymembers in
family businesses (Powell and Eddleston 2017), we

contend that the moderating effects of emotional support
from family on the cognitive relationships between ca-
reer preferences and intentions to remain an entrepre-
neur are intensified for entrepreneurs who own family
businesses.

Analysis of 228 entrepreneurs provides evidence that
career satisfiers related to the development of employee
relationships are important drivers of increased inten-
tions to remain an entrepreneur, while status-based
drivers are not. Further, our findings provide support
for social-cognitive approaches to entrepreneurial career
decisions in that emotional support from family interacts
with individual career satisfiers to predict intentions to
stay in entrepreneurship. However, the results highlight
the complexity with which family support influences
entrepreneurs’ career decisions by revealing that family
support can strengthen one’s resolve to remain in entre-
preneurship when it is properly aligned with the career
goals of the entrepreneur, but it can also be a hindrance
to continued entrepreneurship when misaligned. Addi-
tionally, we find that these relationships change depend-
ing on whether the entrepreneur owns a family or non-
family business. For owners of family businesses, high
perceived emotional support from family has the
greatest impact on intentions to remain in entrepreneur-
ship for those who place little importance on employee
relationships. Thus, contrary to our hypotheses, it ap-
pears that family relationships may substitute employee
relationship cognitive drivers. For owners of nonfamily
businesses, high perceived emotional support from fam-
ily amplifies the positive effect of employee relation-
ships on intentions to remain in entrepreneurship.

In examining intentions to remain in entrepreneurial
careers, we provide a more nuanced view of entrepre-
neurial career theory (Burton et al. 2016; Dyer 1994) by
moving beyond a singular focus on drivers of simply
entering entrepreneurship to factors explaining commit-
ment to the entrepreneurship career path. Further, this
study pushes researchers to consider the underlying
cognitive and socio-emotional mechanisms of entrepre-
neurial decision making beyond those tied to specific
ventures (Shepherd et al. 2015). By explaining the in-
teractive effects of cognitive career drivers and emotion-
al support from family in both family and nonfamily
businesses, we answer calls for integrative cognitive and
socio-emotional-based models in entrepreneurship stud-
ies (Dew et al. 2015; Mitchell et al. 2011). Practically,
explaining what compels entrepreneurs to continue in
their current career paths aids in understanding why
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some owners exit ventures despite financial success. In
doing so, this study makes ancillary contributions to
theory at the entrepreneurship-family interface
(Jennings and McDougald 2007) and social-contextual
effects in entrepreneurial processes (Zhara 2007).

2 Theory and hypotheses

2.1 A socially situated cognitive perspective
on remaining in an entrepreneurial career

Entrepreneurial career theory is concerned with
explaining Bthe careers of those who found
organizations^ (Dyer 1994: 8). As a unique and distinct
career path, an entrepreneurial career may span the
entirety of an individual’s career life or merely explain
a phase in one’s overall career journey (Hytti 2010).
Entrepreneurial careers encompass a host of career pro-
gression dilemmas influenced by stress, hiring em-
ployees, balancing work and family, managing firm
growth, developing an organizational hierarchy, main-
taining control of the venture, succession planning, and
business survival (Dyer 1994; Katz 1994). Based on
these career challenges, career-related decisions often
concern issues of entrepreneurial career continuance
(DeTienne 2010). However, few studies have adequate-
ly addressed intentions to remain in an entrepreneurial
career (Feldman and Bolino 2000). Intentions to remain
an entrepreneur reflect a business owner’s emotional
linkage to an entrepreneurial career based on value
fulfillment and needs satisfaction (Felfe et al. 2008).
Hence, we posit that an entrepreneur’s intention to con-
tinue in an entrepreneurial career signifies a desire to
satisfy career needs through continued business owner-
ship rather than other forms of employment.

The socially situated cognitive perspective of entre-
preneurship stems from Bandura’s (1989) theory of
social cognition which proposes that human agency to
act or intend to act is part of a causal structure in which
cognitive and environmental factors interact. Thus, ap-
plying a socio-cognitive lens to the study of entrepre-
neurial careers calls for the explanation and examination
of both cognitive and social-environmental factors as-
sociated with career-related intentions such as
embarking on an entrepreneurial career (Bacq et al.
2017) and future career plans (Marshall 2016). Socio-
cognitive career perspectives in particular suggest that
contextual factors such as family influences, Bfuel

personal interests and choices and comprise the real
and perceived opportunity structure within which career
plans are devised and implemented^ (Lent et al. 1994:
107). Hence, in our socially situated cognition frame-
work of entrepreneurial career continuance, career
satisfiers represent the cognitive factors that drive inten-
tions to remain an entrepreneur, while emotional support
from family and the status of the entrepreneur as a
family versus nonfamily business owner represent the
socio-environmental factors that interact with cognitive
career satisfiers to explain intentions to remain.

2.2 Cognitive factors—status-based and employee
relationship career satisfiers

The careers and entrepreneurship literatures suggest that
career choices are influenced by perceptions of the
degree to which elements of a career meet the needs of
the career actor (Carter et al. 2003; Eddleston and
Powell 2008; Mitchell et al. 2001). Accordingly, inten-
tions to remain an entrepreneur are likely influenced by
one’s preference for, and satisfaction with, certain types
of career work (Feldman and Bolino 2000). Onemethod
of determining career preferences is accomplished by
examining individual career satisfiers. Career satisfiers
represent what individuals are looking for in their ca-
reers (Eddleston et al. 2006). While prior studies on
sources of entrepreneurial career satisfaction have
tended to concentrate on economic and financial mea-
sures (i.e., status-based career satisfiers), research has
begun to acknowledge the importance many entrepre-
neurs place on non-pecuniary sources of career satisfac-
tion (Shane et al. 2003), especially those associated with
interpersonal relationships (Walker and Brown 2004).
Sources of career satisfaction are important to study as
they may help explain why some entrepreneurs decide
to leave an entrepreneurial career for an alternative
career path and shed light on what factors keep them
engaged in entrepreneurship. Accordingly, we consider
two primary sources of career satisfaction in which
entrepreneurs may place career importance: status-
based and employee relationship satisfiers.

The value an entrepreneur places on achieving pres-
tige, social status, and making money represents status-
based career satisfiers (Eddleston and Powell 2008).
While many entrepreneurs are motivated to pursue en-
trepreneurial careers for purely economic reasons
(Carsrud and Brännback 2011), the effects of status-
based satisfiers on downstream, important career
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decisions such as intentions to remain an entrepreneur
are relatively unknown. An individual who believes that
entrepreneurship is the most effective means through
which needs for achieving status can be satisfied is
likely to possess a strong desire to continue with an
entrepreneurial career. For entrepreneurs driven by the
pursuit of wealth (Carter et al. 2003) and a sense of
leadership and/or status (Eddleston and Powell 2008),
we posit that they will intend to continue with entrepre-
neurship because they perceive this career as both a
desirable and feasible medium to satisfy status-based
motives. While status can also be gained through
wage-employment careers, hierarchical structures make
it difficult and time consuming for individuals to
achieve high ranking leadership positions and to consis-
tently gain salary increases. As such, a traditional career
path is often described as a tournament whereby only
the top performers gain significant status and earnings
(Rosenbaum 1979). However, freedom and indepen-
dence are valued elements of entrepreneurial careers
(Benz and Frey 2008) that are particularly conducive
to gaining prestige and financial success through the
founding, leading, and growing of a world class busi-
ness (Eddleston and Powell 2008). As a result, entrepre-
neurs who highly value status-based career satisfiers are
likely to possess strong intentions to remain an
entrepreneur.

Hypothesis 1: Status-based career satisfiers are pos-
itively related to intentions to remain in an entrepreneur-
ial career.

The importance placed on fostering positive relation-
ships with employees and developing a work environ-
ment that is friendly and supportive characterizes em-
ployee relationship career satisfiers (Eddleston and
Powell 2008). This career satisfier is grounded in more
socioemotional and non-pecuniary desires than in
economic-based motives (Eddleston et al. 2006). Ac-
cordingly, the development of meaningful relationships
with employees and members of their entrepreneurial
teams creates value and satisfaction for entrepreneurs
thereby enhancing emotional attachment to their respec-
tive careers (Berrone et al. 2010).

For individuals placing importance on satisfying the
need to foster positive interpersonal relationships with
employees, entrepreneurship may be the feasible and
desirable means for creating such workplace environ-
ments. Business owners possess a great degree of con-
trol over venture operations such as human resource
functions (selection, retention) and therefore can hire

and retain employees who best aid in fulfilling needs
for meaningful, positive employee relationships. In-
deed, business owners play a significant role in creating
and sustaining their organization’s culture (Schein 1995)
which allows them to create and nurture a workplace
emphasizing their vision for positive employee relation-
ships. In turn, those who highly value employee rela-
tionships likely possess strong intentions to remain as
entrepreneurs because they feel responsible for the over-
all well-being and job security of their employees. Re-
search on occupational commitment highlights how
strong interpersonal relationships keep individuals from
changing their current employment situations (Feldman
and Ng 2007) because the loss of such relationships
would be seen as a significant sacrifice (Mitchell et al.
2001). Applying this logic to entrepreneurs, leaving
entrepreneurial careers would not only mean the poten-
tial loss of employee relationships but also the sacrifice
of their employees’ jobs, a sacrifice they are likely
unwilling to make if they possess high employee rela-
tionship career satisfiers. Accordingly, entrepreneurs
possessing employee relationship career satisfiers will
exhibit greater intentions to remain an entrepreneur.

Hypothesis 2: Employee relationship career satisfiers
are positively related to intentions to remain in an entre-
preneurial career.

2.3 Social influence—perceived emotional support
from family

Research on occupational embeddedness (Feldman and
Ng 2007) and the family embeddedness perspective of
entrepreneurship (Aldrich and Cliff 2003) suggests that
frameworks aiming to understand career decisions are
incomplete without considering the role of one’s family.
Studies of career decision making often highlight the
important role family plays in shaping individual career
decisions (e.g., Chope 2005; Feldman and Ng 2007)
such as occupational choice (Maertz and Griffeth
2004) and career change (Feldman and Ng 2007). Ad-
ditionally, entrepreneurship research acknowledges how
family support can motivate individuals to launch a
business (Aldrich and Cliff 2003; Rogoff and Heck
2003) and can enrich entrepreneurial experiences
(Jennings and McDougald 2007). Given our focus on
understanding entrepreneurs’ career continuance, it is
necessary to consider the way in which perceptions of
family support alter relationships between career
satisfiers and intentions to remain an entrepreneur.
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According to careers research, one of the primary
types of support provided by one’s family is emotional
(Adams et al. 1996; King et al. 1995). Emotional sup-
port reflects the encouragement, understanding, and
positive regard a family bestows an entrepreneur regard-
ing their business (Powell and Eddleston 2013). For
example, family members who provide emotional sup-
port can embolden one’s career choice to be an entre-
preneur or empathize with frustrations arising from en-
trepreneurial participation (Powell and Eddleston 2013).
Further, research on the work-family interface suggests
that when individuals feel positive in their family do-
main and supported by family members, persistence in
their careers is enhanced (Greenhaus and Powell 2006).
For entrepreneurs, emotional support from family is an
important source of work-family enrichment that helps
entrepreneurs navigate the challenges of business own-
ership and gain resilience (Powell and Eddleston 2013).
That is to say, because emotional support often includes
encouragement and reassurance, perceptions of emo-
tional support from family should act as a form of
positive reinforcement to an individual’s career
satisfiers. Consequently, when individuals perceive a
great deal of emotional support from family regarding
their businesses, their own career motives (satisfiers) are
reinforced and intentions for continued entrepreneurship
increase. For example, entrepreneurs driven to continue
in entrepreneurship based on employee relationships
should feel even more inclined to do so when they
perceive their family supports entrepreneurial activities.
Therefore, family emotional support is expected to
strengthen the positive effects of the career satisfiers
on intentions to remain an entrepreneur.

In contrast, a lack of perceived emotional support
from family is likely to have the opposite effect
thereby weakening the influence of career satisfiers
on intentions to remain an entrepreneur. Inadequate
support systems may be perceived as impediments
to translating career interests into goals and actions
(Lent et al. 2000). For instance, it has been argued
that college students perceiving a lack of parental
support for their chosen majors often eventually
view their majors as barriers to satisfying career
goals and subsequently change majors to those more
congruent with parental expectations (Lent et al.
2000). As such, a perceived lack of family support
for one’s business may signal to the entrepreneur
that he/she will not be able to satisfy career needs
through an entrepreneurial career path thereby

weakening the cognitive relationships between ca-
reer satisfiers and intentions to remain.

Hypothesis 3: Perceived emotional support from
family moderates the relationship between status-based
career satisfiers and intentions to remain an entrepreneur
such that the relationship will be stronger at higher
levels of perceived emotional support from family.

Hypothesis 4: Perceived emotional support from
family moderates the relationship between employee-
relationship career satisfiers and intentions to remain an
entrepreneur such that the relationship will be stronger
at higher levels of perceived emotional support from
family.

2.4 Environmental contextual factors—status
as a family or nonfamily business owner

An embedded view of socially situated cognition (Dew
et al. 2015) advocates that variations in inner socio-
cognitive interactions (e.g., interaction of career
satisfiers and emotional support from family on inten-
tions to remain) are affected by closely related outer
environmental contexts (Mitchell et al. 2011, 2014).
Given our contention regarding the important role of
family influence in the relationships between career
preferences and career intentions, family businesses
represent an important context in which these relation-
ships are likely changed. This line of reasoning closely
aligns with research demonstrating that family busi-
nesses represent an extreme form of family
embeddedness whereby the family’s influence on the
business has a particularly profound effect on the entre-
preneur and related career decisions (Cruz et al. 2012;
Rogoff and Heck 2003). In family businesses, the
boundaries between the family and business are more
porous and there exists greater potential for spillover
between the two domains in comparison to nonfamily
businesses (Sundaramurthy and Kreiner 2008). This
spillover can either enrich the experiences of entrepre-
neurs or hamper their ability to effectively make leader-
ship decisions (Jennings and McDougald 2007). There-
fore, we investigate the moderating effects of perceived
emotional support from family on the career satisfiers-
intentions to remain an entrepreneur relationship for
family and nonfamily businesses to uncover how entre-
preneurs who work with family members are affected
differently by family emotional support than those who
own a business which does not involve family owner-
ship or employment.
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Studying the intentions of family and nonfamily
business owners to remain in entrepreneurship is impor-
tant because each type of entrepreneur faces a different
set of career pressures and challenges which may affect
decisions to remain in entrepreneurship. For example,
owners of family businesses are often concerned with
generational ownership (Ibrahim et al. 2001) and
protecting future employment for family members
which likely affect commitment to entrepreneurial ca-
reers. Conversely, nonfamily business owners are less
concerned with employing family members and succes-
sion and tend to focus on their own independence and
autonomy (Barnett et al. 2009). These entrepreneurs are
also less concerned with creating synergy between fam-
ily and business than owners of family businesses
(Pearson et al. 2008) which should make emotional
support from family less important to their career deci-
sions. As such, emotional support from family in en-
hancing cognitive relationships between career satisfiers
and intentions to remain are likely to vary between
entrepreneurs of family versus nonfamily businesses.

In terms of the effects of emotional support on the
relationships between an entrepreneur’s career satisfiers
and intentions to remain an entrepreneur, our basic pre-
mise is that because the family system is so uniquely
intertwined with the business system in family firms
(Sharma 2004), owners of these types of ventures are
likely to experience more intensified and pronounced
effects of perceptions of emotional family support on
their career satisfier-career intentions relationships than
nonfamily business entrepreneurs. Because in family
businesses, the dual systems of family and business
interact and overlap to a far greater degree than in non-
family businesses (Beehr et al. 1997; Moshavi and Koch
2005), the family business owner may be better able to
extract and apply benefits from family emotional support
than nonfamily business owners. The inextricable link
between work and family for family business owners
may also make the degree of family emotional support
highly salient in making career decisions (Barnett et al.
2009). Accordingly, high perceptions of emotional sup-
port from family are expected to more strongly augment
the career satisfiers-intentions to remain relationships for
entrepreneurs operating family businesses than for those
running traditional, nonfamily firms.

In contrast, for those family business owners who
lack emotional support from family, the expected posi-
tive effects of status-based and employee relationship
career satisfiers on intentions to remain an entrepreneur

should be reduced. For these family business owners,
the lack of family support is expected to mitigate the
cognitive benefits of career satisfiers in motivating in-
tentions to remain. In other words, intentions to remain
an entrepreneur are much more dependent on emotional
support from family for the family business entrepre-
neur than for the nonfamily business entrepreneur. In-
deed, owners of family businesses perceiving a lack of
support often struggle to achieve their individual career
goals (Van Auken andWerbel 2006). Accordingly, fam-
ily firm entrepreneurs perceiving high emotional sup-
port from family should report strong intentions to re-
main in entrepreneurial careers when they place a great
deal of importance on status-based and employee rela-
tionship career satisfiers. These perceptions of emotion-
al support from their families should help entrepreneurs
to feel that their career interests are obtainable through
continued family business ownership. Hence, we hy-
pothesize the following:

Hypothesis 5: Perceived emotional support from
family more positively moderates the relationship be-
tween status-based career satisfiers and intentions to
remain an entrepreneur for owners of family firms than
nonfamily firms.

Hypothesis 6: Perceived emotional support from
family more positively moderates the relationship be-
tween employee relationship career satisfiers and inten-
tions to remain an entrepreneur for owners of family
firms than nonfamily firms.

3 Methodology

3.1 Sample

Given that our study aims to analyze intentions to re-
main in entrepreneurial careers, it was critical to gather
responses from individuals who had already entered the
entrepreneurship career field and were actively partici-
pating in business ownership. Reponses from individ-
uals who have already exited entrepreneurship or who
are only considering entering entrepreneurship would
likely bias results a great deal as new entrants would
have strong inclinations toward continuance and former
business owners may have already undergone career
transitions. Hence, we wanted to capture variations in
intentions for continued entrepreneurship for entrepre-
neurs between the nascent and retirement career stages.
Therefore, we utilized alumni mailing lists from two
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entrepreneurship centers located in Northeast USA. We
sent survey questionnaires to 1290 participants and re-
ceived 247 useable responses from individuals indicat-
ing current participation in entrepreneurial careers.

Responses came from owners of for-profit, privately
held firms averaging 10.17 full-time employees. Other
attributes of the sample include the following: race/
ethnicity (83% Caucasian, 10% African-American, 4%
Asian-American, 2% Hispanic, 1% other); average age
of the owner (46.10 years); marital status (61%married,
23% single, 12% divorced, 2% separated, 1%
widowed); average number of children (0.66); and the
average number of years in business (11.69). The sam-
ple was slightly skewed toward females (n = 148) over
males (n = 99) because one of the sources of data fo-
cused on women in business. Sampled businesses came
from a range of industries (services = 71; retail = 34;
health = 28). A series of ANOVAs were conducted to
gauge the effects of industry on the studied constructs,
and no significant differences were found (p > .05).

With the data collection occurring at one point
in time and from one respondent, we tested for the
potential effects of common methods bias through
principal component analysis with all constructs. If
only one factor emerged with greater than 50% of
the explained variance, this might suggest the po-
tential for common method bias. We conducted the
analysis with no rotation of the items employed in
the study, resulting in the emergence of seven
factors with Eigenvalues greater than 1. The first
factor accounted for 20% of the total explained
variance of 60% indicating that common methods
should not influence the results (Harman 1967). To
further gauge the effects of common method bias
in our sample, we compared a measurement model
with the relevant latent constructs to a measure-
ment model with the same constructs and an ad-
ditional single common latent factor. If the mea-
surement model with the single common construct
was to explain more than 25% relative to the
measurement model without the common latent
factor, then the effects associated with common
method bias would be prevalent in our sample
(Carlson and Kacmar 2000). The variance differ-
ence between the hypothesized measurement model
and the common method factor measurement mod-
el was only 1.34%, which is well below the 25%
threshold, indicating that the effects of common
method bias are limited.

3.2 Measures

Dependent variable We measured intentions to remain
an entrepreneur using a four-item scale created by
Feldman and Bolino (2000). It is important to note that
in the career literature, intentions to remain in one’s
current job have repeatedly been demonstrated to reli-
ably predict actual behavior (Griffeth et al. 2000). This
seven-point Likert-type scale is anchored from strongly
disagree to strongly agree. The coefficient alpha for the
scale is 0.79. All items that comprise this scale as well as
the other scales used in our study are listed in the
Appendix.

Independent variables To measure both status-based
and employee relationship career satisfiers, we utilized
scales developed by Eddleston and Powell (2008). Each
of these five-point Likert-type scales is anchored from
unimportant to very important. The importance of
status-based career satisfiers demonstrates good internal
consistency (α = .75), and a sample item includes indi-
cating the importance of Bhaving high prestige and
social status^ in one’s career. Reliability of the impor-
tance of employee relationships career satisfiers is ac-
ceptable (α = .80), and a sample item for items includes
importance of Bdeveloping mutually beneficial relation-
ships with employees^ in one’s career.

Moderating variables Powell and Eddleston (2013)
provide a process for adapting an emotional support
scale from King et al.’s (1995) emotional sustenance
items from the family support inventory. Following this
guidance, we adapted four items from King et al.’s
(1995) family support inventory to create a more parsi-
monious instrument applicable to business owners. An
example item from the scale includes Bwhen I talk with
them about my business, family members don’t really
listen^ (reverse-coded). The Likert-type measure is an-
chored from strongly disagree to strongly agree on a
seven-point scale and is reliable (α = .83). Ventures
were classified as family/nonfamily (family firm status)
in accordance with leading family business research
(e.g., Zahra et al. 2008). We asked respondents to self-
identify as owning a family-owned firm and indicate the
degree to which family members, not including the
entrepreneur, worked in the business (i.e., number of
family employees). This resulted in 108 family business
owners and 110 nonfamily firm owners, with 27 ven-
tures failing to provide adequate information. Dummy
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variables for family firms were coded as 1 and nonfam-
ily firms as − 1 (Miller et al. 2014).

Control variables A number of control variables
deemed important to understanding the hypothesized
relationships were included in the analysis. Gender,
number of children, age of the business owner, ed-
ucation, and career salience (importance one places
on his/her career in general—Barnett et al. 2009;
three item scale; α = .65) have all been shown to
influence career choice decisions (e.g., Lobel and St.
Clair 1992); hence, we partial out these effects. We
also controlled for the number of full-time em-
ployees and current venture growth (two Likert-
type items, asking respondents to compare their
ventures to their competitors; α = .77), as these var-
iables influence decisions related to progress in
one’s venture and subsequent continued participa-
tion in entrepreneurship (e.g., Wiklund et al. 2009).

3.3 Analyses and results

The descriptive statistics and correlation matrix are
provided in Table 1. The results indicate that the
correlation among different constructs is within an
acceptable range (r = − .20 to r = .43) suggesting
few signs of collinearity, with variance inflation
factor scores under 3.8. We employed confirmatory
factory analysis with maximum likelihood

estimation to test for measurement invariance. Ex-
cept for two items, convergent validity was
attained with all standardized loadings for the dif-
ferent items being above .40 and statistically sig-
nificant (p < .05) in the unconstrained factor model.
Items dropped from further analysis came from the
status-based career satisfier’s scale (earning a lot
of money, being highly regarded in my field). For
the unconstrained factor model, the different con-
structs are allowed to covary, while in the
constrained factor model, all constructs in the Φ
matrix are set to one. We then tested for differ-
ences between the unconstrained factor model
(χ 2 = 362 .37 ; df = 237 ; p < .05 ; CFI = .95 ;
RMSEA = .052; SRMR = .061) and the constrained
factor model (χ2 = 1406.31; df = 230; p < .05;
CFI = .57; RMSEA = .15; SRMR = .13). The chi-
square difference test (Δχ2 = 1043.94; df = 7;
p < .05) indicates that the unconstrained factor
model significantly fits the data better than the
constrained factor model. Average variance extract-
ed (AVE) of the studied constructs ranged from a
low of .40 (status-based satisfiers) to a high of .56
(perceived emotional support from family). Dis-
criminant validity was supported, as the squared
correlation between pairs of constructs did not
exceed the AVEs. Also, composite reliabilities ran
from .76 for status-based satisfiers to .83 for per-
ceived emotional support.

Table 1 Descriptives, correlations, and average variance extracted

Mean (SD) AVE 1 2 3 4 5 6 7 8 9 10 11

1. Intent to remain 5.66 (1.30) .52

2. Gender – – − .12

3. Number of children .66 (1.00) – .05 − .13*

4. Age 46 (11.53) – .10 − .14* − .20*

5. Education – – − .02 .08 − .12* .06

6. Career salience 5.32 (1.06) .40 .30** .02 − .12 .08 .12

7. Number of F/T employees 10.17 (24.95) – .06 − .20** .03 .03 − .08 .12*

8. Current venture growth 3.96 (1.45) .71 .22** − .15* .16* .07 − .03 .15* .16*

9. Status-based satisfier 3.39 (.93) .40 .17** − .03 .13 − .09 .15* .28** .09 .16*

10. EE relationship satisfier 4.14 (.73) .43 .23** .10 .12 − .09 − .10 .16* .07 .17* .43**

11. Family firm status – – .12* − .14* .10 .11 − .08 − .11 .14* .19* .12 .12

12. Perceived emotional support 4.83 (1.42) .56 .15** − .04 .02 − .06 .03 − .09 .01 − .01 .04 .05 .16*

Pairwise deletion (n = 212 to 247). Missing values constituted a small percentage of our overall sample.We replaced missing values only for
the current venture growth variable through linear trend at point which is recommended for structural equation modeling imputation for our
confirmatory factor analysis (Olinsky et al. 2003) to preserve statistical power
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For hypothesis testing, we followed the guidance
provided by Le et al. (2013) and employed OLS regres-
sion, as we are examining interaction terms using cross-
sectional data. All measurement scores were standard-
ized for each construct to reduce the effects of collin-
earity in interaction terms.

As seen in Table 2 Model 5, intent to remain an
entrepreneur was significantly impacted by career sa-
lience (b = .29; p < .01) and current venture growth
(b = .16; p < .01). All other control variables (gender,
number of children, age, education, number of em-
ployees) exhibited non-significant relationships with
intentions to remain in entrepreneurship. Overall, the
full model has an adjusted R2 of .198.

As seen in Model 5, Hypothesis 1, which predict-
ed that status-based career satisfiers would positive-
ly predict intentions to remain an entrepreneur, was
not supported (b = − .06; p > .05). However, support

is garnered for Hypothesis 2 with a positive rela-
tionship between employee relationship satisfiers
and intentions to remain (b = .31; p < .01). Taken
together, these results suggest that the importance
placed on employee relationships is more likely to
keep entrepreneurs committed to an entrepreneurial
career than status-based career satisfiers.

In Hypotheses 3 and 4, we argued positive mod-
erating effects of perceived emotional support from
family on both career satisfier-intentions to remain
relationships. While the status-based satisfier × per-
ceived emotional support interaction term is signif-
icant (b = − .17; p < .05), the graphical representation
of the relationship suggests that greater emotional
support actually reduced intentions to remain for
high status-based entrepreneurs. The interaction
term for employee relationship satisfiers and per-
ceived emotional support from family is also

Table 2 Intentions to remain in an entrepreneurial career

Variable Model 1 Model 2 Model 3 Model 4 Model 5

Gender − .17 − .21 − .18 − .16 − .16

Number of children .06 .03 .03 .03 .01

Age .06 .07 .07 .07 .08

Education − .03 − .01 − .03 − .06 − .04

Career salience .28** .25** .27** .27** .29**

Number of F/T employees − .08 − .09 − .10 − .07 − .05

Current venture growth .16** .13* .13* .13* .16**

Status-based satisfier .01 − .01 − .01 − .06

EE relationship satisfier .17* .15* .25** .31**

Family firm status .12 .11 .10

Perceived emotional support .15* .24 .01

Status-based satisfier × perceived emotional support − .04* − .17*

EE satisfier × perceived emotional support − .01* .20*

Status-based satisfier × perceived emotional support × family firm status .31**

Employee relationship satisfier × perceived emotional support × family firm status − .46**

R2 .142 .166 .195 .224 .266

R2 (adjusted) .117 .133 .155 .160 .198

F value 5.66** 5.05** 4.87** 3.52** 3.89**

ΔR2 .024 .029 .029 .042

Partial F (for ΔR2) 2.92 3.62* 1.21 5.53**

Reported results are standardized regression coefficients. All two-way and three-way interaction terms were included in the analysis;
however, these results were excluded from the presentation to enhance readability

*Significant at the 0.05 level (two-tailed)

**Significant at the 0.01 level (two-tailed)
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significant (b = .20; p < .05) and the graphical repre-
sentation of this relationship supports Hypothesis 4.
(Fig. 1).

The remainder of our hypotheses focus on the
threeway interactive effects of career satisfiers, per-
ceived emotional support from family, and the en-
trepreneurs’ status as a family or nonfamily business
owner. We followed the guidance set forth by
Dawson and Richter (2006) for testing three-way
interactions (Hypotheses 5 and 6). Results provide
initial support for both hypotheses, as the three-way
interaction terms are significant: status × emotional
support × family firm status (b = .31; p < .01) and
employee relationship × emotional support × family
firm status (b = − .46; p < .01). Given the dichoto-
mous nature of the second moderating variable of
family firm status, we followed the approach sug-
gested by Bing and Burroughs (2001) for graphing
these interactions. As illustrated in Fig. 2, there is a
positive relationship between status-based career
satisfiers and high perceived emotional support from
family for entrepreneurs of family-owned busi-
nesses. Conversely, we see a negative relationship
for nonfamily business owners, providing support
for Hypothesis 5. Thus, increased perceptions of
emotional support from family are associated with
higher intentions to remain an entrepreneur for fam-
ily business owners driven by status, but the oppo-
site is true for nonfamily business owners.

Surprisingly, the graphical depictions in Fig. 3 Hy-
pothesis 6 results indicate that increases in perceptions
of emotional support from family appear to most strong-
ly enhance intentions to remain an entrepreneur for
nonfamily business entrepreneurs who are driven by
employee relationship career satisfiers, while the rela-
tionship appears unaffected for family firm owners per-
ceiving a great deal of emotional support from family.
This is contrary to our prediction and leads to a rejection
of this hypothesis. We address this interesting finding in
greater depth in Sect. 4.

As a robustness check, we conducted additional
analyses to confirm differences between family and
nonfamily business owners. Following Cruz et al.
(2010), we conducted Chow tests between family
and nonfamily business entrepreneurs for the regres-
sion equation with intentions to remain an entrepre-
neur as the dependent variable. The results indicate
that family and nonfamily entrepreneurs’ responses
are significantly different (F-value = 4.40; p < .05;
d.f. = 28, 152). Similarly, the graphical interpreta-
tions were in a comparable directional pattern as
presented in Figs. 2 and 3. The slope difference
testing at plus/minus one standard deviation
(Dawson and Richter 2006) additionally confirms
significant differences between the interaction slopes
for family and nonfamily business relationships on
the studied constructs, providing additional support
for our earlier findings.
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4 Discussion of results, future research implications,
and study limitations

Our understanding of the cognitive, decision making
processes of individuals in entrepreneurial careers have
mainly been confined to intentions to enter entrepre-
neurship and decisions to exit a specific venture
(Shepherd et al. 2015). However, entrepreneurship
scholars have recently called for increased research at-
tention to the decisions entrepreneurs make about their
careers beyond those associated with simply whether or
not to enter entrepreneurship (Burton et al. 2016).
Therefore, our aim in this study was to contribute to this
expanded view of entrepreneurial careers by focusing

on continued commitment to entrepreneurship as a ca-
reer. Specifically, we focused on explaining some of the
underlying socio-cognitive mechanisms of intentions to
remain in entrepreneurial careers and believe that the
results of this study have important implications for
future research on entrepreneurial career decision mak-
ing and socially situated cognition perspectives in
entrepreneurship.

Based on the socially situated cognition perspective
of entrepreneurship, we examined how two important
career satisfiers impact an individual’s intentions to
continue as an entrepreneur. Interestingly, we found
little evidence to support our assertion that status-
based career satisfiers were important drivers of

What keeps them going? Socio-cognitive entrepreneurial career continuance 237

-1.5

-1

-0.5

0

0.5

1

1.5
nia

me
R

ot
snoitnetnI

Importance of Status-based Career Satisfiers

Low High

Family Business Owners

Importance of Status-based Career Satisfiers

Low High

NonFamily Business Owners

Fig. 2 Moderating effect of perceived emotional support from family on the status-based career satisfier-intentions to remain an
entrepreneur relationship for family and nonfamily entrepreneurs

-1.5

-1

-0.5

0

0.5

1

1.5

nia
me

R ot snoitnetnI

Importance of Employee Relationships Career Satisfiers

Low High

Family Business Owners

Importance of Employee Relationships Career Satisfiers
High

NonFamily Business Owners

Low

Fig. 3 Moderating effect of perceived emotional support from family on the employee relationships career satisfier-intentions to remain an
entrepreneur relationship



remaining an entrepreneur. This is surprising given the
historically important role that financial incentives and
social prominence play in driving initial entrepreneurial
entrance decisions (Carsrud and Brännback 2011). We
did find support for increased intentions to remain an
entrepreneur for those placing high import on establish-
ing positive relationships with employees. Our results
build on research highlighting the motivational power of
non-pecuniary elements associated with entrepreneurial
participation (Burke et al. 2002; Georgellis et al. 2007)
in suggesting that entrepreneurs may be more motivated
to continue down an entrepreneurial career path based
on interpersonal factors than financial rewards. Future
research should therefore address how other socially
influenced career motivators such as the desire for
work-family balance or to affect social change impact
intentions to remain an entrepreneur versus the initial
decision to enter entrepreneurship.

Additionally, our model and findings extend socially
situated cognitive approaches (Mitchell et al. 2011) in
entrepreneurship by highlighting the important role of
emotion (Cardon et al. 2012) and family embeddedness
(Aldrich and Cliff 2003; Powell and Eddleston 2013) in
entrepreneurial career decision making. Our results
point to a potentially intriguing phenomenon in terms
of the role of family and their emotional support in
entrepreneurial decision making processes. That is, high
emotional support appears to positively impact career
decisions motivated by socioemotional reasons but has a
negative effect when motivated by status-based
satisfiers. Thus, in conjunction with other socio-
cognitive studies (Lent et al. 1994), we find that in some
cases, emotional support can both reinforce and impede
an entrepreneur’s own career desires.

From a practical standpoint, these results are im-
portant for business owners and their families in
recognizing that emotional support from others
may be a hindrance in terms of continuing an entre-
preneurial career if it does not align with the career
goals of the owner. For example, a family providing
a great deal of emotional support may do more harm
than good for an owner driven by achieving status
but who fails to see continued entrepreneurship as a
means to achieve this goal. Conservation of re-
sources theory (Hobfoll 1989) might support this
finding such that an entrepreneur may become dis-
enchanted with future business ownership if the type
of resources received (emotional support) does not
align with his/her career desires. Again, this may

suggest that family support can sometimes be
viewed as constrictive instead of supportive and
facilitative. Additionally, prior research demon-
strates that those who highly value status in their
careers often find it difficult to feel a sense of
achievement or accomplishment (Eddleston and
Powell 2008), and family support may make this
feeling more salient, further decreasing intentions
to continue down an entrepreneurial career path. In
contrast, for those valuing interpersonal relation-
ships, family emotional support might align nicely
with career goals and help the entrepreneur feel a
sense of career accomplishment, driving intentions
to continue in the career even higher.

We further extend the socially situated cognitive
perspective in entrepreneurship and entrepreneurial ca-
reer theory by exploring how socio-cognitive career
relationships vary in unique business contexts, family
versus nonfamily businesses. Unique contextualizations
of important entrepreneurship questions aid in filling
theoretical gaps in our knowledge about how diverse
types of entrepreneurs might approach important entre-
preneurial career decisions (Zahra 2007). We found that
for family firm entrepreneurs, a great deal of emotional
support from family has a positive effect on the relation-
ship between status-based career satisfiers and inten-
tions to remain an entrepreneur but may not have the
same effect for employee relationship satisfiers. These
results speak to a possible social substitution effect in
that a great deal of emotional support from family may
satisfy an owner’s interpersonal career needs and simply
maintain a steady level of interest in pursuing positive
relationships with employees through continued entre-
preneurship. Figure 3 suggests that perhaps high emo-
tional support from family compensates for a lack of
interest in employee relationships which drive greater
intentions to remain an entrepreneur, but for those high
in employee relationships, emotional support does very
little in affecting intentions to remain. However, we do
not see a similar effect for nonfamily firm entrepreneurs.
Instead, high emotional support from family intensifies
the positive effect of importance placed on employee
relationship career satisfiers on intentions to remain an
entrepreneur.

These findings have implications for family business
research. We found that when family support is high,
family business entrepreneurs driven by status-based
satisfiers may actually intend on remaining in entrepre-
neurship more than those driven by employee
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relationships. This may be somewhat contrary to pre-
vailing assumptions regarding firms and their family
dynamics. Specifically, research suggests that family
business entrepreneurs are generally more driven by
non-status-based motives (Gomez-Mejia et al. 2011)
and that family members play a central role in influenc-
ing these motives (Chrisman et al. 2012). However, this
research typically has not considered how the entrepre-
neur feels about his/her career. Therefore, our findings
speak to the intriguing possibility that perhaps entrepre-
neurs in family firms feel responsible for providing
financially for the family, and family support for finan-
cially driven motives increases intentions for continued
entrepreneurship. Future family business research
would do well to consider the effects individual entre-
preneur career motivations have on venture outcomes
and the impact of alignment (misalignment) with the
goals of the owning family.

Despite these interesting findings, this study has a
number of limitations. First, while it was critical, our
sample includes entrepreneurs currently engaged in
business ownership to assess intentions to remain, and
there is potential for selection bias affecting the study’s
results. Because we drew responses from entrepreneurs
who at one time had been associated with entrepreneur-
ship centers, it is possible that these individuals already
have higher intentions to remain given that they may
have sought support in the past for their entrepreneurial
pursuits. However, these individuals may also possess
greater understanding of varying problems and chal-
lenges associated with venturing and the future viability
of their businesses, thereby allowing them to provide
more informed intentions to remain responses and more
robust insights into socio-cognitive mechanisms affect-
ing these intentions. While we believe that the number
of entrepreneurs in our sample actively involved in
entrepreneurship centers is small, and therefore any
selection bias in our results marginal, future research
would certainly benefit from considering entrepreneur-
ial continuance of individuals from various sample set-
tings and contexts, such as entrepreneurs with limited
access to entrepreneurial educational resources. Second,
this data sample was collected at a single point in time
making it difficult to infer causality. For example, we
assume that emotional support from family affects the
cognitive relationships between career satisfiers and
intentions. However, it is possible that an entrepreneur’s
career motives actually affect or elicit an emotional
response from the family members. This is a particularly

intriguing avenue for future entrepreneurship and ca-
reers research. Future longitudinal research designs with
multiple respondents from within an entrepreneur’s net-
work will help attenuate the effects of these limitations.
We point out that the statistically significant interaction
terms alleviate some concerns regarding any common
methods bias (Siemsen et al. 2010). Third, the family
firm status as a moderator could potentially confound
the hypothesized effects. For example, family firm
owners may feel obligated to remain in entrepreneurship
based on a sense of duty to family (Sharma and Irving
2005). Our results indicate differences in responses be-
tween family and nonfamily owners, and we encourage
future research to further study the careers of family
business entrepreneurs and to explore how it differs
from an entrepreneur who does not own a family busi-
ness. Fourth, while we controlled for several important
variables, there are a number of factors, in addition to
career satisfiers, that likely affect intentions to remain,
some of which have been studied elsewhere (Cassar
2007; Feldman and Bolino 2000). Future studies fo-
cused on explaining why some entrepreneurs remain
in their careers would benefit from inclusion of psycho-
logical, social, and contextual variables such as autono-
my and self-efficacy to identify which variables are
most impactful.

5 Conclusion

Moving beyond intentions to enter entrepreneurship,
this study examines intentions to remain in entrepre-
neurial careers. Based on a socially situated cognition
theoretical lens, individual career satisfiers such as de-
sires to develop meaningful relationships with em-
ployees are important for continued entrepreneurship.
In alignment with the family embeddedness perspective
of entrepreneurship, emotional support from family is
an important social condition of cognitive satisfier-to-
intentions to remain relationships and status as a family
firm owner plays a social-environmental role in contex-
tualizing social-cognitive relationships.

Appendix

Full-item scales for dependent and independent
variables

Intentions to remain an entrepreneur (α = .79):
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I am going to remain self-employed, no matter what
the problems are.

I often think about leaving self-employment and
going back to work for an organization again (Reverse
coded).

I fully intend to continue with my current self-
employment situation.

If I havemy ownway, I will be self-employed 3 years
from now.

Importance of status-based career satisfiers (α = .75)
Earning a lot of money
Having high prestige and social status
Being in a leadership role
Being highly regarded in my field
Growing a world-class business
Importance of employee relationship career satisfiers

(α = .80)
Working with friendly and congenial people
Working as part of a team
Having supportive employees
Providing comfortable working conditions
Developing mutually beneficial relationships with

employees
Perceptions of emotional support from family

(α = .83)
When I talk with them about my business, family

members don’t really listen (reverse coded).
When I have a problem at work, members of my

family express concern.
Members of my family are interested in my business.
When I’m frustrated by my business, someone in my

family tries to understand.
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