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Abstract Research on entrepreneurial intentions, as an important step in the decision
to undertake an entrepreneurial career, tends to position career actors as choosing
entrepreneurship as a first career decision. However, most scholars agree that entrepre-
neurs emerge from existing organizations, not from college dorm rooms. Therefore,
individuals choosing to enter entrepreneurship typically do so after having made
previous career decisions to work in paid-employment careers. Despite the usefulness
of the accumulated knowledge of individual and contextual antecedents to entrepre-
neurial intentions, few studies offer a careers theory-based explanation for why some
people who have previously decided to pursue paid-employment careers view moves to
entrepreneurial careers as feasible and desirable as proposed by entrepreneurial
intentions-based models. In this paper, we extend boundaryless and protean career
orientations, established theoretical career concepts, to explain the entrepreneurial
intentions of actors already working in wage-employment careers. Our theoretical
integration sheds new light on entrepreneurial intentions research and fills important
gaps in our understanding of the mindsets of those inclined towards entrepreneurial
careers.
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Introduction

Entrepreneurship through new venture creation is a key driver of economic growth and
prosperity in both developed and emerging contexts (Carree and Thurik 2003; Van
Praag and Versloot 2007). As such, scholars focus a great deal on uncovering predictors,
especially of a psychological nature, of individual inclinations towards careers as
entrepreneurs (Do Paço et al. 2015; Frese and Gielnik 2014; Mitchell et al. 2007;
Zhao et al. 2010). Examinations of these cognitive underpinnings often analyze samples
of individuals who have yet to make their first career decisions (Kolvereid and Isaksen
2006). These studies have significantly increased our understanding of Bhow entrepre-
neurs think^ (Mitchell et al. 2007 p. 3) differently than other people in terms of career
motivations and drivers to begin entrepreneurial careers (Henderson and Robertson
2000). However, recent evidence suggests that in fact most entrepreneurs do not emerge
directly from college dormitories but from organizations (Sørensen and Fassiotto 2011).
Thus, the vast majority of individuals thinking about undertaking new venture creation
are not making first career decisions, suggesting a need for greater understanding and
insight into the cognitive processes shaping these career moves.

Career theory suggests that individuals make important career decisions based in part
on their orientations or views of careers. A career orientation refers to the Bcareer values
and attitudes such as preferences regarding self-determination, advancement, mobility,
organizational support, and security^ (Tschopp et al. 2014, p. 152) of individual career
actors. BNew career theory^ offers career orientation conceptualizations that allow the
career actor a greater role in determining career paths (Reitman and Schneer 2008). For
example a protean career orientation refers to an Bindividual’s attitude towards devel-
oping his/her own definition on what constitutes a successful career^ and being moti-
vated to achieve success even in the face of a change environment (Gubler et al. 2013, p.
23). Likewise, a boundaryless career orientation is characterized by a view that organi-
zational and career boundaries Bcan be transcended^ (Briscoe and Finkelstein 2009, p.
243).

While initial preferences for certain types of work may drive initial career decisions,
career orientations often evolve through career experiences and changing life experi-
ences (Rodrigues et al. 2013) and are therefore useful in evaluating decisions beyond
first career choice intentions. For example, these Bnew career^ views are have been used
to explain career decisions involving intentions to quit or leave an organization
(Skromme Granrose and Baccili 2006; Supeli and Creed 2016), remain with an orga-
nization (Briscoe et al. 2012), retire (De Vos and Segers 2013), change employers and/or
careers (Hess et al. 2012), and reject future employment opportunities (Gubler et al.
2013). As such, we argue these concepts are useful in explaining and predicting the
intentions of individuals to move from paid-employment to entrepreneurship. Existing
cognitive, intentions-based models of entrepreneurial intent have been criticized for
lacking a career actor agentic component that explains how individuals navigate their
own careers (Townsend et al. 2015). In this regard, boundaryless and protean career
orientations emphasize individual agency in their cognitive properties focusing on how
career decision making is primarily under individual control (Tams and Arthur 2010).
Hence, the theoretical model put forth in this paper posits that wage-employed individ-
uals considering moves to entrepreneurship who hold boundaryless and protean career
orientations are more equipped to perceive feasibility and desirability in moving from
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wage-employment to entrepreneurship than those with other career views (See Fig. 1).
We conceptually link these orientations with the desirability and feasibility components
of other entrepreneurial intentions-based models. Further, we explore a few of the
possible wage-employment experience boundary conditions such organizational tenure
and organizational culture on the proposed relationships.

Certainly, the study of both entrepreneurial intentions and career orientations has
been fruitful and useful; however, important questions remain. This paper attempts to
provide answers to some of these questions through a career-theoretical lens (e.g.,
Liguori et al. 2018) and in doing so makes important theoretical contributions to
entrepreneurship research. First, while the protean and boundaryless career orientations
have been suggested by some scholars as related to entrepreneurial careers (Mallon and
Cohen 2001; Marshall 2016; Van Gelderen et al. 2008) few, if any, have conceptualized
their relationships with the entrepreneurial intentions of wage-employed career actors.
In doing so, we offer a careers-based model for understanding entrepreneurial inten-
tions in a more realistic careers context; after making previous career choices. Second,
we answer recent calls by scholars for more theoretical integrations, interaction explo-
rations, and contextual understanding of entrepreneurial intentions (Krueger 2009;
Fayolle and Linan 2014; Schlaegel and Koenig 2014). By conceptualizing the effects
of career orientations and entrepreneurial intentions of those who have previously made
career choices, we begin to understand how one’s view of a career interacts with work
experiences and other work factors to influence the some people, but not others, to
pursue new venture creation (Lee et al. 2011). Third, our model offers a conceptual-
ization of entrepreneurial intentions that emphasizes career actor agency missing in
previous cognitive approaches to understanding entrepreneurial intent (Townsend et al.
2015). Fourth, from a practice standpoint, our model may help individuals thinking
about making a career change to entrepreneurship to recognize their own cognitive
limitations associated with career boundary crossing and career self-management and
motivate them to either remain in careers more closely aligned with their career views
or develop capabilities necessary for making major career transitions.

Fig. 1 Theoretical model
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The paper proceeds with a brief review of the entrepreneurial intentions and career
orientations literature. We then explain how prevailing theories of entrepreneurial
intentions relate to Bnew career^ perspectives (Briscoe and Finkelstein 2009), and
propose relationships between protean and boundaryless career orientations and entre-
preneurial intent for individuals already working in paid employment settings. We then
draw on entrepreneurial learning theory, self-efficacy, and the concept of embeddedness
to conceptualize how work experiences might influence the relationship between one’s
career orientation and view of a career and the intentions to pursue entrepreneurship.
We conclude with implications and future directions for research.

Literature review

Entrepreneurial intentions

Entrepreneurial intentions represent inclinations to engage in the venture creation
process and embark on an entrepreneurial career (Krueger 2009). Researchers have
demonstrated that entrepreneurial intentions are robust predictors of future entrepre-
neurial behaviors and actions (Ajzen et al. 2009; Carsrud and Brännback 2011).
Successfully borrowing theories from other fields such as psychology and sociology,
scholars laid the groundwork for considerable research concerning the cognitive
processes of enterprising individuals by exploring these entrepreneurial intentions
(Krueger et al. 2000). Hence, the study of entrepreneurial intentions typically follows
a theoretical framework based on the theory of planned behavior (Ajzen 1991) and/or
the entrepreneurial event model (Shapero and Sokol 1982). These frameworks explain
that intentions are driven, in part, by attitudes toward the intended entrepreneurial
behavior. Thus, favorable attitudes toward entrepreneurial career moves are influenced
by individual perceptions of desirability and feasbility regarding entrepreneurial career
entry.

The degree to which one is interested in, and attracted to, entrepreneurship repre-
sents perceived desirability (Shapero and Sokol 1982). Perceived feasibility refers to
one’s belief that resources (both physical assets and human capabilities) can be acquired
to undertake new venture creation (Shapero and Sokol 1982). Feasibility can also
represent the cognitive properties of an individual career actor to include perceptions
of control over making career decisions stemming (Krueger et al. 2000). In our model,
we contend that favorable attitudes (desirability and feasibility) toward entrepreneurial
career and the development of entrepreneurial intentions are shaped by career orienta-
tions of potential entrepreneurs emerging from existing wage-employment career
contexts.

Career orientation

A career involves both observable work activities and non-observable attitudes toward
work behaviors (Gunz 1988). A major part of attitudes toward work behaviors are
career orientations. Career orientation is a reflection of an individual’s attitudes and
preferences toward a career type (Gerber et al. 2009). The historical approach to career
orientation involves the perception of the organization as the driving force of one’s
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career path such that an individual believes that career development and progression
is achieved primarily through organizational hierarchies (Reitman and Schneer
2008). This approach however, has generally lost favor in the career literature,
giving way to more self-directed and self-managed career attitudes, which charac-
terize protean career orientations (Hall 1976). The protean career orientation repre-
sents greater independence from organizational career hierarchies in order to achieve
career success and satisfaction (Baruch 2004) and in making career change-
decisions (Hall 1996). A career actor holding a protean orientation is more ready
and willing to adapt to forced career changes and more open to voluntary career
changes (Briscoe and Hall 2006).

Another advancement in career theory is the concept of a boundaryless view of
careers. While this view of careers can refer to a particularly broad career perspective
through which scholars and practitioners explain career movements, it also refers to a
specific individual mindset toward career decision making and trajectory (Briscoe and
Finkelstein 2009). This orientation represents perceptions of career paths that cross
various organizational and employment boundaries (Arthur and Rousseau 1996). A
boundaryless view also describes an individual’s psychological mindset, in which
reaching across organizational boundaries to develop working relationships with others
is desirable (Briscoe et al. 2006). Together, the protean and boundaryless career
orientations represent the Bnew career^ concept (Briscoe and Finkelstein 2009).

Career orientation and entrepreneurship

Historically, individuals who undertook new venture creation were thought to have
embarked on an entrepreneurial career. The entrepreneurial career has generally been
viewed as a separate career choice, distinct from more common career descriptions
(Dyer 1994). Within this view, the study of entrepreneurial intentions has focused
mainly on the determinants of entrepreneurship as an end-state career choice (Carroll
and Mosakowski 1987; Baron 1998; Krueger et al. 2000; Townsend et al. 2010;
Zellweger et al. 2010). While it is true that some individuals do spend their entire
careers in entrepreneurship, there are hosts of individuals who experience new venture
experience in disparate Bchunks^ of time throughout the duration of their careers
(Henderson and Robertson 2000).

An entrepreneurship decision is a career choice much like any other vocational
decision. Moreover, for many people, entrepreneurship is not a decision made solely at
the beginning of one’s career. Rather, some individuals begin their working lives as
entrepreneurs but move into paid employment for a variety of reasons (Parker and
Belghitar 2006), while others move from paid employment into entrepreneurship for
other reasons (Dawson and Henley 2012). The point, is that entrepreneurship as a
career choice is not typically a static, final career move, but a dynamic phase in one’s
overall career path (Hytti 2010). Significant research explains many of the drivers of
entrepreneurial career choices (Henderson and Robertson 2000; Douglas and Shepherd
2002; Carter et al. 2003; Zellweger et al. 2010). All of these factors point to the notion
that a person’s desire to pursue entrepreneurship may change over time; before or after
periods of paid employment, suggesting the need to identify the entrepreneurial
intentions of individuals at different points in their careers as their career orientations
and views may change.
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Protean career orientation

A protean career orientation relates well to the concept of entrepreneurship. An
individual with a protean career orientation relies heavily on individual motivation
and determination in order to progress and succeed in a career (Gubler et al. 2013).
Likewise, the entrepreneur is almost completely self-reliant for opportunity recognition
and new venture creation (George et al. 2016; Sexton and Bowman 1986). Addition-
ally, the entrepreneur must rely heavily on self-motivation and determination in order to
be successful. Therefore, the self-directed and self-managed nature of the protean
orientation as it relates to entrepreneurial intentions is explained by the positive attitude
toward entrepreneurial behavior construct of the theory of planned behavior (Kautonen
et al. 2013). The attitude of an individual with a protean orientation toward self-
management also drives perceived feasibility of entering entrepreneurship as individ-
uals who are used to relying on themselves to move their careers forward may see
greater feasibility in pursuing an entrepreneurial career in which self-reliance is key to
success (Sexton and Bowman 1986).

Beyond the self-directed and self-managed attitudinal linkage of protean career
orientations and entrepreneurial intentions through perceived feasibility, entrepreneur-
ship provides a vehicle for protean individuals to fulfill their value-driven view (Van
Gelderen et al. 2008). Individuals with protean career orientations are driven by their
own value systems rather than the value sets of others such as the organization (Briscoe
et al. 2006), and entrepreneurship allows an individual to completely express their own
values. For example, an individual possessing a protean orientation may be driven more
by challenging, autonomous, and self-fulfilling work as opposed to typical measures of
career success such as compensation or benefits (Segers et al. 2008; Reitman and
Schneer 2008). This component of the protean orientation aligns with the perceived
desirability construct of the entrepreneurial event model as an individual driven by self-
expression and self-fulfillment may desire a context, such as entrepreneurship, to fully
realize these values.

Proposition 1 A protean career orientation will positively affect entrepreneurial inten-
tions via perceptions of desirability and feasibility regarding entrepreneurial career
entry.

Boundaryless career orientation

Entrepreneurship as a career move or transition relates well with the boundaryless
career orientation. While most discussions of a boundaryless career orientation are
characterized by attitudes favoring inter/intra firm mobility (Inkson et al. 2012), it also
describes positive mindsets toward transitions to and from entrepreneurship (Cohen and
Mallon 1999; Van Gelderen et al. 2008). An individual employing a boundaryless view
does not feel dependent on, or constrained by, traditional career boundaries such as
continuous work within wage-employment settings which drives both the perceived
desirability and feasibility of future entrepreneurial behaviors. Indeed, studies of
boundaryless careers often involve an element of entrepreneurship such as the entre-
preneurial culture of boundaryless technology professionals in Silicon Valley (Arthur
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and Rousseau 1996) or a transition to a Bportfolio career^ (Cohen and Mallon 1999).
Additionally, boundaryless orientations are characterized by autonomous mentalities,
which motivate attitudes toward crossing organizational and employment boundaries
(Bird 1994) in order to work with others. Furthermore, entrepreneurial careers are
typically highly autonomous such that an entrepreneur must establish important social
networks in order to accomplish entrepreneurial activities (Greve and Salaff 2003).

The pursuit of entrepreneurship involves an inherent risk in leaving the potential
security offered within an organization (Simon et al. 1999). However, a boundaryless
attitude likely reduces this perceived risk thereby increasing the perceived feasibility of
leaving paid employment for entrepreneurship. In other words, an individual with a
boundaryless mindset will feel unconstrained by employment boundaries and perceives
greater feasibility of entrepreneurial entry than someone without a boundaryless view.
In this way, a boundaryless orientation provides an individual with a self-confidence, or
potentially even overconfidence, in the ability to move freely between paid and
entrepreneurship, reducing the percieved risks and increasing perceived feasibility of
new venture creation. For example, an individual may believe that based on their self-
investments (education, work experience, or strong social network ties), they will be
able to move back to paid employment if their new venture fails (Marshall 2016).

Proposition 2 A boundaryless career orientation will positively affect entrepreneurial
intentions via perceptions of desirability and feasibility regarding entrepreneurial career
entry.

Protean and Boundaryless orientations interaction

Despite the empirical and conceptual distinctions between protean and boundaryless
orientations (Briscoe et al. 2006), many scholars often refer to them together in
discussing new career theory. In a similar nature, we propose that these orientations
interact and reinforce each other in driving the desirability and feasibility attitudes
leading to entrepreneurial intentions. Prior research supports a reinforcing nature
between these constructs as well. For example, studies show that an individual with a
self-directed orientation may demonstrate some boundaryless attributes by working in
several different organizations in order to achieve personal goals and values (Baruch
1998). Additionally, an individual with a boundaryless view may rely on autonomy and
self-direction in order to reach across organizational boundaries and work with others
(Briscoe et al. 2006; Segers et al. 2008).

As such, career actors with boundaryless orientations likely see greater desirability
and feasibility of future entrepreneurial entry if they also possess a protean orientation.
A boundaryless orientation makes entrepreneurship as a career more feasible in
believing that few boundaries exist which might prevent entry but the protean, self-
direction attitude strengthens boundaryless perceptions and provides greater prepara-
tion and readiness to move beyond employment boundaries. Furthermore, a boundary-
less attitude towards careers is useful in reinforcing and allowing a protean-oriented
individual to cognitively explore self values. For example, an individual with a protein
orientation may be limited in expressing individual values because they percieve
employment boundaries as restrictive. However, a boundarlyess mindset is freeing of
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these restrictions thereby opening up the mind of the career actor to consider entrepre-
neurship as a means through which values can be expressed.

Proposition 3 Protean and boundaryless career orientations will interact to strengthen
each construct’s impact on entrepreneurial intentions via perceptions of desirability and
feasibility regarding entrepreneurial career entry.

Moderating effects of wage-employment work experiences

Because most entrepreneurs are employed in wage-employment contexts first, it is
important to consider how certain elements of wage-employment experiences shape
individual career orientation-entrepreneurial intentions relationships. Additionally, en-
trepreneurial intentions are, at least somewhat, socially constructed and it is likely that
experiences associated with wage-employment will influence the degree to which
individual career orientations shape intentions for entrepreneurship. For example,
previous studies point out that the knowledge and abilities gained through certain types
of wage-employment such as small business or startup experiences can increase
entrepreneurial intentions (Quan 2012; Politis 2005). Other studies show that many
entrepreneurs gain certain industry expertise through their work experiences which may
result in break-off ventures (Fritsch and Falck 2007; Politis 2005). More specifically,
research shows that workplace peers (Nanda and Sørensen 2010), bureaucracy
(Sørensen 2007), culture-person fit (Lee et al. 2011), prior corporate job rank (Quan
2012), managerial experience (Kim et al. 2006), and job satisfaction (Cromie and
Hayes 1991) are all important work experiences influencing inclinations toward
entrepreneurship.

While these studies certainly demonstrate the link between wage-employment work
experiences and potential for entrepreneurship, they do not explain how work experi-
ences interact with an individual’s own career attitudes in driving entrepreneurial
intentions. Therefore, in our model we argue that organizational climates and tenures
are critical elements affecting career orientation-intentions relationships. Similar to the
approach taken by some researchers to explain the development of entrepreneurial
expertise, we propose that entrepreneurial work experience (climate and tenure) act as
Bcritical development experiences^ (Krueger 2007) in shaping relationships between
career orientation and entrepreneurial intentions.

Organizational climate of individual empowerment

Organizational climate refers to the shared perceptions of organizational members
concerning the employee attitudes and behaviors that organizational leaders desire
(Schneider and Reichers 1983). In other words, through policies, procedures, direc-
tions, and reward systems, organizational leaders encourage and emphasize the atti-
tudes and behaviors of employees in specific ways. For example, some organizations
highlight innovation and creativity which may lead to the development of entrepre-
neurial intentions (Lee et al. 2011). In our study, we focus on organizational climates
which emphasize self-direction and empowerment because of the close relation to
boundaryless and protean career attitudes. We posit that climates accentuating self-
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management concepts are likely to strengthen the effects of boundaryless and protean
career orientations on the desirability and feasibility of entrepreneurial entry.

An organizational climate of individual empowerment reflects a high level of
information sharing, autonomy, and accountability (Blanchard et al. 1995). When
managers expect employees to share critical insights, important learning, and other
knowledge and abilities with one another, members within an organization are better
equipped and informed to make important decisions (Seibert et al. 2004). When
individuals work in organizations that empower them through important knowledge
sharing activities, it is likely that boundaryless and protean career orientations can more
effectively lead them to see feasibility and desirability in entrepreneurial careers. As
noted earlier, the very nature of entrepreneurial work is self-directed; meaning that
entrepreneurs rely heavily on themselves for a variety of tasks including decision-
making (Busenitz and Barney 1997) and therefore, when organizations encourage
similar behaviors, the self-directed and self-managed career elements of boundaryless
and protean orientations are reinforced in driving entrepreneurial intentions.

Climates that empower individuals also provide conditions through which em-
ployees can engage in autonomous decision making. When organizations set clear
expectations and foster cooperation and teamwork in the workplace, employees are
empowered to make autonomous decisions without a great deal of guidance or
direction from others (Seibert et al. 2004). As such, individuals with protean and
boundaryless career orientations employed in these types of organizations are experi-
enced in relying on their own thinking to make important decisions. In particular,
protean attitudes which deemphasize reliance on organizational structures for career
advancement which motivate desires for entrepreneurial behaviors are strengthened
under conditions of high organizational autonomy.

Furthermore, organizational climates which give rise to individual empowerment
reflect patterns of employee accountability in decision making situations. That is to say,
employees perceiving empowerment climates in their organizations believe organiza-
tional leaders hold them responsible for their actions (Seibert et al. 2004). As individ-
uals make autonomous decisions and are held responsible for their actions, they
develop confidence in their own abilities and greater trust in their own instincts and
decision-making capabilities (Zhang and Bartol 2010). For these individuals the tran-
sition to entrepreneurial careers likely becomes more feasible and desirable given their
beliefs in abilities to make critical career decisions and engage in entrepreneurial
behavior. Thus, organizational empowerment climates can strengthen boundaryless
and protean attitudes directed towards entrepreneurial careers and enhance the feasi-
bility and desirability of such.

Proposition 4a Organizational empowerment climate moderates the relationship be-
tween protean career orientations and entrepreneurial intentions via perceptions of
desirability and feasibility of entrepreneurial career entry such that the relationship will
be more positive under conditions of high empowerment climate.

Proposition 4b Organizational empowerment climate moderates the relationship be-
tween boundaryless career orientations and entrepreneurial intentions via perceptions of
desirability and feasibility of entrepreneurial career entry such that the relationship will
be more positive under conditions of high empowerment climate.
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Wage-employment tenure

While a career orientation may be an underlying mechanism guiding entrepreneurial
intentions, the effects of prior career choices should not be ignored. In particular, the
length of time an individual has been a wage-employee can significantly shape their
future career choices (Mitchell 1981). Research regarding employment tenure and
career moves (here we consider the turnover literature to be representative of a career
move) generally considers elements such as organizational commitment (Jaros 1997),
job satisfaction (Tett and Meyer 1993), and switching costs (Mitchell et al. 2001).
However, the career orientation-entrepreneurial intentions relationship eliminates these
arguments, as protean and boundaryless individuals are less concerned with these
constraints.

Some models of employee career change take into account the fact that some
employees leave their jobs for reasons beyond low job satisfaction or commitment
such as for new opportunities (Lee and Mitchell 1994) or for non-work, life reasons
(Lee and Maurer 1999). These models tend to more accurately align with an entrepre-
neurial learning perspective; the intention to start a business is not influenced so much
by a dissatisfaction with wage-employment but by the amount of entrepreneurial
learning and experience that has increased the individual’s positive attitudes (desirabil-
ity and feasibility) toward entrepreneurial careers thereby increasing entrepreneurial
intentions.

Even for individuals possessing a protean orientation and boundaryless view, it may
take some time to gain the experience, knowledge, and ability that allows them to
determine that they may be suited for an entrepreneurial career and also well-equipped
for entrepreneurial engagement. For some, this may come early in a career, for others,
quite later. Indeed, there exists a great deal of literature regarding more experienced and
higher-aged workers and entrepreneurial intentions (Singh and DeNoble 2003). While
those with protean and boundaryless views may, at any time during their wage-
employment careers transition into entrepreneurship, we argue that the effects of career
orientations on entrepreneurial intentions is most probably during early to middle
stages of wage-employment careers. In other words, we anticipate that protean and
boundaryless career orientations drive entrepreneurial intentions most strongly for
people with minimal time spent in wage-employment careers. We ground this argument
in organizational/job embeddedness theory (Mitchell et al. 2001).

The embeddedness concept describes an individual’s link to people within organi-
zations and occupational employment types, and the fit between employment and
personal life (Mitchell et al. 2001). As individuals progress in their wage-
employment tenures, they become increasingly attached to, and embedded in, their
careers and employing organizations. It is likely that embedded employees, despite
protean and/or boundaryless orientations, set aside desires for new venture creation
until eventual retirement from current wage-employment careers. However, we have
argued that a great deal of entrepreneurial learning takes place during one’s tenure as
well. Early stage employees may have no intentions of entrepreneurship until a
sufficient amount of knowledge and abilities have influenced self-efficacy regarding
new venture creation, or career views have changed. Therefore, we posit a wage-
employment tenure, curvilinear influence on the relationship between career orienta-
tions and entrepreneurial intentions such that the early and middle stage tenure will
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strengthen the relationship until a certain point in which the effect levels out or actually
weakens the relationship.

Proposition 5a Wage-employment tenure moderates the relationship between protean
career orientations and entrepreneurial intentions via perceptions of desirability and
feasibility regarding entrepreneurial career entry in a curvilinear manner.

Proposition 5b Wage-employment tenure moderates the relationship between bound-
aryless career orientations and entrepreneurial intentions via perceptions of desirability
and feasibility regarding entrepreneurial career entry in a curvilinear manner.

Discussion

Studies seeking to explain entry into entrepreneurial careers through examination of
entrepreneurial intentions typically rely on conceptualizations and data samples of
individuals making initial or first career choices. However, most people entering
entrepreneurship do so after having decided to work in wage-employment careers.
The conceptual model of entrepreneurial intentions presented in this paper reconciles
this flawed assumption positioning the career actor as having already made initial
career decisions to enter wage-employment and have inclinations or aspirations to
move to entrepreneurial careers. We proposed that individual cognitive concepts
associated with Bnew career theory^ offer an explanation of entrepreneurial intentions
capable of explaining decisions to enter entrepreneurship not from the college dorm
room but from existing organizations. Specifically, we argued that boundaryless and
protean career orientations allow career actors the agency and capabilities necessary for
viewing entrepreneurial careers as feasible and desirable.

Accordingly, individuals possessing boundaryless career orientations are more likely
than other career actors to see beyond employment boundaries between wage-
employment and entrepreneurial careers. Individuals with protean career views possess
the cognitive self-management propensity and confidence necessary for making these
types of career moves. Further, we argued that individual possessing high levels of both
career orientations are even more likely to have high entrepreneurial intentions given
that boundaryless orientations are inherently career actor agentic focused and protean
orientations are ability centric. In other words, boundaryless views set the stage for
confidently seeing entrepreneurship as a viable career change.

We theorized further that culture and experience associated with wage-employing
organizations are important moderators of career orientation-entrepreneurial inten-
tions relationships. In particular, we posited that cultures emphasizing self-direction
and autonomy for employees would reinforce one’s boundaryless and protean
orientations in driving entrepreneurial intentions. Furthermore, we argued that
employees with longer tenures become more embedded in their organizations
thereby reducing the influence that career views have on entrepreneurial intentions;
a type of substitute effect. Therefore, newer employees with boundaryless and
protean orientations may be most equipped to see entrepreneurship as a desirable
and feasible career choice.
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Theoretical implications

Our theory and model has important implications for entrepreneurship and manage-
ment research. By viewing within the context of a career, we shed light on the
problematic assumptions associated with entrepreneurial intentions as a first career
choice (Burton et al. 2016). However, our career theoretical perspective more accu-
rately describes aspiring entrepreneurs as employees thereby fundamentally changing
cognitive questions related to why some people choose entrepreneurship while others
do not; instead, the question becomes, why do some people chose to leave previously
desired careers for entrepreneurial ones. We argue that this more realistic view of
entrepreneurial intentions enriches what we know about aspiring entrepreneurs and
sheds light their cognitive motivations for leaving behind wage-employment careers for
entrepreneurship.

In terms of entrepreneurial intentions-based models, boundarlyess and protean
career views aide in placing a greater amount of career actor agency in the hands of
the career actor. That is to say, many intentions based models used in understanding
entrepreneurial cognition have been criticized for assuming entrepreneurs merely
process information and subsequently make decisions instead of taking career
decision making into their own hands (Townsend et al. 2015). As noted earlier,
our career perspective of entrepreneurial intentions places greater emphasis on an
entrepreneur’s ability to see beyond employment boundaries and take action based
on skills developed through self-managed thinking. Thus, we move cognitive
individual differences research, specifically studies of entrepreneurial intentions to
a more agency-based approach in which entrepreneurs take career decision making
in their own hands instead of simply processing available information regarding
opportunities for venture creation.

Finally, our paper has implications for practicing entrepreneurs as well. In our
view, individuals thinking about moving from wage-employment to entrepreneur-
ship must recognize their own cognitive limitations to crossing career boundaries
and having confidence in making career related decisions. While boundaryless and
protean views may be somewhat inherent in some individuals and not in others,
there is no reason why these orientations cannot be learned and acquired. A
recognition that boundaries do exist between employment domains may be the first
step in seeing beyond those boundaries and developing the confidence to cross
them. Further, for managers of individuals with boundaryless and protean views, it
may be useful to provide more opportunities for enactment of entrepreneurial
behaviors.

Future research directions

Future entrepreneurship research should adopt a careers perspective in analyzing
other important outcomes beyond entrepreneurial intentions. For example, career
concepts like boundaryless and protean views may be useful in explaining the types
of businesses entrepreneurs tend to create (Morris et al. 2016). For example, given
that many entrepreneurs move from wage-employment, why do some individuals
pursue salary replacement, lifestyle-based, or high growth types of ventures given
differences in boundaryless and protean views? It may be the case that only high
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protean, high boundaryless individuals pursue high growth ventures given the higher
levels of risk.

Additionally, our model implies that the link between wage-employment and entre-
preneurship is important for understanding entrepreneurs and the process through
which they enter entrepreneurial careers. In this regard, future research should consider
how other career concepts and theories predict future entrepreneurial activity among
wage-employees. For example, it would be interesting to explore how the Kaleidoscope
career model (KCM) might differentially explain decision-making at the wage-
employment-entrepreneurship nexus (Mainiero and Sullivan 2005). This model relies
on career parameters such as authenticity, balance, and challenge in explaining career
decision making. How these concepts that characterize the impact and meaning that
different forms of careers have on career actors and their decisions would be particu-
larly interesting in the context of entrepreneurial intentions as entrepreneurs tend to
differ in terms of the degree to which they have always felt Bentrepreneurially^ in their
careers (Matthews et al. 2010).

Other career concepts such as hybrid (Mainiero and Sullivan 2005), post corporate
(Peiperl and Baruch 1997), and happenstance (Mitchell et al. 1999) careers could all
similarly add richness to our understanding of entrepreneurial career intentions models.
For example, research suggests that most entrepreneurs stage entry into entrepreneurial
careers while remaining employed for wages (Folta et al. 2010) while a great deal of
research also focuses on whether entrepreneurs are pulled or pushed into entrepreneur-
ial careers due to employment environments (Amit and Muller 1995). These phenom-
ena lack a career theoretical framing and inclusion of important career theoretical
concepts to explain their existence and yet each are tied to the intersection of wage-
employment and entrepreneurial careers.

Future research should also seek to establish additional contextual and explanatory
mechanisms of our proposed model. For example, while self-efficacy is closely related
to protean career orientations, it differs in that it focuses on self-belief rather than self-
direction and management. However, this is a critical variable in entrepreneurship
research (Zhao et al. 2005) and likely helps in explaining why some employees with
certain career orientations are more inclined than others towards entrepreneurship.
Additionally, while our model does include an environmental condition (organizational
climate), it is important to consider other moderators of social context. For example, the
entrepreneurial intentions of wage-employees are influenced by the entrepreneurial
experiences and attitudes of peers (Nanda and Sørensen 2010). Therefore, it would
be interesting to explore the moderating effects of workplace peer career attitudes on
career orientations-entrepreneurial intentions relationships. Doing so will certainly
enrich the utility of career-based models in entrepreneurship research.

Conclusion

The aim of this paper was to shed light on the fact that while many people do not chose
entrepreneurship as a first career, entrepreneurial intentions models typically concep-
tualize the decision as such. We argue that career orientations, which explain initial
career decisions, might shed greater light on why some individuals are inclined to leave
wage-employment for entrepreneurship while others are not.
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