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ABSTRACT 

This study focuses on the public relations professionals and their motivations for 

becoming self-employed. Based on previous research on this group of practitioners and studies in 

the area of entrepreneurship, it was hypothesized that decision-making process is a complex and 

multifaceted phenomenon that is likely to be affected by variety of motivations and demographic 

variables. Relying on prior research it was hypothesized that motivations associated with 

autonomy, financial benefits, potential for greater ability for family-time, as well as the internal 

locus of control would predict individual odds to become self-employed. The study relied on the 

expectancy-value theory as its framework. This study replicates and builds on initial studies on 

independent public relations professionals and goes far beyond what has been studied up to this 

point. This study replicated the studies and extended them by analyzing the complex nature of 

decision making in a multivariate context. Thus, the results offer support for development of 

future studies on public relations practitioners and their motivations for becoming self-employed. 

It is important to note that the results of this dissertation are relevant beyond the field of public 

relations.  First, findings suggest further support for complexity of decision-making process 

associated with becoming self-employed. Findings are in line with research on entrepreneurial 

theory and motivations. Beyond demographic factors such as sex, marital status and age or 

tenure affecting individual’s propensity for becoming self-employed, higher order motivations 

were found to affect the decision making process. These motivations include greater autonomy, 

financial benefits and ability to spend more time with a family after becoming independent. The 

most prominent effect, however, was found for tenure. Finally, this study offers some key 

insights for the operationalization of expectancy-value theory and suggests approaches to 

statistical analysis of studies relying on this theory.   
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CHAPTER ONE 

INTRODUCTION 

Public relations is viewed as an applied communication process involving organizational 

communication management.  It is seen as a far-reaching, two-way process between an 

organization and its publics (Holtzhausen, 2000).  Public relations has been newly defined by 

Public Relations Society of America (PRSA), which is an organization of public relations 

professionals. Its formal definition states that “public relations is a strategic communication 

process that builds mutually beneficial relationships between organizations and their publics” 

(About PRSA: Public Relations Defined, 2012). Thus, the primary focus of public relations is to 

build and maintain relationships with organizational audiences, which include shareholders, 

consumers or clients, the media, and others (Broom, Casey, & Ritchey, 1997). Overall, public 

relations as a profession influences organizational audiences, an organization itself, and its well-

being. It does so by shaping the audience’s perceptions of the organization (Ledingham, 2003). 

As such, public relations is formed by the culture in which it is immersed and by public relations 

professionals, individuals who are involved in the process (Kang & Berger, 2010; Hazleton, 

Rayburn, & Lynch, 2007).  

According to the U.S. Bureau and Labor Statistics more than two hundred thousand 

(212,510) individuals are employed as public relations professionals (U.S. Census Bureau; New 

York. Department of Labor, 2010). The top five industries that employ the greatest number of 

public relations practitioners includes advertising, public relations, and related services (30,830); 

business, professional, labor, political, and similar organizations (19,440); colleges, universities, 

and professional schools (16,780); local government (9,780); and finally management of 

companies and enterprises (9,080). However, the number of public relations professionals as 

estimated by the census does not include self-employed practitioners. In addition to a large 

number of individuals employed in public relations firms, their revenues demonstrate growth 

regardless of the current economic turmoil. For example, according to The Holmes Report “the 

global public relations industry grew by slightly more than 8 percent in 2010, ending the year 

with fee income of at least $8.8 billion and employing about 60,000 people” (Holmes, 2011). 

Logically, public relations as a practice not only affects an organization itself and a number of 
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industries but also, based on the number of individuals it employs and the revenue it generates, 

public relations contributes to overall economic growth.  

Because the profession of public relations affects so many aspects of economic and 

organizational life, it is important to gain greater insight into public relations practices and those 

who affect the profession. Thus, researchers should concentrate on two distinct levels of 

study.  The first is public relations as a process and how it influences organizational audiences; 

and second the practitioners themselves, who are the influencers of an organization and the 

building blocks of the profession (Hazleton, Rayburn, & Lynch, 2007). As stated by the PRSA 

“the public relations practitioner uses a variety of professional communication skills and plays an 

integrative role both within the organization and between the organization and the external 

environment” (About Us: Official Statement on Public Relations, 1982). With that in mind, 

differences between the public relations practitioners suggest possible differences in how they 

influence the organization inside and out. Therefore, differences are likely to affect the practice 

as whole and thus the organization and the economy. Knowing the extent to which public 

relations weighs on organizations, industries and economies, without an understanding of 

practitioners who impact the practice, one cannot fully understand the profession and how it 

operates, thus missing an important link between the profession and its influence.   

Researchers began to expand the existing knowledge of public relations practitioners by 

profiling them in terms of demographics, professional accreditations, and reactions to their work 

environment (Sha, 2011a). In addition, studies suggested a noticeable polarization among public 

relations practitioners in terms of age, education, and professional accreditations (Sha, 2011b). 

The polarization among practitioners appears to be especially apparent because public relations 

practitioners began to change their career paths and identify themselves in terms of either being 

self or organizationally employed. The division into two groups of practitioners that is self and 

organizationally employed possibly increases the already existing polarization. The current state 

of literature, however, does not provide a solid foundation of why the polarization takes place, 

nor does it sufficiently explain whether differences exist in the way public relations professionals 

practice their profession. This should be considered a gap in literature that needs further 

investigation.   

In summary, the number of independent practitioners has grown in recent years although 

their number is not included in the census. These professionals work in the field but, unlike those 
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employed by a firm, are self-employed (Hazleton, Rayburn, & Lynch, 2007; Rayburn & 

Hazleton, 2005). Because of this growth and possible differences when compared to employed 

practitioners, independent public relations practitioners are likely affecting the profession as a 

whole. Furthermore, these differences may influence a practitioner’s productivity and thus the 

organization, public relations field, and the economy.  Because this group is fairly new, little to 

no research has been done to better understand this group of individuals. Independent public 

relations practitioners appear to be the fastest growing segment of the public relations profession 

(Rayburn & Hazleton, 2005), yet the number of studies that exist attempting to explain this 

rapidly growing group of professionals is deficient. The U.S. Bureau of Labor Statistics does not 

include independent public relations professionals in its estimations thus possibly 

underestimating the actual number of individuals working in the field. PRSA, however, 

recognizes the rapid growth of independent practitioners and the importance of this group. This 

recognition led PRSA to form an Independent Practitioners Alliance where solo practitioners can 

grow their business by “connecting to a strong network of independent practitioners who benefit 

greatly from the best practices, strategies, and support they provide to one another” (Independent 

Practitioner Alliance, n.d.).  

In addition to a basic lack of understanding and profiles of independent practitioners, it is 

not yet known whether independent public relations professionals are a group of individuals who 

are similar to those employed by an organization or whether they are in any way different. Any 

differences may suggest deviation from what is considered the common practice thus likely 

having an influence on the practice. Although public relations associations encourage and 

support diversity, the existence of professional accreditations and codes of ethics suggest a 

preference for standardization of practice (Sha, 2011). 

Finally, public relations as a process is a fairly new area of theory building in 

communication research, it is critical to better understand the multitude of aspects that influence 

this field (Botan & Taylor, 2004). Even though scholars began to explore independent 

practitioners, it is not fully known why an increasing number of practitioners are choosing to 

branch out from an employed to a self-governing setting (Hazleton, Rayburn, & Lynch, 2007). 

While initial research views schedule flexibility and financial benefits as key motivators to 

becoming an independent practitioner, these studies have failed to draw definitive conclusions 
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leaving an open field for further evaluation (Hazleton, Rayburn, & Lynch, 2007; Rayburn & 

Hazleton, 2005). Regardless of the inconclusive and insufficient findings that the early studies 

put forth, their benefits cannot be underestimated. The prior research on solo practitioners 

suggests that the decision to become self-employed is complex and multifaceted. Further support 

for complexity of decision making associated with becoming self-employed can be found in 

entrepreneurial literature. For the purpose of this study, the entrepreneurial literature is an 

appropriate source of information because self-employed individuals, such as independent public 

relations professionals, are frequently defined as entrepreneurs. For example, Brockhaus (1980) 

defines an entrepreneur “as a major owner and manager of a business venture who is not 

employed elsewhere” (p. 510). An entreprenuar is also someone who initiates activities that 

result in a new venture leading to self-employment (Renko, Kroeck, & Bullough, 2011). 

Additional support for the appropriateness of reliance on entrepreneurial literature offers studies 

that focus on motivations for becoming self-employed. These studies frequently refer to 

individuals who are self-employed as entrepreneurs and use the term “entrepreneur” and “self-

employed” interchangeably.  For the purpose of bridging different terminology between areas of 

study, self-employed individuals are referred to as self-employed, entrepreneurs, self-governing, 

solo, or independent practitioners. 

Even though public relations literature on this topic is limited, one of the main areas that 

can help better understand the decision for becoming independent is entrepreneurial literature. 

Researchers in the area of entrepreneurial motivations suggest that individuals have different 

motivations for choosing their employment type (Shane, Locke, & Collins, 2003). Self-employed 

individuals, for example, are known to select this route for economic reasons, that is in order to 

improve their financial standing but also for other reasons such as greater autonomy and a 

greater ability to spend more time with their family (Croson & Minniti, 2011; Renko, Kroeck, & 

Bullough, 2011; Taylor, 1996). Entrepreneurial motivations have often been explained by the 

expectancy-value theory, which suggests that individuals have expectations regarding possible 

outcomes following their choices (Lynd-Stevenson, 1999; Renko, Kroeck, & Bullough, 2011). 

Expectancy-value theory specifically deals with choice behaviors associated with subjective 

evaluations of outcomes related to choice behavior. Because of the previous use of this theory in 

predicting individual choice behaviors and the appropriateness of its application to the context of 
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decision making for becoming self-versus other-employed, a theoretical framework for this study 

relies heavily on expectancy-value theory and on research on entrepreneurial motivations. 

 The objective of this paper is to provide clarification associated with the complexity of 

career choice decision making. This current study attempts to examine a number of motivations 

for being organizationally employed versus self-employed in a context of public relations 

practitioners. As previously discussed, public relations practitioners need to be extensively 

researched because of their recent polarization for employed and independent public relations 

practitioner, their impact on the profession, and possibly the economy.  

This study seeks to replicate and expand the Rayburn and Hazelton (2005) and Sha 

(2001) studies profiling independent public relations practitioners in terms of gender, 

background, and years of experience, professional memberships, accreditation, and income. The 

results of this study are expected to provide an initial understanding to a complex phenomenon 

as to why individuals choose a certain career path (an independent versus an employed public 

relations practitioner). This is done by examining personality characteristics of both groups and 

expectancy-outcome motivations for becoming self-governing as well as age, gender, years of 

practice, income, and accreditations.  

A crucial benefit of this study is its potential to possibly establish a baseline for any 

theory development because it is commonly understood that theory cannot be progressed without 

a basic understanding of the elementary characteristics of the phenomenon or group in question. 

Thus, part of this study is purely exploratory because not enough evidence has been gathered 

from previous research to set forth meaningful hypotheses.  

To meet its objective, the study is organized as follows. First, a theoretical background on 

complexities of motivations for being self-employed is discussed. Next, a series of research 

questions and hypotheses that relate specifically to public relations practitioners and the key 

variables proposed for this study are set forth. Finally, the methodology for how the research was 

conducted is explained in detail.  

‘ 

 

 

 



6 
 

CHAPTER TWO 

LITERATURE REVIEW AND HYPOTHESES 

Decisions to become self-employed are complex and multifaceted. Studies on individuals 

who chose self-employment indicate that a number of varying factors influence decision-making 

process. Entrepreneurial literature suggests that individuals choose to be self-employed for 

particular reasons but these reasons may be different depending on the group of individuals in 

question (Shane, Locke, & Collins, 2003).  As Shane, Locke, and Collins (2003) indicate, 

motivations that are significant predictors of self-employment for general group of employees 

may no longer be significant predictors of self-employment for current managers. Generally, 

however, reasons motivating self-employment are utilitarian in nature and include higher 

income, independence, and to simply avoid unemployment (Taylor, 1996). Factors influencing 

the decision-making process may be divided into push factors which are those that are 

dissatisfaction driven such as unemployment, lack of promotion, divorce, etc. and pull factors 

which are those that are attractiveness driven such as opportunity, expected outcome, etc. 

(Kirkwood, 2009). This paper focuses on pull factors for two reasons. First, pull factors tend to 

be more complex. Second, business ventures started based on pull factors are known to be more 

successful (Amit & Mueller, 1995)    

Self-employed individuals are often viewed as entrepreneurs (Hamilton, 2000). An 

entrepreneur is someone that for utilitarian gain engages in a new venture under condition of 

task-related motivation, expertise, expectation of personal gain, and a supportive environment 

(Bull & Wilard, 1993). The preference for self-employment is based in part on personal 

characteristics, goals and environment, the perceived expectancy outcome considerations, which 

some tend to be utilitarian, and the perceived implementation-outcome relationship (Naffziger, 

Hornsby, & Kuratko, 1994). 

Work and health related outcomes associated with self-employment are also likely to play 

a role in decision-making. The self-employed appear to have higher levels of job satisfaction and 

a better general well-being than salaried workers do. These findings are even more plausible 

because it has been suggested that self-employed individuals experience greater levels of job 

satisfaction, which is a construct related to career satisfaction. Career satisfaction is important 

because it relates to employee retention, recruitment, and cost effectiveness (August & Waltman, 
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2004; Hoffman & Scott, 2003). Self-employment is also positively related to general life 

satisfaction (Punnett, Duffy, Fox, Gregory, Lituchy, & Miller, 2007), which implies that it may 

be related to one’s well-being. However, most importantly, career satisfaction is considered one 

of the indicators of career success (Judge & Kammeyer-Mueller, 2007).  Based on these 

findings, it can be said that being self-employed carries a number of potential benefits to those 

who choose this career path. These potential benefits as well as subjective expectations 

associated with self-employment make decision-making to become self-employed complex and 

multifaceted.  

As previously noted, this study focuses on public relations professionals who, in recent 

years, began to branch out from organizational employment and for variety of reasons decide to 

become self-employed. It appears that focus on public relations professionals and their self-

employment intentions and decisions is innovative in the field of communication. In the search 

for academic literature that focuses on choice behavior associated with career status in the related 

fields of communication such as media production or advertising, the researcher did not find any 

studies that were similar in nature. This study, therefore, not only attempts to fill the gap in the 

literature on independent public relations practitioners and their complex decision making 

process for becoming self-employed, but also opens a window of opportunity for research in 

related communication fields where self-employment may take place.   

Concerning public relations professionals, Rayburn and Hazleton (2005) found that, 

among other reasons, public relations practitioners choose to become self-employed in order to 

gain greater control over their work life. Therefore, like other professionals, public relations 

practitioners appear to value autonomy highly. Even though autonomy is thought to be one of the 

most important factors motivating an individual to become self-employed, another commonly 

valued motivator for becoming self-employed is an increase in financial benefits (Taris, Geurts, 

Kompier, Lagerveld, & Blonk, 2008; Taylor, 1996). Rayburn and Hazleton (2005) and Hazleton, 

Rayburn, and Lynch (2007) suggest that public relations practitioners in addition to greater 

control, choose self-employment to create an opportunity for financial advancement. These 

initial studies suggest that financial benefits along with scheduling flexibility may be pull factors 

for professionals to become independent. However, further research needs to be conducted in 

order to draw more definite conclusions (Hazleton, Rayburn, & Lynch, 2007; Rayburn & 

Hazleton, 2005).  
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In terms of personal charactristics and demographic variables, studies relying on a sample 

of public relations practitioners show that the profession is dominated by females. Not only do 

studies frequently indicicate approximate 70-30 split of females and males (Hazleton, Rayburn, 

& Lynch, 2007) but also professional associations suggest that the profession is dominated by 

females (Fiske, 2011). Therefore, in addition to gender related influeces, it is possible that the 

ability to devote more time to a family affects a decision making process associated with 

becoming self-employed for female practitioners. This reasoning is valid becauase females, 

regardless of their education and professional drive similar to males, appear to be more 

motivated by family time than do males (Kirkwood, 2009).  Furthermore, studies suggest that 

polarization of practitioners in terms of gender, marital status, education, accredication, and 

finally tenure in public relations may affect how practitoners experience their profession as well 

as influence their job related actions (Hazleton, Rayburn, & Lynch, 2007; Sha, 2011). With that 

in mind, it is possible that gender, marital status, education, and tenure may also affect 

practitioners decision making process associated with career choice. Finally, Hazleton, Rayburn, 

and Lynch, (2007) indicate that tenure in public relations may affect decision-making process 

associated with self-employment. 

It is now apparent that growing number of public relations professionals consider self-

employment as an attractive and beneficial alternative. Thus, an increasing number of these 

highly specialized workers become independent. Because public relations practitioners are 

individuals with specialized expertise who appear to begin business ventures for utilitarian 

reasons, literature on entrepreneurial motivations and a theory of occupational choice are used a 

theoretical background for hypotheses development. Based on entrepreneurial literature, 

entrepreneurs are individuals who start a new business venture, engage in behaviors necessary 

for the operation and performance of this business as well as they experience psychological and 

non-psychological outcomes associated with the new business venture (Naffziger, Hornsby, & 

Kuratko, 1994). Based on this description of an entrepreneur, independent public relations 

practitioners can be viewed as such because they become self-employed for the reason of starting 

a new business and engage in behaviors necessary for its performance. Finally, public relations 

practitioners have certain expectations related to self-employment. Because of the similarities 

between independent public relation practitioners and entrepreneurs, reliance on entrepreneurial 

research is considered appropriate for this study. 
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In order to gain a better understanding of the complexity of motivations for becoming 

self-employed, a number of major entrepreneurial motivations are reviewed. Special emphasis is 

placed on perceived expected outcome considerations and personal characteristics. Prior research 

in terms of personal environment and personal characteristics is also discussed. Finally, the 

theoretical framework on which this study relies is reviewed.  

 

Personal Environment  

A number of personal factors are thought to influence person’s propensity to becoming 

self-employed. These factors include family status, gender, age, tenure, and number of children 

as well as parental employment and being brought up in a family with entrepreneurial members 

(Lange, 2012, Naffziger, Hornsby, & Kuratko, 1994). Hazleton, Rayburn and Lynch (2007) 

found that tenure appears to be an important factor leading up to self-employment. The 

propensity of being self-employed is affected in following manner. First, the self-employed tend 

to be older and have more children. The employemnt status may not necessarily be influenced by 

the number of children but more by the age as older people simply have more children. The 

relationship between age and being self-employed is U-shaped, which means that individuals 

who are early in their career (20-30 years of age) and those who have worked for many years and 

are about to retire are more likely to be self-employed (Beugelsdijk & Noorderhaven, 2005). 

Moreover, typically more men than women take on entrepreneurial activities and become self-

employed (Langowitz & Minniti, 2007). It is thought that men with greater resources are more 

likely than women to become self-employed (Evans & Leighton, 1989).  However, the 

propensity of women being self-employed has increased in recent years even if it remains 

significantly lower than in males (Langowitz & Minniti, 2007). Next, the self-employed tend to 

be married, and therefore are likely to have financial back up. In addition, individuals are thought 

to be more likely to be self-employed if one of their parents was also self-employed.  It is 

especially true for males whose fathers were managers (Evans & Leighton, 1989). Parental roles, 

therefore, play a role in one’s propensity to become self-employed (Chlosta, Patzelt, Klein, & 

Dormann, 2012). Finally, individuals who have greater market or unemployment experience and 

those who frequently change their jobs have greater probability for being self-employed (Evans 

& Leighton, 1989).  
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In addition to personal environment and demographic variables that affect self-

employment, latent motivational construct are considered to influence individual’s decision-

making process. Among numerous motivations associated with self-employment, autonomy, 

financial and family motivations are considered some of the most important ones (Naffziger, 

Hornsby, & Kuratko, 1994; Shane, Locke, & Collins, 2003). 

  

Autonomy, Financial, Family Time Motivations 

One of the main contributing reasons as to why individuals begin entrepreneurial 

activities is to have a greater autonomy (Naffziger, Hornsby, & Kuratko, 1994). Individuals 

become self-employed because they want greater schedule flexibility and increased control 

(Taris, Geurts, Kompier, Lagerveld, & Blonk, 2008). Furthermore, it appears that the motivation 

for being autonomous is so strong that individuals are willing to initially earn less money than 

their salaried counterparts just so that they can increase their autonomy (Croson & Minniti, 

2012). Those who experience longing for more autonomy through self-employment appear to be 

correct regarding the autonomy as an outcome following a decision for being self-employed 

because studies suggest that self-employed show a greater level of autonomy in their work life 

(Prottas & Thompson, 2006). Literature established the significance of autonomy with respect to 

self-employment by often including autonomy as part of a definition of self-employment. 

Consequently, self-employed are often defined as individuals owning their own business 

ventures, often having a sizable amount of autonomy and thus freedom in how they conduct their 

business (Dale, 1986). 

In an examination of previous literature, Evans and Fisher (1992) defined autonomy as 

“the amount of freedom a worker has to schedule their work and determine the procedures to be 

used in carrying it out” (p. 1171). Numerous positive job related outcomes are associated with 

greater control over the work environment. Autonomy is viewed as a job resource that positively 

influences employee motivation and job engagement, which are often linked to work 

performance (Bakker & Demerouti, 2006). Autonomy is also thought to be positively related to 

job satisfaction for the self-employed that has been found to be valid for both males and females 

(Lange, 2012). In that respect, self-employed individuals score higher on job satisfaction than 

salaried workers (Hundley, 2001). Therefore, researchers found that career status and autonomy 

indirectly heighten job performance (Morgeson, Delaney-Klinger, & Hemingway, 2005) through 
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a variety of mediating factors such as satisfaction or engagement. In addition to having a positive 

effect on positive outcomes, job autonomy is negatively associated with turnover intentions (Kim 

& Stoner, 2008). This means that those with low autonomy are more likely to experience higher 

levels of intentions to leave their current workplace and search for a working environment with 

more autonomy. Self-employment is known to offer greater autonomy than organizational 

employment. Therefore, individuals who find autonomy to be an important aspect of their work 

life should find this type of career an attractive alternative to organizational employment. Public 

relations professionals who highly value autonomy should, therefore, be either self-employed or 

intend to become self-employed in the near future.  

Beyond job satisfaction and other work related outcomes, autonomy is positively linked 

to satisfaction with family life and life in general. Those with higher levels of autonomy also 

experience a greater positive association between job and home (Thompson & Prottas, 2005).  

Autonomy may also be an attractive motivator because of its relationship to various positive 

occupational outcomes. In that respect, individuals with higher levels of autonomy tend to be 

satisfied with their job, family, and life in general as well as experience less stress from work and 

family conflicts (Thompson & Prottas, 2005; Schjoedt, 2009). Employees experiencing higher 

levels of job autonomy are less likely to feel stressed or experience either form of work–family 

conflict. The strongest relationship was found between autonomy and job related outcomes such 

as job satisfaction (Thompson & Prottas, 2005).  

Researchers also suggest that professionals experience numerous health-related 

improvements after becoming self-employed. Stephan and Roesler (2010) suggest that after 

individuals were self-employed for some time they experience health improvements such as 

lowered blood pressure, significantly lower overall somatic and mental morbidity, as well as 

lower prevalence rates of hypertension, and somatoform disorders. These improvements are 

attributed to the job type: self-employed individuals are thought to have so called active jobs that 

are characterized by higher job demands, but also higher job control (Stephan & Roesler, 2010). 

Thus, the positive impact of autonomy on health is indirect. 

In summary, occupational and entrepreneurial literature suggest that autonomy is 

considered one of the most important motivations to become self-employed. It is also related to 

numerous positive outcomes such as job satisfaction, job engagement and performance. 
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However, it does not appear to be related to any entrepreneurial aspirations (Hessels, van 

Gelderen, & Thurik, 2008).   

Individuals become self-employed for reasons that are utilitarian in nature. Autonomy is 

one of the most cited motivations. Another frequently cited entrepreneurial motivation is the one 

associated with higher income (Taylor, 1996). With respect to public relations practitioners, as 

previously noted, beyond autonomy, Rayburn and Hazleton (2005) found that practitioners 

become self-employed for economic reasons such a greater wealth and ability to earn as much 

money as possible. These findings are also supported by the entrepreneurial literature. In 

particular, entrepreneurial studies suggest individuals become self-employed in order to improve 

their financial standing (Croson & Minniti, 2011; Renko, Kroeck, & Bullough, 2011; Taylor, 

1996).  

Financial benefits tend to be a complex motivation. Entrepreneurs face a negative reality:  

the majority of those who decide to become self-employed are not successful, while their 

endeavors are not prosperous enough to continue (Shane, 2009). It appears that individuals 

interested in self-employment see financial benefit as a realistic outcome because they are almost 

confident that greater income will follow self-employment. The reality is, however, widely 

different (Hamilton, 2000). The contradiction between what is expected after becoming self-

employed (financial gain) and what is the reality (lower income) is often referred to as 

“unrealistic optimism” and self-deception (Arabsheibani, de Meza, Maloney, & Pearson, 2000). 

Therefore, greater financial benefits after becoming self-employed are often a vision but not a 

reality. Additionally, a number of crucial factors are often underestimated by the prospect self-

employer. For example, self-employed need to pay their health insurance and costs associated 

with a new business venture. Also, as Rayburn and Hazleton (2005) and Hazleton, Rayburn, and 

Lynch (2007) found, a large number of independent practitioners fail to charge for overhead and 

the costs associated with conducting business which may lead to a diminished income if the 

basic fees for doing business are not raised.  Even with these risks in mind, individuals who 

value, and are motivated by, long-term financial benefits are willing to forego the benefits 

experienced by their organizational counterparts in order to attempt to reach their long-term 

financial goals (Kolvereid, 1996).  In times of economic turmoil where either many employees 

had to worry about their employment or they had to take on salary cuts, economic benefits 

associated with self-employment may appear especially important. 
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Unlike negatively charged entrepreneurial literature, studies on public relations 

practitioners suggest that, in fact, independent practitioners tend to earn more than their 

organizationally employed counterparts do. This is especially true for the most successful solo 

practitioners. If organizationally employed public relations practitioners are aware of the income 

of those who are independent, this information becomes not only a vision alone but also a 

promise that financial gain is possible. From a long-term perspective, financial benefit is 

considered an important motivation not only because it contributes to an individual’s decision to 

become self-employed but also because it is related to aspirations of business growth (Hessels, 

van Gelderen, & Thurik, 2008).   

Literature suggests that apart of motivations such as financial benefits and autonomy that 

drive individuals to become independent workers (Taris, Geurts, Kompier , Lagerveld, & Blonk, 

2008; Prottas & Thompson, 2006), persons become self-employed in order to spend more time 

with their families. Devoting more time to the family is known to be especially important for 

women (Langowitz & Minniti, 2007). Unlike financial benefits that are often expected to be an 

outcome of self-employment that is rarely reached, the ability to spend more time with a family 

is often a reality after becoming self-employed. Self-employment and autonomy that it offeres 

allow individuals to schedule their work in such a way that they can easily accomonodate their 

family life into what would be a busy routine. Researchers, therefore,  tend to associate family 

motivation with autonomy (Gimenez-Nadal, Molina, & Ortega, 2011) 

Family motivation is especially important to female professionals who use self-

employement as means to continue their career but who also want to spend more time with their  

family.  Females tend to experience more work to family coflict that often leads to greater 

distress, but self-employment tends to solve this problem. It appears that greater family time has 

its price for females because females tend to earn less in their business ventures than do males. 

This difference is thought to be associated with time spent with their family as opposed to 

business related activities (Fairlie & Robb, 2009; Gimenez-Nadal, Molina, & Ortega, 2011). 

Another negative outcome associated with being self-employed is that females tend to 

experience tension related to time commitmment, constant job demands and the need for 

balancing work and  family time (McGowan, Redeker, Cooper, & Greenan, Female 

entrepreneurship and the management of business and domestic roles: Motivations, expectations 

and realities., 2012).  
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Because initial studies suggest family time to be of importance to public relations 

practitioners and because public relations is a communication field domminated by females, it is 

expected that this motivation will be particularly important in this study 

Studies propose that individuals who receive positive feedback regarding their 

entrepreneurial abilities tend to have higher entrepreneurial expectations than those who received 

negative feedback (Gatewood, Shaver, Powers, & Gartner, 2002). This suggests that individuals 

with greater social support may be more likely to become an entrepreneur. With that in mind, 

those individuals whose spouse offers them positive feedback may have higher entrepreneurial 

motivations.  Therefore, it is possible that married females with several years of experience in 

public relations may be especially driven by family motivation. 

As described above, the preference for self-employment is based on several complex 

motivations as well as a number of demographic variables and personal environment. 

Motivations such as autonomy, financial and family affect the individual decision making 

process associated with career choice (Naffziger, Hornsby, & Kuratko, 1994). A theoretical 

framework proposed for this study relies on the premise that individuals have a number of 

expectations about the perceived outcome that is anticipated to follow a specific choice behavior. 

Under an umbrella of expectancy outcome considerations, one of the most prominent 

occupational theories is relied on to predict work related outcomes and is known as the 

expectancy-value theory. 

 

Expectancy-Value Theory 

Expectancy-value theory has been widely discussed in psychology and developmental 

psychology as well as education (Wigfield & Cambria, 2010). Expectancy -value theory has also 

been used to explain entrepreneurial motivations. Yet there are only a few studies on 

entrepreneurial intent that rely on expectancy-value theory (Renko, Kroeck, & Bullough, 2011). 

Expectancy-value theory is the theoretical framework for this study because it is a theory that 

predicts occupational choice. Therefore, this theory’s purpose is to predict different types of 

choice behavior associated with work environments (Wabba & House, 1974). Two important 

constructs are at the center of expectancy-value theory: expectancy and value (or valence). 

Expectancies are thought to incorporate one’s “beliefs about whether a particular action can be 
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performed to some required standard that defines a successful outcome and also beliefs about the 

various positive and negative consequences that may follow the outcome” (Feather, 1992, p. 

316). Expectancies are operationalized in terms of subjective probabilities of an outcome 

associated with a choice behavior. Concept of value, or valence, as described in original 

Vroom’s work, can be defined as “all possible affective orientations toward outcomes, and it is 

interpreted as the importance, attractiveness, desirability, or anticipated satisfaction with 

outcomes” (Van Eerde & Thierry, 1996, p. 576). Values are operationalized in terms of 

subjective importance or desirability of an outcome associated with a choice behavior (Holland, 

2011).  

As it is the case with numerous theories that explain human behavior, expectancy-value 

theory predicts an individual’s behavior from attitudes and beliefs one may have about a 

particular behavior or its consequence (Wiklund, Davidsson, & Delmar, 2003). The theory 

attempts to predict individual choice behavior from expectancies regarding outcomes that 

possibly result from this behavior as well as values assigned to each of these possible outcomes. 

Expectancy-value theory suggests that individuals have expectations regarding their choices and 

these expectations play a role in the decision making process (Lynd-Stevenson, 1999; Renko, 

Kroeck, & Bullough, 2011). In addition to having expectations regarding a possible outcome, 

individuals also assign values (otherwise known as valence) to outcomes they expect to result 

from their choices. If the expected outcome is highly valuable to them, it then has high 

instrumentality and becomes a motivation for action (Wabba & House, 1974). Therefore, the 

expectancy, valence, and instrumentality are the basis of expectancy-value theory originally 

established by Vroom in his 1964 study (Renko, Kroeck, & Bullough, 2011).  

Expectancy-value theory suggests that in order to achieve motivation, both expectancy 

and value need to be high (Wiklund, Davidsson, & Delmar, 2003). Based on their meta-analysis, 

Van Eerde and Thierry (1996) conclude that the predictive power of expectancy-value theory 

varies from study to study because of different approaches. The varying approached to studying 

expectancy-value theory, therefore, attenuate results of the meta-analysis.  Many 

operationalization, interpretations and approaches to statistical analysis exist. Researchers tend to 

disagree in terms of which approach should be utilized (Connolly, 1976).  

In an early development of expectancy-value theory, the emphasis was placed on the 

multiplicative model and thus the interaction term between expectancy (E) and value (V) 
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associated with an outcome. Interaction takes form of a product of the two in form of (E x V).  

Wabba and House (1974) in their review of expectancy-value methodologies state that the early 

studies that used the  interaction term between expectancy and value had a substantial and 

significant impact on one’s action. Researchers, however, began to notice that as the theory was 

progressing, the newer studies de-emphasized this approach (Nagengast, Marsh, Scalas, Xu, 

Hau, & Trautwein, 2011).  Instead of multiplicative approach, newer studies relied on additive 

model of expectancy and value of an outcome (Wabba & House, 1974). The expression of an 

additive model takes form of expectancy plus value equation: (E+V). It appears that a large 

number of researchers considered this approach to be an appropriate and reasonable 

interpretation of the theory (Hankins, French, & Horne, 2000). Others tend to disagree on the 

ground of incompleteness (Van Eerde & Thierry, 1996). It has been suggested that the additive 

model disregards a very important concept of interaction. If expectancy and value interact with 

each other, the predictive ability of expectancy and value should be questioned. Nagengast, 

Marsh, Scalas, Xu, Hau, and Trautwein (2011) stress that the interaction between valence and 

expectancy should be included in the studies that rely on expectancy-value theory because of its 

statistical relavance in relation to the  predctive power of this theory.  Van Eerde and Thierry, 

(1996) in their meta analysis suggest that expectancy-value theory should be considered an 

important framework for understanding choice behaviors. Van Eerde and Thierry, (1996) found 

that the effect sizes found in a meta analysis were than expected. The correlations may have been 

attnauated because of methodological and analytical diversity in conducting the studies based on 

which the meta analysis was conducted. Van Eerde and Thierry (1996) specifically emphasized 

that the likley problem is the fact that so many studies rely on additive models disregarding 

interaction terms. To solve this inconsistency of approaches to statsitical analysis, (Baker, 

Ravichandran, & Randall, 1989) conducted a study where different approaches are tested. Baker, 

Ravichandran, and Randall, (1989) looked at how well several expectancy-value  approaches 

compare to one another in terms of the predictive ability. Baker, Ravichandran, and Randall, 

(1989) specifically looked at the additive model (E+V) and variety of additive models with 

interaction (E+V+(ExV)), (E+V+(ExV)+  ), and (E+V+(ExV)+  +         The first two 

models ((E+V) and (E+V+(ExV))) correclty predicted a similar number of subjects. However, 

the (E+V+ (E x V) appeared to explain more variance in an outcome. Additional approaches 

showed slight but non substantive increase in predictability but substantially fewer subjects were 
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predicted correctly. Therefore, based on these results, it appears that model (E+V+(ExV) is more 

useful than the additive model. Because of negligable number of correctly predicted behaviors, 

remaining methods are deemed inferior.  

An overwhelming number of studies that rely on this theory are based on college student 

samples (Miller & Grush, 1988; Nagengast, Marsh, Scalas, Xu, Hau, & Trautwein, 2011). Even 

though there is some value in these studies, especially in relation to psychology-related research, 

in respect to examining entrepreneurial behavior of workers,  is always more insightful  to 

conduct studies on actual professionals. Studies conducted on students are considered limited in 

their ability to explain the actual phenomena because, as it is commonly known, students think 

and behave differently than working individuals.  The current study provides a clearer picture 

than the existing studies using student samples because this study was conducted on working 

professionals, a sample difficult to acquire.  

Personal Characteristics 

In occupational research, personality characteristics are studied in part to better 

understand individual’s career path choices, job and career satisfaction, tendency to be self-

employed, predisposition to experience engagement or burnout (Bakker, Van Der Zee, Lewig, & 

Dollard, 2002; Barrick, Mount, & Gupta, 2003; Chlosta, Patzelt, Klein, & Dormann, 2010; 

Judge, Heller, & Mount, 2002; Luca, Cazan, & Tomulescua, 2012). For the purpose of this 

study, it should be stated that personality scores in fact differ across occupations and work 

environments (Ones & Viswesvaran, 2003).  It has been suggested that individuals who 

demonstrate high levels of certain personality traits may be more likely to choose certain 

occupations over others (Barrick, Mount, & Gupta, 2003; Willie, De Fruyt, & Feys, 2010). 

Moreover, some studies suggested that individuals who have certain combination of traits tend to 

become self-employed more often than others. Therefore, personality characteristics may be 

especially useful when attempting to explain why certain individuals decide to become 

independent public relations practitioners as opposed to choosing the more traditional path that is 

being employed by the organizations. Unfortunately, within the extensive literature on the 

personality characteristics and career choices, it is not apparent that researchers conducted any 

studies specific to public relations.  
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From a public relations occupation perspective, it is yet unknown which individual 

characteristics related to one’s personality play a main role in an individual’s decision to choose 

this career path. Furthermore, it is also unknown whether differences in personality 

characteristics exist between those public relations practitioners who are self-employed and those 

working for an organization. Because of that, results of this study attempt to fill a gap in the 

existing literature both in occupational and personality research as well as the literature in public 

relations.  

Researchers interested in occupational choices and the reasons why individuals choose 

certain career paths over other have found personal characteristics to be of importance and 

concluded that “personality plays a role in the emergence and success of entrepreneurs”  (Zhao, 

Seibert, & Lumpkin, 2010, p.381). For example, researchers from different disciplines concluded 

that personality traits are useful for determining career choices (Willie, De Fruyt, & Feys, 2010; 

Zhao & Seibert, 2006; Beugelsdijk & Noorderhaven, 2005). Personality traits are internal drivers 

as to why individuals decide to become self-employed. In particular, researchers have shown an 

interest in using personality traits. Because of their stability, personality traits can help explain an 

individual’s tendencies to choose certain occupational types or preferences to be other or self-

employed. Furthermore, personality traits can help predict individual future behaviors. 

Certain factors under the umbrella of the Big Five, one of the most commonly used 

personality models, such as openness to experience and extraversion, appear to influence one’s 

tendency to become self-employed (Shane, Nicoloau, Cherkas, & Spector, 2010). For instance, 

extraverts are thought to be more likely to become self-employed while entrepreneurs were 

found to score higher on the openness scale (Zhao & Seibert, 2006). An individual who scores 

high on openness to experience is likely to be imaginative, creative, original, curious, liberal, and 

to prefer variety (Mills & Huebner, 1998). In addition, while individuals who score high on 

extraversion tend to be sociable, warm, assertive, and active (Seibert & Kraimer, 2001) the self-

employed are also thought to be more individually oriented than the rest of the population 

(Beugelsdijk & Noorderhaven, 2005). An overwhelming number of studies also suggest that 

three particular personal characteristics seem to serve as internal motivators for becoming self-

employed: need for achievement, risk-taking propensity, and locus of control (Ahmed, 1985; 

Beugelsdijk & Noorderhaven, 2005; Brandstätter, 2011; Korunka, Frank, Lueger, & Mugler, 

2003).   
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Need for achievement is an internal motivation to accomplish individual goals (Carraher, 

Buchanan, & Puia, 2010).  Hansemark (2003) notes that “need for achievement seems to entail 

expectations of doing something better or faster than anybody else or better than the person’s 

own earlier accomplishments” (p. 302). However, because of contradictory findings, it has been 

argued that the need for achievement is not the best predictor of career path choices; yet meta-

analyses suggest the contrary. Results suggest that achievement motivation is significantly 

correlated with both choice of an entrepreneurial career and entrepreneurial performance 

(Collins, Hanges, & Locke, 2004). Furthermore, findings suggest that entrepreneurs exhibit 

higher achievement motivation than managers (Stewart & Roth, 2007). Studies on the need for 

achievement and enterprenurial motivation conclude that one’s individual characteristics 

influence one’s willingness and propensity to become self-employed. In addition, Stewart and 

Roth (2007) suggest that individuals who are highly motivated to achieve their goal work hard to 

get there. Achievement motivation is favorable not only for business foundation but also for 

business success (Brandstätter, 2011).  

Stewart, Carland, Carland, Watson, and Sweo (2003), relying on a study conducted by 

McClelland (1961), sumarized need for achievement and its relationship to prepensity for 

becoming an enteprenuer by stating that “high need for achievement predisposes a person to seek 

out an entrepreneurial position in order to attain more achievement satisfaction than could be 

derived from other types of positions— those which are more managerial” (p. 29). 

Entrepreneurial research suggests that individuals who decide to become self-employed do not 

only score high on the need for achievement scale but they also have higher risk propensity. This 

is especially true for those enteprenuers who are focused on growth as they tend to score higher 

on risk propensity and need for achievement (Stewart, Carland, Carland, Watson, & Sweo, 2003) 

Risk propensity is an individual’s perceived probability of receiving the rewards 

associated with the anticipated success of a specific choice. An individual requires this subjective 

probability before s/he will subject him/herself to the consequences associated with failure 

related to the specific choice (Brockhaus, 1980). This means that risk propensity is one’s 

awareness of the failure associated with the new venture and its success and dealing with the 

uncertainties of one’s venture (Ahmed, 1985). Similar to the need for achievement, results of the 

studies on entrepreneurs and their risk propensity are mixed (Brockhouse, 1980; Miner & Raju, 

2004). For example, some research suggest those who are risk averse and desire job security tend 



20 
 

to be organizationally employed (Taylor, 1996). Furthermore, it has been suggested that 

entrepreneurs are less risk avoidant than managers are. Results are even more pronounced for 

those who are focused on growth (Stewart & Roth, 2001).  However, Miner and Raju (2004) 

suggest that entrepreneurs who are growth conscious are more risk avoidant than managers. They 

suggest that these mixed results can be attributed to the quality of data that likely affect the 

results of meta-analytic reviews. In response to Miner and Raju (2004), Stewart and Roth (2004) 

conducted an additional meta-analysis in which they included studies from Miner and Raju 

(2004) and attempted a stricter analysis. The results were comparable to the initial Stewart and 

Roth (2001) meta-analysis. Stewart and Roth (2004) agree, however, with Miner and Raju 

(2004) that influence of possible moderators should be examined when attempting to establish 

differences between entrepreneurs and managers in terms of risk propensity. Regardless of the 

mixed results related to the differences between entrepreneurs and managers in terms of need for 

achievement and  risk propensity, it is unquestionable that personality characteristics differences 

exist between the entrepreneurs and the general public (Beugelsdijk & Noorderhaven, 2005).  

Generally, however, risk propensity was found to support business foundation but not business 

success (Brandstätter, 2011). Although carrying a higher risk of failure, the self-employed feel 

less at risk for failure, which is likely to be attributed to the idea that future is in their own hands 

(Hundley, 2001). 

Another important personal characteristic often ascribed to entrepreneurs is locus of 

control (Evans & Leighton, 1989).  Locus of control is considered one of the most extensively 

researched psychological traits in entrepreneurial literature (Mueller & Thomas, 2000). Studies 

on entrepreneurial motivations suggest that locus of control is an important, if not the most 

important, factor influencing an individual to become self-employed (Shane, Locke, & Collins, 

2003). Locus of control is explained in terms of internal and external locus of control. Internal 

locus of control is an individual’s “perception of events being contingent upon one’s own 

characteristics or actions” (Ahmed, 1985, p. 781). People with internal locus of control are those 

who believe that they can affect outcomes. Alternatively, individuals with an external locus of 

control, that is one’s belief that the external factors outside of personal characteristics affect an 

outcome, are less likely to become self-employed (Chen, Greene, & Crick, 1998).  

Locus of control is thought to be closely related to self-efficacy, another important 

construct in entrepreneurship. Self-efficacy is a cognitive evaluation of one’s ability to use 
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personal resources to control events and take necessary actions to improve their lives (Chen, 

Green, & Crick, 1998). Self-efficacy was found to mediate the relationship among risk 

propensity, entrepreneurial experience, as well perceptions of formal learning and 

entrepreneurial intentions (Zhao, Seibert, & Hills, 2005). However, locus of control is considered 

a more general entrepreneurial motivation while self-efficacy, such as goal setting, is seen as 

task-specific motivation. These motivations are considered to enable opportunity recognition, 

idea development, and execution (Shane, Locke, & Collins, 2003). Locus of control is found to 

be highly correlated with achievement motivation, which explains the importance of both 

constructs in explaining why individuals become self-employed (Korunka, Frank, Lueger, & 

Mugler, 2003). Achievement motivation, similar to locus of control, is considered a general 

motivation. 

Overall, entrepreneurs with young, successful business ventures appear to be a 

homogenous group of individuals in terms of personality characteristics. They seem to have high 

levels of internal locus of control, personal initiative and achievement motivation as well as 

medium to high levels of risk-taking propensity (Korunka, Frank, Lueger, & Mugler, 2003). This 

study focuses on locus of control as a personality characteristic motivating to become self-

employed because it is probably the most studied personality characteristic.  

 

Research Questions and Hypotheses 

The review of literature suggests that decision-making process related to career status is 

complex and multifaceted. Initial studies on public relations practitioners provide a baseline for 

development of this study that attempts to expand what has been already found and goes beyond 

by focusing on latent factors. Studies on public relations practitioners and on entrepreneurial 

motivations suggest that a public relations professional’s decision to become self-employed is 

likely to be affected by a number of variables that include autonomy, financial and family 

motivations and personality traits such as internal locus of control. The decision to become self-

employed is also thought to be influenced by gender, marital status and tenure. To better 

understand public relations professionals, two research questions were formulated. Research 

questions are somewhat exploratory in nature and deal with expectancies associated with 

becoming independent practitioner as well as they attempt to profile public relations practitioners 
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on basic demographic and work related variables. Based on prior research, two research 

hypotheses were formulated. In order to better understand practitioners’ motivations hypotheses 

are tested in a multivariate environment. The first hypothesis deals specifically with both groups 

of practitioners, that is, those who are self- and organizationally employed, and their motivations. 

Hypothesis two is only concerned with organizationally employed practitioners and their future 

intentions for becoming self-employed. Therefore, hypothesis one deals with the current 

situation profiling public relations practitioners in terms of their motivations and hypothesis two 

attempts to predict future from motivations. Based on prior research, influence of gender, marital 

status and tenure are tested and controlled for. 

 

 

Research question 1 

In terms of non-trait characteristics how can self-employed public relations professionals 

be profiled with respect to those employed by an organization? 

 

Research Question 2 

Do public relations practitioners differ in terms of expectancy perceptions of an outcome 

related to becoming self-employed? 

 

 Hypothesis 1 

Professional employment status is a function of several predictor variables: autonomy 

motivation, financial motivation, family time motivation and internal locus of control. 

 

Hypothesis 1a (H1a): Public relations professionals who score higher on autonomy motivation   

are more likely to be self-employed.  

Hypothesis 1b (H1b): Public relations professionals who have higher scores on financial  

motivation are more likely to be self-employed. 

Hypothesis 1c (H1c): Public relations professionals who have higher scores on family-time  

motivation are more likely to be self-employed. 

Hypothesis 1d (H1d): Public relations professionals who have higher scores on internal locus of  

control are more likely to be self-employed. 
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Figure 1. Model of Motivations Affecting Choice Behavior associated with Hypothesis 1. 

 

 

Hypothesis 2 

Intention to become self-employed in the near future is a function of several predictor 

variables: autonomy motivation, financial motivation, family time motivation and internal locus 

of control. 

 

Hypothesis 2a (H2a): After controlling for all other predictors, a positive relationship exists  

between autonomy motivation and intent to become self-employed for 

organizationally employed public relations practitioners.   

Hypothesis 2b (H2b): After controlling for all other predictors, a positive relationship exists  

between financial motivation and intent to become self-employed for 

organizationally employed public relations practitioners.   
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Hypothesis 2c (H2c): After controlling for all other predictors, a positive relationship exists  

between family motivation and intent to become self-employed for 

organizationally employed public relations practitioners.   

Hypothesis 2d (H2d): After controlling for all other predictors, a positive relationship exists  

between internal locus of control and intent to become self-employed for 

organizationally employed public relations practitioners.   

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2. Model of Motivations Affecting Intentions for Becoming Self-Employed associated 
with Hypothesis 2. 
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CHAPTER THREE 

METHODOLOGY 

Design and Sampling 

An online survey was designed to collect data for testing the hypothesis and answering 

research questions. The survey technique has traditionally been used to establish relationships 

between variables. This means that when applying the survey method, participants are asked 

questions so the researcher can evaluate variables at one point in time, and then test the 

relationships among these variables (Frey, Botan, & Kreps, 2000). Surveys are also one of the 

most commonly used methods for studies involving variables and a sample such as the ones in 

this study. More specifically, it appears that quantitative studies conducted on public relations 

practitioners use either the survey or online survey method (Sha, 2011; Kang & Berger, 2010, 

Rayburn & Hazleton, 2005), as do numerous studies on entrepreneurial motivations and 

intentions (Hessels, van Gelderen, & Thurik, 2008; Shook & Bratianu, 2010). Because of 

prevalent use in studies similar to this and its usability for relationship testing, the online survey 

method was considered an appropriate technique to use for this study. Some important 

advantages of using an online survey for the purpose of this study include confidentiality, 

convenience and speed of data collection. A disadvantage includes the short length of the survey 

necessary to reduce incompletion rates. 

According to Fowler (2002), online surveys give participants a feeling of anonymity and 

permit individuals to take the study at their convenience. Naturally, these advantages are 

especially important to working individuals who, during the survey, answer questions related to 

their personal income, perceptions, intentions to leave an organization, and other potentially 

sensitive topics. As suggested by Fowler (2002), beyond perceptions of anonymity, the 

advantages of an online, self-administered survey include the relatively ease of conducting and 

presenting the questions, a low unit cost of data collection, high speed of return, researcher’s 

ability to ask similar questions, and the fact that the respondent does not have to provide answers 

directly to the researcher. Finally, a researcher does not need to be present at the time of 

completion, which also assures confidentiality especially when no identifying information is 

asked from the respondents.  



26 
 

Assuming that public relations professionals are connected to the World Wide Web 

(Porter & Sallot, 2003), an online survey was deemed appropriate. Additionally, public relations 

practitioners are scattered across the United States; therefore, an online survey is a convenient, 

time saving way to collect data for this sample. This choice is even more apparent when 

organizational research is considered. A comprehensive study on response rates in organizational 

research studies (Baruch & Holtom, 2008) reveals that in this setting, the response rate for 

participating individuals was 52.7 percent. It has also been suggested that electronic data 

collection results in higher response rates.  

However, other studies suggest that email surveys may have a lower response rate than 

mail surveys. For example, Shih and Fan (2009) found in their meta-analysis that online surveys 

on average have a 20 percent lower response rate than paper surveys. In student samples though, 

differences in response rates between paper and online surveys were negligible. Studies in 

business and organizational behavior also suggest that online surveys do not have statistically 

lower response rates. Finally, Kaplowitz, Hadlock, and Levine (2004) suggest that online and 

paper surveys can have comparable response rates for samples with unlimited Internet access if 

preceded by advanced notification.  

Disadvantages of using a self-administered survey are limited survey length, lack of 

researcher’s control over who answers the questions, and the researcher’s inability to exercise 

quality control during participants’ survey completion (Fowler, 2002). In that respect, taking into 

consideration that the study was to be completed by volunteers – busy public relations 

professionals – the short length of the questionnaire was necessary to reach this sample and 

assure high completion rates. Working professionals are a difficult sample to acquire because of 

the researcher’s limited access to the group and subjects’ time constraints. In studies relying on 

online data collection using surveys, subjects are able to terminate the study at any time without 

a penalty. Not knowing the researcher directly only makes such termination easier. Incompletion 

rate certainly had detrimental effects on the study, but the short length of the survey helped to 

mitigate this factor. 

A snowball sampling technique was used to gather responses. Snowball sampling is a 

data collection technique based on convenience. Snowball sampling is also used to gather 

information form difficult to reach groups and individuals (Biernacki & Waldorf, 1981).  The 

premise of a convenience sample is the idea that data are collected based on respondents’ 



27 
 

availability, while snowball sampling allows for survey referral from those who already 

participated in a study (Frey, Botan, & Kreps, 2000). Because public relations professionals are 

the major focus of this study, a purposive sampling was used to reach the individuals working in 

the public relations field.  

The researcher made several attempts to reach a sample of public relations professionals. 

Initially, the Public Relations Society of America (PRSA) was contacted to grant researcher 

access to membership email list. In this case, members of the PRSA would be randomly selected 

to receive an invitation via email to participate in a study. Unfortunately, after several attempts, 

no access was granted.  

However, two other attempts to reach the sample were successful. First, the researcher 

asked permission to join various public relations practitioner groups on LinkedIn, a social 

network site where professionals meet and discuss professional matters. Although LinkedIn is a 

social network site, it is considered more professional than Facebook or other social networking 

sites. According to the company website, LinkedIn brings together “150m+ professionals around 

the world as of February 9, 2012” (About Us: LinkedIn Press Center, 2012). To recruit 

respondents, the researcher first asked to join groups that are available to public relations 

professionals only. Once access was granted, the researcher posted a note on the groups’ pages 

announcing her study. The study was introduced as an academic study that attempts to better 

understand public relations professionals. The researcher provided her email address and 

promised to share the results with subjects interested in receiving a copy.  

The second major attempt to reach a sample of public relations professionals was 

contacting the Florida Public Relations Association and asking for the survey link to be 

distributed to its members. The Florida Public Relations Association is the oldest public relations 

organization in the United States whose members are associated with “a variety of different 

organizations including private and public corporations, government entities, not-for-profits, 

counseling firms and independent practitioners” (About Us FPRA, 2011).  

Using the snowball technique, participants were asked to forward an email with a link to 

the study to their acquaintances who also were public relations practitioners. The snowball 

sample allowed for reaching professionals from other associations and their chapters. For 

example, the study was forwarded to PRSA Independent Public Relations Alliance and PRSA-

National Capital Chapter Leadership, which allowed for a greater variety in a sample.  
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Data Collection 

The online survey tool Qualtrics was used, which allows for data collection without 

gathering identifying information from participants. A minimum of 200 respondents were 

expected. According to literature, a minimum of 200 respondents are necessary to conduct 

confirmatory factor analysis (Weston & Gore Jr., 2006).   

The first data collection attempt that relied on social networking sites included 265 

respondents with 217 participants completing the study. This resulted in an 81% completion rate. 

The second attempt involving the FPRA sample included 172 respondents and 158 individuals 

completing the study. Thus, the completion rate for the study was 92%. The data were collected 

over a period of almost two months. Specifically, the survey was launched on February 6, 2012 

and terminated March 30, 2012. After March 15 the completion rate began to decline and 

resulted in only 5 completions between March 15 and March 30 when data collection stopped.   

A survey was designed based on the questions and scales from the existing literature. The 

survey appears in Appendix. 

 

Measures 

Predictor Variables 

Based on the expectancy-value theory, questions were included that served as indicators 

of expectancy and value of a specific outcome associated with self-employment. The expectancy 

and value questions were adapted from Wabba and House (1974), Miller and Grush (2011) and 

Renko, Kroeck, and Bullogh (2011). Internal locus of control, a personality characteristic, was 

measured based on an adjusted scale from Levenson (1973) as used by Chen, Greene, and Crick 

(1998). Participants were also asked questions related to their practice, such as whether they are 

self or organizationally employed, professionally accredited, how long they have practiced 

public relations and, if applicable, how long they were independent practitioners.  

Demographic Variables 

Toward the end of the survey, participants were asked questions regarding age, gender, 

number of children and marital status.  



29 
 

Statistical Analysis 

Initial analysis included running basic statistics to establish normality versus non-

normality of responses. To test for validity of measures, a confirmatory factor analysis was 

conducted using MPlus Software version 5.1. Confirmatory factor analysis is a technique used 

for investigating the number and nature of latent variables that “underlie” performance in 

observed variables for testing the measurement model (Kline, 2005). The latent variables are 

defined in terms of observed indicators. Therefore, the purpose of confirmatory factor analysis is 

to “seek evidence for a particular theory in a data set” (Osterlind, 2006). Based on the analysis of 

basic statistics, it can be concluded that items were non-normally distributed. As a result, 

maximum likelihood parameter estimation with Satorra-Bentler correction was used. This 

estimation method allows for analysis of non-normal data (Satorra & Bentler, 2001).  

In addition to conducting confirmatory analysis using Mplus software, Cronbach’s alphas 

were computed to examine internal consistency using SPSS 19.0. To assess convergent and 

discriminant validity correlations, items were inspected in such way that items of the same 

construct were expected to be highly correlated (convergent validity), while correlations between 

items and the correlations between irrelevant constructs were expected to be sufficiently low 

(discriminant validity) (McDonald, 1999).  During regression analysis, multicollinearity analysis 

was conducted on the variables of interest. Based on VIF and tolerance statistics, no 

multicollinearity issues were discovered. This result is desirable because no multicollinearity 

allows the researcher to be confident about the findings. Multicollinearity is known to attenuate p 

values as well as change the slope directions when multicollinear variables are added to the 

model (Field, 2009).  

As the main analysis, logistic regression was chosen because the outcome (career choice) 

was binary in nature while predictors were considered interval. Although linear regression can 

also be used instead of binomial logistic regression if the outcome variable is coded as dummy, it 

is suggested to use logistic regression.  However, if the linear regression was used, a major 

assumption of linearity between the observed data would be violated (Field, 2009). It is 

important because when regression “assumptions are not met the results may not be trustworthy, 

resulting in a Type I or Type II error, or over- or under-estimation of significance or effect 

size(s)” (Osborne & Waters, 2002). In logistic regression assumption of linearity is not present 

(Field, 2009). In terms of the predictors, from a statistical view point, Likert-type scales should 
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be considered ordinal in nature. However, using summed indicators result in properties similar to 

interval levels of measurement and only minimal loss of information. This is especially true for 

the Likert-type scales with at least 5 categories, which result in less than 10% of loss of 

information. This loss is further minimized if more items are used (Srinivasan & Basu, 1989). 

Finally, research in organizational behavior, organizational communication, and industrial 

psychology often use Likert-type measures while treating them like intervals. It is therefore a 

common practice in numerous studies in which results were found to be generalizable. It must be 

noted, however, that after looking at the frequency of responses on all motivations, each 

expectancy-value motivation was collapsed into five fairly equal groups (quintiles). This was 

done to simplify the interpretation. By having quintiles, it is now possible to state with 

confidence what an increase in one unit of a predictor means. If the raw scores were left in the 

analysis, the unit increase in the score would have conceptually no meaning. The rationale and 

description of the approach taken is discussed in a greater detail in chapter four.  

All hypotheses were tested at alpha .05, one-tail while research questions were tested at 

alpha .05, two tail. 

 

Sample Equivalency 

While collecting data, two separate samples were collected. Both samples were collected 

using convenience approach. Sample one was a sample collected using social media while the 

other sample was collected relying on a FPRA member email. Two samples were collected 

because the researcher promised that she would provide FPRA with the summary of findings 

related specifically to FPRA.  

Typically, when two samples are collected, it is necessary to test for sample equivalency 

to determine whether collected samples are similar or different. Ideally, two samples should be 

statistically identical (no statistical difference between independent and dependent variables). A 

possible problem related to sample equivalency was anticipated. First, the snowball sample 

collected using social media was being targeted at the independent practitioners in a way that the 

researcher joined groups for independent practitioners and asked the group members to 

participate. Second, this survey was also sent to the PRSA Independent Public Relations 

Alliance. Therefore, the researcher expected that in a sample collected social media, a number of 

independent public relations practitioners would be greater than in the FPRA sample. In fact, this 
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difference was found using a Chi Square (2x2) procedure where the sample (FPRA vs. social 

media) was used as an independent variable and the outcome of the study (career status) was 

used a dependent variable. The difference was statistically significant (p. < .001) with 

practitioners in a social media sample being more likely to be self-employed. The analysis of 

independent variables using a t-test (sample type as an independent variable, and the motivations 

as a dependent variable) suggested no statistical difference between the samples on dependent 

variables. 

Regardless of the statistical difference found, samples were still combined. The rationale 

for inclusion of both samples in the research and hypothesis testing was as follows. First, the two 

measurements for both samples were identical and thus the difference between the samples could 

not have been associated with the difference in measurement. Second, as previously mentioned, 

the sample collected using social media was expected to have a higher proportion of independent 

practitioners.  

 

Statistical and Methodological Rationale for Motivational Constructs Development 

As it has been extensively discussed in Chapter II, different approaches to construct 

creation and statistical analysis in expectancy-value theory exist. Some researchers rely on 

additive models while others prefer multiplicative models (Wabba & House, 1974). In additive 

models, researchers sum expectancy and value (E+V) into a variable, which is then used to 

predict an outcome. In multiplicative models, researchers rely on interaction between expectancy 

and value (ExV) as construct (predictor). However, these approaches have been criticized as 

incomplete because only limited information associated with a phenomenon is included in the 

construct. As previously described, a third, more comprehensive approach to construct creation 

and analysis exist. This approach relies on adding expectancy, value and the interaction term 

together (E+V+ (ExV)). Studies suggest that predictors that have been created in this fashion 

explain more variance in an outcome than the additive or multiplicative models only. 

Before the more complex model (E+V+(ExV)) could be created, several separate logistic 

regressions were conducted for each of the potential motivations in a way that the influence of 

each expectancy and value could be estimated. Furthermore, this approach allowed to estimate 

not only whether the interaction between expectancy and value existed but also to test for the 

type of possible interaction. It must be noted that in a case of disordinal interaction, the third 
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modeling approach could not be used because of the complexity of this interaction. With 

disordinal interaction present, no sensible interpretation of main effects can be made. 

 

Autonomy Motivation  

With respect to autonomy motivation construct creation, initially two variables were 

entered into forced entry logistic regression: expectancy and value of autonomy after going solo. 

Based on the omnibus test of model coefficients it can be concluded that inclusion of both 

variables statistically improves the predictions of the baseline model (  =25.506, df= 2, p. 

<.001).  Nagelkerke’s Pseudo R Square value for the model including expectancy and value for 

autonomy as a predictors of career choice equaled .102. Both expectancy and value were 

statistically significant when controlling for each other’s influence (              4.644, df=1, 

p. <.031, OR= 1.175;          10.878, df=1, p.<01, OR=1.406). 

To stay true to the expectancy-value theory and the complex approach, not only value 

and expectancy but also value by expectancy interaction should be included in the predictive 

model. With that in mind, expectancy, value and the interaction between expectancy and value of 

autonomy were included in the predictive model. Based on the omnibus test of model 

coefficients, it can be concluded that inclusion of the predictors improved the model with no 

predictors (baseline model) (   =33.423, df=3, p.<.001). All three variables were statistically 

significant when controlling for each other’s influence. Examination of scatter plot allowed 

inspecting the interaction type. The interaction appeared to be ordinal in nature. Thus, based on 

the theory, a factor of expectancy-value consideration for autonomy as an outcome of being self-

employed was created. The factor was computed in the following manner:  the expectancy, value 

and expectancy by value interaction scores were summed (E+V+ (E x V)) into autonomy 

motivation.  

After that, autonomy motivation variable (( E+V+ (E x V))) was collapsed into more 

conceptually meaningful groups.  The variable was collapsed for the simplicity of interpretation. 

According to (Menard, 2001), whenever researchers rely either on a predictor that has an interval 

property or ordinal predictor with an excessive number of groups, the interpretation of odds 

ratios becomes misleading. It is the case because the coefficients in logistic regression are 

interpreted as follows: with one unit increase in a predictor variable, the odds of being a member 
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of group one (in binary coding zero and one) is x times more (or as) likely to be a member of 

group coded as zero. This means that if researchers rely on the independent variables 

characterized by small increase in intervals to predict a binary outcome, the change in odds for 

being a member of group one will appear to be very small and from an interpretation stand point, 

it would underestimate the magnitude of an effect size.  

With the properties of independent variable in mind, the autonomy motivation was 

collapsed into a grouped variable. A division for five fairly equal groups (quintiles) was 

calculated using SPSS 19. The first quintile represented the lowest values of autonomy 

motivations, while the fifth quintile represented the highest values.  

 

Financial Motivation  

As it is the case in the initial step taken when the autonomy motivation construct was 

created, both expectancy and value were included in the initial model. Based on the omnibus test 

of model fit, it can be concluded that inclusion of both expectancy and value of financial benefits 

are a statistically better model than the baseline model with no predictors. (  =26.975, df=2, 

p.<.001). Nagelkerke’s pseudo R Square value for the model with expectancy and value of 

financial benefit as predictors of career choice equaled .108.  

Similar to the analysis conducted when constructing autonomy motivation, the model 

here was extended by including not only value and expectancy of financial benefits but also the 

interaction between value and expectancy of financial gain associated with becoming self-

employed. With that in mind, expectancy, value and the interaction of these two with respect to 

financial benefits were included in the predictive model to test the existence of an interaction. 

Based on the omnibus test of model coefficients it can be concluded that inclusion of the 

predictors improved in comparison to the baseline model, a model with no predictors (   

=27.011, df 3, p.<001). After including all three variables in the model, the Nagelkerke’s R 

Square value was .108. The Pseudo R Square has the same value. The addition of the interaction 

between value and expectancy of financial benefits showed no statistical significance of the 

interaction term.  

To stay true to the model chosen, the interaction term was included in the financial 

motivation construct, regardless of not being statistically significant; the only reason why the 
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interaction would not being included in the construct takes place if the interaction term was 

statistically significant and disordinal in nature. According to the expectancy-value theory, the 

interaction effect can sometimes be statistically non-significant; however, it still should be 

included (Nagengast, Marsh, Scalas, Xu, Hau, & Trautwein, 2011).  The reason for inclusion of 

statistically non-significant interaction was to stay true to the model chosen and in order to have 

unity in analysis. Therefore, inclusions of the interaction term were purely mathematically as 

well as theoretically sound for the model chosen.  

Thus, based on the theory, a factor of financial motivation as an outcome of being self-

employed was created. The factor was computed in a same way as the autonomy motivation and 

thus the expectancy, value and multiplication of expectancy and value were summed (E+V+ 

(ExV) into a financial expectancy-outcome consideration. After creating a financial-outcome 

consideration construct (financial motivation), it was then collapsed into quintiles, as was the 

case with the autonomy motivation. 

 

Family Motivation 

The same approach was taken to construction of a family motivation factor, as it was the 

case with autonomy and financial motivation. Based on the omnibus test of model fit it can be 

concluded that presence of both expectancy and value of being able to spend more time with a 

family result in a statistically better model than the baseline model with no predictors. 

(  =18.433, df=2, p. <.001). Nagelkerke’s R Square value for the model with expectancy and 

value for greater family time as predictors of career choice equaled to .075.  

Following Nagengast, et al., (2011) suggestions and similarly to the analysis conducted 

when creating autonomy and financial motivations, the model included not only value and 

expectancy of the possibility of spending more time with a family but also the interaction 

between value and expectancy.  With that in mind, the expectancy and value as well as the 

interaction between expectancy and value of family time were included in the predictive model. 

Based on the omnibus test of model coefficients it can be concluded that inclusion of the 

predictors improved in comparison to the baseline model, a model with no predictors 

(   22.641, df 3, p. <001). After including all three variables in the model, the Nagelkerke’s R 

Square value was .092. The interaction between value and expectancy of time spent with the 
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family was found to be statistically significant                                           Examination of scatter plot allowed concluding that the interaction was ordinal in 

nature.  

As was the case with other motivational constructs, based on the theory, a factor of 

expectancy-value consideration for the ability to spend more time with a family (family 

motivation) was created. The factor was computed in the same way as the earlier motivations by 

summing the expectancy, value and expectancy by value interaction scores (E+V+ (E x V)) into 

expectancy-value family outcome consideration (family-time motivation). Similarly to other 

motivational constructs, the raw score construct was collapsed into quintiles based on five 

percentile cut off points in SPSS. As was the case earlier, the first quintile represented the lowest 

scores on the raw family time motivation construct, while the fifth quintile represented the 

highest scores. In addition to complex regression models described in Chapter IV, bivariate 

regressions of each motivation and career status were conducted after controlling for tenure. It 

was done so that the simple relationships between the predictor and career status can be 

investigated. Because the researcher claims that the process is more complex than the bivariate 

relationships, the tables associated with these analyses are included in Appendix E. These tables 

should be used for informative purposed only.   
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CHAPTER FOUR 

ANALYSES AND RESULTS 

Initial Results 

Sample Characteristics 

In a sample of 359 subjects, more than one-fourth were male (28.5%), while more than 

70 percent were female (71.3%). One respondent did not indicate gender (.3%).  Majority of 

subjects were married (64.9%) while about twenty percent were single. With respect to 

education, more than half of the respondents (50.4%) earned a bachelor’s degree and more than a 

third received a master’s degree.  

Almost seventy five percent (74.9%) of the sample consisted of active public relations 

practitioners who are organizationally employed while just over twenty five percent (25.1%) 

were self-employed. Participants’ years of experience in public relations ranged from three 

months to forty-six years (M= 16 and SD=10.09). Almost one third of the respondents (32.9%) 

claim to have a professional accreditation, while more than two-thirds of the sample (66.9%) did 

not earn a professional accreditation.  With regard to income, more than five percent (5.6%) earn 

less than $25,000, almost a quarter (22.8%) earn between $25,000 and $49,999, while almost 

another quarter of respondents (22.6%) earn between $50,000 and $74,999, and one fifth 

(20.9%) earn between $75,000 and $99,999. Slightly more than nine percent (9.2%) earn 

between $100,000 and $149,000. Finally, more than eleven percent (11.2%) earned $150,000 or 

more. Only one person (.3%) refused to answer and over seven percent (7.5%) chose “prefer not 

to disclose.” For more sample characteristics, see Table 1. 
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Table 1: Profile of Public Relations Practitioners     

Employed Practitioners   Independent Practitioners 

                                                             Gender 

Male 71 26.49%   Male 31 34.44% 
Female 197 73.51%   Female 59 65.56% 

Total 268 100.00%   Total 90 100.00% 

                                                                Age 

Mean 
 

40.77   Mean 
 

50.84 
Median 

 

41.00   Median 
 

52.00 
St. Dev. 

 

11.34   St. Dev. 
 

9.74 

Number of Children 

Mean  
 

1.06   Mean 
 

1.58 
Median 

 

1.00   Median 
 

2.00 
St. Dev. 

 

1.08   St. Dev. 
 

1.15 

Public Relation Professional Accreditation 

Yes 87 32.34%   Yes 31 34.83% 
No 182 67.66%   No 58 65.17% 

Total 269 100%   Total 89 100.00% 

Years of Experience in Public Relations  

Mean  
 

13.81   Mean  
 

22.62 
Median 

 

12.00   Median 
 

25.00 
St. Dev. 

 

9.32   St. Dev. 
 

9.43 

Education Level 

High School 4 1.54%   High School 1 1.19% 
Some college 10 3.85%   Some college 8 9.52% 
Associate’s degree 2 0.77%   Associate’s degree 2 2.38% 
Bachelor’s degree 149 57.31%   Bachelor’s degree 32 38.10% 
Master’s degree 91 35.00%   Master’s degree 40 47.62% 
Doctorate 3 1.15%   Doctorate 0 0.00% 
Jurist Doctor 1 0.38%   Jurist Doctor 1 1.19% 

Total 260 100%   Total 84 100.00% 

Marital Status 

Divorced 31 11.92%   Divorced 11 1.11% 
Married 171 65.77%   Married 62 68.89% 
Single 64 24.62%   Single 10 11.11% 
Widowed 2 0.77%   Widowed 2 2.22% 
Prefer not to disclose 1 0.38%   Prefer not to disclose 5 5.56% 

Total 269 100%   Total 90 100.00% 
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Research question 1 

In terms of non-trait characteristics how can self-employed public relations professionals 

be profiled with respect to those employed by an organization? 

 

Independent public relations practitioners practice public relations on average for more 

than twenty two years (M=22.62, SD=9.40) years. Independent practitioners on average 

practiced solo for about ten years (M=10.41, SD=8.7) with minimum of three months and 

maximum of thirty-five years. Because the mean of overall experience in public relations of 

organizationally employed practitioners appeared to be lower (M=13.8, SD=9.30), an 

independent sample t-test was conducted to test the difference in years of experience between 

self- and organizationally employed practitioners. Test for equality of means suggest statistical 

difference in means between solo and organizationally employed practitioners (t=7.72, df=352, 

p. < .001). Thus, it can be concluded that the self-employed practitioners have statistically more 

years of experience than those who are organizationally employed. Table 2 displays these results. 

 

 

Table 2:  Independent Samples Test t-test for Equality of Means 

        95% C.I     Effect 

Variable   M S.D. Lower Upper t df Size 

Years of Experience Employees 13.81 9.30 12.70 14.92 -7.7 352 0.38 

  Self-employed 22.62 9.40 21.49 23.75       

Respondent's Age Employed 40.77 11.34 39.49 42.13 -7.9 166 0.52 

  Self-employed 50.84 9.74 49.37 51.71       

Number of Children Employees 1.06 1.07 0.91 1.20 -3.5 283 0.20 

  Self-employed 1.58 1.15 1.43 1.73       

Note: Tests are statistically significant at p. < .001 

 

 

Furthermore, solo practitioners were on average more than fifty years old (M=50.84, 

SD=9.74) while organizationally employed were on average more than forty years old (M= 

40.77, SD=11.34) suggesting older individuals going solo. To examine whether the apparent 

difference was statistically significant, an independent sample t-test was conducted. Statistical 
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difference was found between self and organizationally employed practitioners in terms of age 

(t=7.9, df =165.6, p. <.001).  Self-employed practitioners were statistically older than those 

employed by an organization (See Table 2).  

With respect to gender of independent practitioners, more than 65 percent (65.6%) were 

female while almost 35 percent (34.4 %) were male. However, based on chi square analysis no 

statistical influence of gender on career status exists (See Table 2).  

In a sample of self-employed public relations practitioners (90), the largest percent (20%) 

of the solo practitioners earned more than $150,000. Association between income and career 

path was tested (Table 3). A significant association exists between practitioners’ career status 

and their income (    19.337, df= 6, p < .004). Specifically, the analysis of standardized 

residuals suggests that self-employed practitioners are more likely to earn the highest levels of 

income (more than $150,000) than do their organizationally employed counterparts (z=2.5). The 

effect of self-employment on income based on Cramer’s V (Cramer’s V statistic=.232, p < .003) 

is small to medium in size (Cohen, 1969).  Table 3 displays these results. 

 

 

Table 3: Career Status and Yearly Income Crosstabulation Analysis Summary 

  Frequency 
Valid 

Percent   Frequency 
Valid 

Percent 

Less than $25,000 13 4.90% Less than $25,000 7 7.80% 

$25,000-49,999 68 25.40% $25,000-49,999 14 15.60% 

$50,000-74,999 67 25% $50,000-74,999 14 15.60% 

$75,000-99,999 59 22% $75,000-99,999 16 17.80% 

$100,000-149,999 20 7.50% $100,000-149,999 13 14.40% 

More than $150,000 22 8.20% More than $150,000 18 20.00% 

Prefer not to disclose 19 7.10% Prefer not to disclose 8 8.90% 

Total 268 100 Total 90 100 

System Missing 1 
    Total 269 
 

      

Notes: Pearson Chi Square 19.337, df= 6, p < .004, Cramer’s V statistic=.232, p < .003 
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Regarding the marital status of self-employed (subsample of 90), eleven were divorced 

(12.2%), sixty-two were married (68.9%), ten were single (11.1%), two were widowed (2.2 %) 

and five chose “prefer not to disclose” (5.6%). With respect to professional accreditation, almost 

thirty five percent (34.8%) have earned a professional accreditation, while almost sixty five 

percent (64.4%) indicated not to have earned a professional accreditation (See Table 1). One 

subject refused to answer the question. Because studies suggest influence of marital status on 

career choice, a chi square test (crosstabulation) was used to examine possible differences. 

However, no statistical influence was found. 

 

Research Question 2 

Do public relations practitioners differ in terms of expectancy perceptions of an outcome related 

to becoming self-employed? 

 

Three expected outcomes were included in the analysis. The expectancies included 

autonomy, family and financial expectancies associated with becoming self-employed.  To test 

for differences between organizationally and self-employed practitioners, an independent sample 

t-test was conducted using SPSS 19. The t-test is a statistical examination of mean differences 

between two groups on an interval of higher variable (Field, 2009). The assumption of 

homogeneity of variance was met for the expectancy of financial benefits and family time. 

However, this assumption was not met for the autonomy expectancy (F=5.255, p. < .023). Based 

on the independent sample t-test it can be concluded that public relations practitioners differ in 

terms of their expectations regarding an outcome associated with becoming self-employed. Solo 

practitioners have statistically higher (Table 4) expectations regarding financial benefits 

(M=8.75, SD=2.03) than do organizationally employed public relations practitioners (M= 7.57, 

SD= 2.26). Solo practitioners also have statistically higher expectations regarding autonomy as 

an outcome of being self-employed (M=12.20, SD=1.64) than their organizationally employed 

peers (M= 11.32, SD= 2.10)). Finally, solo practitioners have statistically higher expectations 

regarding a possibility of having more time to spend with one’s family and friends after 

becoming self-employed (M=9.0, SD=.2.78) than do organizationally employed public relations 

practitioners (M= 7.95, SD= 2.92).  
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The effect size of autonomy expectancy on career choice was .28, the effect size of 

financial expectancy on career choice was .26, and finally the effect size of family expectancy on 

career choice was .15.  The effect of autonomy expectancy and the effect of financial expectancy 

were medium in size while the effect of family expectancy on career choice was small (Cohen, 

1969). Table 4 displays these results. 

 

Table 4:  Independent Samples Test t-test for Equality of Means (RQ2) 

        95% C.I     Effect 

Variable   M S.D. Lower Upper t df Size 

Financial Expectancy Employees 7.58 2.26 7.26 7.90 4.39 357 0.26 

  Self-employed 8.76 2.04 8.15 9.00       

Autonomy Expectancy Employed 11.31 2.11 1106 11.56 4.11 195.5 0.28 

  Self-employed 12.20 1.64 12.00 12.39       

Family Expectancy Employees 7.96 2.93 7.62 8.31 2.94 354 0.15 

  Self-employed 9.00 2.78 8.63 9.33       

Note: Tests are statistically significant at p. < .01 

 

 

The profile of public relations professionals in terms of their expectancies and career 

status was conducted using logistic regression with career status being binary in nature. Based on 

previous studies it can by assumed that those practitioners who score higher on expectancies 

associated with becoming self-employed, are more likely to be self-employed.  

Before the analysis was conducted, expectancy variables were collapsed into smaller, 

easier to interpret groups. The same rationale for collapsing a variable exists as it did in 

motivational constructs (see: “statistical and methodological rationale for construct creation” in 

Chapter III). In addition to prior reasoning, it also must be noted that the initial scale of each of 

the expectancy was seven and ranged from “very unlikely” to “very likely”. When the indicators 

were summed, based on the frequency distribution, the minimum value of the summated scale 

was two while maximum was fourteen. Once the items were summed, the interpretation of 

Likert-type scale values became different from the original items. Seven no longer had an 

interpretation equivalent to “very likely”.  Initially the researcher attempted to collapse the 

variables into quintiles as she did for motivational constructs. However, SPSS calculations 

showed that creation of quintiles was not possible because the fourth and fifth quintiles would 
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have the same beginning value thus becoming one, large group.  Based on this finding, decision 

was made to create quartiles. In this case, the quartiles were ordered from the lowest (first 

quartile) representing the lowest of the particular expectancy, to the highest quartile (fourth 

quartile) representing the highest values of the particular expectancy. Transformation of a raw 

score variable into an ordinal one enabled an easier and conceptually more meaningful 

interpretation of the results.   

For the simplicity of explanation, self-employed were coded as one (focal group) while 

organizationally employed individuals were coded as zero.  Building on prior research, tenure, 

marital status, and gender were entered in the analysis first and controlled for. For the reasons 

listed above, tenure variable was collapsed into seven groups with intervals equivalent to five 

years.  After demographic variables were entered into the regression model, the researcher 

included three expectancies (Table 5). The full model improved the prediction of a baseline 

model with no predictors (  =75.63, df=19, p. <.001). Further examination of predictors 

indicated lack of statistically significant influence of marital status and gender on the outcome. 
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Table 5. Logistic Regression Analysis Summary Full Model (RQ2 continuation). 

Profiling Public Relations Professionals in Terms of Outcome Expectancies Associated with Going Solo 
when Controlling for Tenure, Gender and Marital Status. 

Variables in the Equation           
95% C.I.for 

EXP(B) 

      Wald df Sig. Exp(B) Lower Upper 

Step  Tenure (0-5 years) 

 
29.57 6 0.00 1.00 

  1 Tenure (5.1-9 years) 

 
0.11 1 0.37 1.28 0.30 5.55 

 

Tenure (10-14  years) 

 
2.91 1 0.04 3.17 0.84 11.96 

 

Tenure (15-19 years) 

 
4.85 1 0.01 4.43 1.18 16.64 

 

Tenure (20-24 years) 

 
7.59 1 0.01 6.68 1.73 25.80 

 

Tenure (25-29 years) 

 
13.62 1 0.00 11.11 3.09 39.90 

 

Tenure (30+ years)   16.22 1 0.00 40.31 6.67 243.60 

 

Marital (divorced)   3.07 3 0.19 1.00     

 

Marital (married) 

 
0.31 1 0.29 0.77 0.31 1.92 

 

Marital (single) 

 
2.66 1 0.05 0.36 0.11 1.23 

 

Marital (widowed)   0.01 1 0.46 1.15 0.08 17.55 

 
Gender(1)   0.26 1 0.31 0.83 0.40 1.72 

 
Autonomy Expectancy First Quartile   9.00 3 0.01 1.00     

 
Autonomy Expectancy Second Quartile 

 
0.01 1 0.47 1.05 0.30 3.61 

 
Autonomy Expectancy Third Quartile 

 
0.01 1 0.45 0.95 0.37 2.42 

 
Autonomy Expectancy Fourth Quartile   5.77 1 0.01 2.73 1.20 6.19 

 
Family Expectancy First Quartile  

 
5.50 3 0.07 1.00 

  

 
Family Expectancy Second Quartile 

 
0.29 1 0.29 0.68 0.17 2.72 

 
Family Expectancy Third Quartile 

 
2.06 1 0.08 1.98 0.78 5.04 

 
Family Expectancy Fourth Quartile   3.28 1 0.04 2.20 0.94 5.16 

 
Financial Expectancy First Quartile 

 
14.01 3 0.00 1.00 

  

 
Financial Expectancy Second Quartile 

 
0.79 1 0.19 1.78 0.50 6.32 

 
Financial Expectancy Third Quartile 

 
5.61 1 0.01 3.19 1.22 8.31 

 
Financial Expectancy Fourth Quartile   12.85 1 0.00 6.14 2.28 16.57 

  Constant   21.34 1 0.00 0.02     

Notes: Variables entered on step 1: Tenure, Marital, Gender, Autonomy Expectancy, Family 
Expectancy, and Financial Expectancy. N=313 (excluding 46 missing). Chi Square test of 
Model Coefficients: Chi Square= 75.63, df=19 p. < .001. Nagelkerke R Square=.329, Hosmer 
and Lemeshow Test: p. > .74 
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 Two statistically non-significant variables were excluded from further analysis in order to 

achieve the most parsimonious model (Table 6). Based on the odds ratio, when controlling for 

tenure, family, and financial expectancy, those who were in the fourth quartile in terms of 

autonomy expectancy were almost two and a half times more likely to choose self-employment 

(Wald    =5.04, p. <.01, OR=2.48) when compared to a group with the lowest autonomy 

expectancy. After controlling for tenure, autonomy expectancy and financial benefits, those who 

were in the fourth quartile on family expectancy were more than two  times more likely to 

choose self-employment as a career path (Wald    =2,94, df=1, p. <.05, OR= 2.05). Finally, 

after  controlling for tenure, autonomy and family expectancy, those who were in the fourth 

quartile of financial expectations were  more than six times more likely to choose self-

employment as a career path (Wald    =14.70, df=1, p.<.001, OR=6.81). In fact, with each 

quartile increase in financial expectancy passed the second quartile, public relations 

professionals become more likely to become self-employed when compared to the first quartile 

(Table 6).  

 In terms of tenure, public relations professionals become more likely to become self-

employed from the 10-year mark. With every five-year increase in tenure, practitioners are more 

likely to be self-employed. For example, those who have 10-15 years of experience in public 

relations were more than four times more likely to be self-employed when compared to those 

who had zero to five years of experience (Wald    =4.54, df=1, p.<.02, OR=4.10). In 

comparison, those who have 25-30 years of experience in public relations were more than fifteen 

times more likely to be self-employed when compared to those who had zero to five years of 

experience (Wald    =18.59, df=1, p.<.001, OR=15.40). Finally, those practitioners who have 

more than 30 years of experience in public relations  were almost fifty four times more likely to 

be self-employed when compared to those who had zero to five years of experience (Wald    = 

20.48, df=1, p.<.001, OR= 53.93). 
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Table 6. Logistic Regression Analysis Summary Parsimonious Model (RQ2 continuation). 

Profiling Public Relations Professionals in Terms of Outcome Expectancies Associated with Going 
Solo when Controlling for Tenure. 

Variables in the Equation         
95% C.I. for 

EXP(B) 

    Wald df Sig. Exp(B) Lower Upper 

Step Tenure (0-5 years) 37.04 6 0.00 1.00     

1 Tenure (5.1-9 years) 0.48 1 0.24 1.66 0.40 6.92 

 

Tenure (10-14  years) 4.54 1 0.02 4.10 1.12 15.04 

 

Tenure (15-19 years) 7.53 1 0.00 6.01 1.67 21.66 

 

Tenure (20-24 years) 13.67 1 0.00 11.14 3.10 40.00 

 

Tenure (25-29 years) 18.59 1 0.00 15.40 4.44 53.38 

 

Tenure (30+ years) 20.48 1 0.00 53.93 9.59 303.26 

 

Autonomy Expectancy First Quartile 8.52 3 0.02 1.00 
  

 

Autonomy Expectancy Second Quartile 0.00 1 0.47 0.96 0.29 3.21 

 

Autonomy Expectancy Third Quartile 0.05 1 0.41 0.90 0.36 2.25 

 

Autonomy Expectancy Fourth Quartile 5.04 1 0.01 2.48 1.12 5.49 

 

Family Expectancy First Quartile  5.26 3 0.08 1.00 
  

 

Family Expectancy Second Quartile 0.35 1 0.28 0.66 0.17 2.60 

 

Family Expectancy Third Quartile 2.00 1 0.08 1.91 0.78 4.71 

 

Family Expectancy Fourth Quartile 2.94 1 0.04 2.05 0.90 4.63 

 

Financial Expectancy First Quartile 15.81 3 0.00 1.00 
  

 

Financial Expectancy Second Quartile 1.14 1 0.14 1.96 0.57 6.76 

.  Financial Expectancy Third Quartile 6.49 1 0.01 3.40 1.33 8.73 

 

Financial Expectancy Fourth Quartile 14.70 1 0.00 6.81 2.55 18.14 

  Constant 39.33 1 0.00 0.01     

Notes: Variables entered on step 1: Tenure, Autonomy Expectancy, Family Expectancy, and 
Financial Expectancy. N=317 (excluding 42 missing). Chi Square test of Model Coefficients: Chi 
Square= 76.69, df=15 p. < .001. Nagelkerke R Square=.327, Hosmer and Lemeshow Test: p. > .74. 
Significance is one tail. 

 

  

 In order to estimate any additional impact of tenure and outcome expectancies associated 

with becoming independent, further logistic regression analysis was conducted. The exploratory 

analysis included tenure, autonomy, financial and family expectancies in the model as well as the 

interaction between each expectancy and tenure. Taking into consideration the substantial impact 

of tenure on career choice, the exploratory analysis was logically supported. However, as the 
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logistic regression analysis suggested, no statistically significant interaction between tenure and 

the three expectancies was found.  

After including all expectancies and tenure in public relations, the ability to correctly 

predict self-employment from the parsimonious model increased from 0% to 75.4% when 

compared to a model with no predictors. The improvement suggests substantial increase in 

correct predictions. Overall correct percentage was 75.4%. The pseudo R Square (Nagelkerke’s 

R Square) equaled .327. 

 

Measurement Model 

Prior to the analysis of both hypotheses, a factor analysis was conducted to evaluate how 

well the observed variables represent the hypothesized underlying constructs. It must be 

reiterated that because of the complexity of analyzed concepts with respect to career choice, 

higher level of analysis was the only appropriate approach. The hypothesized structures were 

based on previous studies and the questions were expected to follow a pattern of responses, thus 

a confirmatory factor analysis (CFA) was conducted. This approach is used to confirm the 

pattern of data and model fit (Kline, 2005; Osterlind, 2006). For the purpose of this study, a 

higher order CFA was conducted which tested the relative importance of individual values and 

expectancies related to a specific outcome after going solo on appropriate motivations. As 

described in Chapter II, this model of entrepreneurial motivation relies on a theoretical 

justification that posits the expectancy and value of an outcome contribute to a higher construct 

of the expectancy-value consideration factor (motivation).  Although, no items could have been 

deleted from the model because of too few items representing expectancies and values, CFA was 

conducted to confirm the model fit and to help the researcher to estimate factor loading and 

average variance extracted (AVE).  

For the constructs necessary to test the expectancy-value theory, three potential factors 

were tested based on following patterns: each of the values and expectancies were estimated by 

two observed indicators. This ensured that the two indicator rule was met which states that a 

standard CFA model is identified if two or more factors have at least two indicators per factor 

(Kline, 2005). The two-indictor rule is a requirement associated with the model identification in 

CFA. Subsequently to this step, the expectancy and value factors were to become exogenous 
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variables for their respective expectancy value motivations. As for the personality characteristic, 

three indicators were included in the analysis to estimate internal locus of control.  

The Satorra-Bentler method of estimation was used because constructs were non-

normally distributed (Satorra & Bentler, 2001). This type of estimation is otherwise known as the 

maximum likelihood parameter estimation with “standard errors and a mean-adjusted chi-square 

test statistic that are robust to non-normality” (Muthen & Muthen, 2010). One of the limitations 

of this estimation is that it does not work well with missing data.  To adjust for missing at 

random data points, a method of value imputation that relied on a mathematical mean of the 

nearest points was used.  This approach is considered to be one of the most common methods of 

dealing with missing data especially when less than five percent of the sample is missing at 

random. Although some researchers prefer list wise deletion, which results in a smaller sample or 

other methods of dealing with missing data, a mean imputation was deemed the most appropriate 

approach for this study. 

A Chi-Square goodness of fit test was statistically non-significant (                         The Chi Square test is known to be sensitive to the sample size and result in 

statistically significant outcome with higher sample sizes regardless of the model fit (Weston & 

Gore Jr., 2006). The fact that the Chi Square test for this particular measurement model was not 

significant at this sample size suggests an excellent model fit.  However, other fit indices should 

also be examined to assess the model fit including the CFI, TLI, RMSEA, SRMR (Weston & 

Gore Jr., 2006). 

After the initial test, the model fit was further examined based on the fit indices. The 

model fit was considered excellent based on the following criteria and results. For the reasonable 

rates of rejection, the best cut off value for comparative fit index (CFI) and Tucker-Lewis Index 

TLI is .95 or .96, mean square error of approximation (RMSEA) below.05 and .06, and 

standardized root mean square residual (SRMR) below .8 (Hu & Bentler, 1999). These result in a 

lower Type II error rates within acceptable degree of acceptance of Type I error (Hu & Bentler, 

1999). The fit indices values were as follows: CFI =.989, TLI = .986, SRMR=.04 while 

RMSEA=.023. Overall model fit was excellent (Hu & Bentler, 1999; Kline, 2005). The excellent 

goodness of fit does not guarantee that the data support the theory, thus in the next step, the 

parameters were examined (Fornell & Larcker, 1981). All the parameter estimates had factor 

loadings (λ) either close to or over the minimum of λ >.707, with r square greater than .5 
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(Bagozzi & Yi, 1988) and significant at p.< .001 or p. <.01 (Figure 1.) or the average variance 

extracted for the construct (AVE) was above .5 which is considered desired (Fornell & Larcker, 

1981). Only the indicators of internal locus of control were below λ.≥ .7. The factor loadings of 

the internal locus control indicators were as follows: item one with λ =.655, item two λ =.788, 

and item three λ =.584. The AVE of internal locus of control was below .5 (AVE=0.43) which is 

less than ideal and suggesting greater error than desired (Fornell & Larcker, 1981).   

Based on the confirmatory factor analysis, seven latent variables were extracted including 

internal locus of control, value and expectancy of autonomy after going solo, value and 

expectancy of increased financial benefits, and finally, value and expectancy to have more time 

to spend with one’s family. These latent variables were then used in the main analysis as 

predictors of public relations practitioners’ career choice and as the lower order factors in the 

hierarchical structural equation model of entrepreneurial motivations of public relations 

practitioners (Figure 3).  

To assess the level of internal consistency, Cronbach’s Alpha coefficients were examined 

The Cronbach’s Alpha coefficients for each construct were above the criterion of .70 (Table 7, 

following Figure 3) and thus considered appropriate (Nunnaly & Bernstein, 1994). 
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Figure 3. Measurement Model in Confirmatory Factor Analysis. *p. <.01 (at least) 
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Table 7 

Measurement Testing Analysis Summary             

Factor Loadings, Average Variance Extracted, Cronbach's Alphas, Scale Mean and Standard 
Deviation 

Items 
Factor 

Loading 

Higher 
Order 
Factor 

Loading  AVE 
Cronach's 

Alpha 
Scale 
Mean 

Scale 
S.D.   

Financial expectancy 1 (EM1) 0.98 0.37 0.69 0.77 7.87 2.26 
 Financial Expectancy 2 (EM 2) 0.65             

Autonomy Expectancy 1 (EA1) 0.76 0.68 0.66 0.79 11.54 2.04   

Autonomy Expectancy 2(EA2) 0.86             

Family-Time Expectancy 1 (EF1) 0.87 0.56 0.78 0.79 8.22 2.93 
 Family-Time Expectancy 2 (EF2) 0.90             

Financial Value 1(VM1) 0.82 0.39 0.58 0.72 11.59 1.55 
 Financial Value 2 (VM2) 0.70             

Autonomy Value 1 (VA1) 0.76 0.69 0.61 0.76 11.60 1.40 
 Autonomy Value 2 (VA2) 0.80             

Family-Time Value 1 (VF1) 0.72 0.69 0.64 0.77 11.50 1.76 
 Family-Time Value 2 (VF2) 0.88             

Internal Locus of Control 1(L1) 0.66 
 

0.47 0.71 17.89 2.26 
 Internal Locus of Control 2(L2) 0.80 

      Internal Locus of Control 3(L3) 0.58             
Note: Factor loadings and AVE are based on the results from the CFA analysis using Mplus software. 
Cronbach's alphas, scale means and standard deviations computed using reliability analysis using 
SPSS. All Factor loadings are significant at p < .001 

 

 

In addition to reliability, discriminant and convergent validity were investigated.  In order 

to do that, correlations coefficients ( r ) between the indicators were examined (Table 8). To be 

able to state convergent validity, sufficiently large correlations between indicators of the same 

construct should be present (McDonald, 1999). At the same time, to claim that the measurement 

model has discriminant validity, low correlations between items of different correlations 

constructs need to be present.  In that respect, the researcher found that the measurement model 

showed convergent validity: items representing the same construct were correlated sufficiently 

high (r greater than .6). Only one construct (locus of control) had correlations lower than desired 

(the lowest value of r was.43 and the highest was approximately .56). However, even though 
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item correlations of locus of control showed low correlations, the construct was kept for further 

analysis. In terms of discriminant validity, all items showed substantially smaller correlations 

(many of which were statistically non-significant), with items representing different constructs 

than with those representing similar constructs (the lowest value is non-significant, the highest 

value is r less than .29 ).  

 

 

 

 

 

 

 



52 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



53 
 

Main Analysis 

Based on the review of relevant literature hypothesis one was formulated. Research 

hypothesis one proposed a complex and multifaceted association between motivational drivers 

and career choice. Prior research suggested that influence of tenure, marital status and gender 

also influence propensity for becoming self-employed. Based on the complexity of the 

phenomenon in question, logistic regression analysis included tenure, marital status and gender 

and their possible effects on the outcome were controlled for. All motivational and control 

variables were entered in a comprehensive (full) model. Hypothesis 1 deals with current 

employment of public relations professionals. Hypothesis 2 attempts to predict future 

employment of those who were organizationally employed at the time of survey completion.  

 

 

Hypothesis 1 

Professional employment status is a function of several predictor variables: autonomy 

motivation, financial motivation, family time motivation and internal locus of control. 

 

Hypothesis 1a (H1a): Public relations professionals who score higher on autonomy motivation   

are more likely to be self-employed.  

Hypothesis 1b (H1b): Public relations professionals who have higher scores on financial  

motivation are more likely to be self-employed. 

Hypothesis 1c (H1c): Public relations professionals who have higher scores on family-time  

motivation are more likely to be self-employed. 

Hypothesis 1d (H1d): Public relations professionals who have higher scores on internal locus of  

control are more likely to be self-employed. 
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In order to examine true importance of each motivation, all four collapsed motivations, 

tenure in public relations, marital status and gender were included in the analysis. The omnibus 

test of model coefficients suggests that inclusion of these constructs improves model 

predictability when compared to a baseline model with no predictors (   =74.89, df=26, p.<001) 

with Nagelkerke’s Pseudo R Square of .334. Further examination of the model suggested that 

marital status, gender, family motivation and internal locus of control were statistically non-

significant regardless of the overall statistical significance of the omnibus test for model 

coefficients (Table 9).  

Based on the full model analysis, statistically non-significant predictors were removed 

from further analysis, which resulted in a new parsimonious model. 
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Table 9. Logistic Regression Analysis Summary Full Model (Hypothesis 1). 

Profiling Public Relations Professionals in Terms of Outcome Motivations Associated with Going 
Solo when Controlling for Tenure, Gender and Marital Status. 

Variables in the Equation 

  

Wald df Sig. Exp(B) 

95% C.I.for 
EXP(B) 

Lower Upper 

Step 
1 

Tenure (0-5 years) 22.776 6 .001 1.00     

Tenure (5.1-9 years) .644 1 .422 1.85 .413 8.247 

Tenure (10-14  years) 4.318 1 .038 4.40 1.088 17.781 

Tenure (15-19 years) 5.222 1 .022 4.95 1.256 19.506 

Tenure (20-24 years) 7.593 1 .006 7.19 1.768 29.269 

Tenure (25-29 years) 13.708 1 .000 12.75 3.313 49.044 

Tenure (30+ years) 11.985 1 .001 28.13 4.253 185.992 

Gender .647 1 .421 0.73 .343 1.564 

Marital (divorced) 3.846 3 .279 1.00   
 

Marital (married) .065 1 .799 0.88 .341 2.291 

Marital (single) 2.806 1 .094 0.34 .099 1.199 

Marital (widowed) .073 1 .787 1.45 .097 21.771 

Autonomy Motivation First Quintile  8.666 4 .070 1.00   
 

Autonomy Motivation Second Quintile  .014 1 .906 0.92 .216 3.894 

Autonomy Motivation Third Quintile  .187 1 .665 1.27 .433 3.709 

Autonomy Motivation Fourth Quintile  1.076 1 .300 1.69 .628 4.528 

Autonomy Motivation Fifth Quintile  6.607 1 .010 3.68 1.363 9.952 

Financial Motivation First Quintile  4.590 4 .332 1.00 
  

Financial Motivation Second Quintile  .274 1 .601 1.36 .426 4.372 

Financial Motivation Third Quintile  .465 1 .495 1.44 .505 4.105 

Financial Motivation Fourth Quintile  1.766 1 .184 2.08 .707 6.094 

Financial Motivation Fifth Quintile  3.909 1 .048 2.92 1.009 8.465 

Family Motivation First Quintile 7.045 4 .134 1.00 
  

Family Motivation Second Quintile .006 1 .936 0.95 .305 2.986 

Family Motivation Third Quintile 1.787 1 .181 2.03 .719 5.727 

Family Motivation Fourth Quintile .079 1 .778 0.85 .272 2.649 

Family Motivation Fifth Quintile 3.445 1 .063 2.74 .945 7.918 

Locus of Control First Quintile 5.973 4 .201 1.00 
  

Locus of Control Second Quintile .647 1 .421 1.53 .543 4.311 

Locus of Control Third Quintile .611 1 .435 0.67 .240 1.848 

Locus of Control Fourth Quintile 2.497 1 .114 0.41 .138 1.237 

Locus of Control Fifth Quintile .017 1 .897 1.07 .407 2.791 

Constant 13.350 1 .000 0.03     

Notes: Variables entered on step 1: Tenure, Autonomy Motivation, Financial Motivation, and 
Family Motivation. N=304 (excluding 55 missing). Chi Square test of Model Coefficients: Chi 
Square= 74.89, df=26, p. < .001. Nagelkerke R Square=.334, Hosmer and Lemeshow Test: p. > 
.75. 
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For the parsimonious model, the omnibus test of model coefficients was statistically 

significant suggesting that inclusion of tenure, autonomy and financial motivations resulted in a 

statistically better model than the baseline model with no predictors (   =62.41, df=14, p.<001). 

After controlling for tenure and financial motivations, those public relations professionals who 

were in the fifth quintile of autonomy motivation were more than three times more likely to 

choose self-employment when compared to the first quintile (Wald    =7.62, df=1, p. <.01, OR= 

3.28). The results suggest support for research hypothesis one a (H1a). Thus, it can be concluded 

that those public relations practitioners who score highest on autonomy motivation are more 

likely to choose self-employment after controlling for financial motivation and tenure.  

When controlling for autonomy motivation and tenure, those in the fifth quintile of 

financial motivation were over three times more likely to be self-employed than those in the first 

quintile (Wald    =5.78, df=1, p. < .02, OR=3.38).  With that, after controlling for other 

variables included in the parsimonious model, the research hypothesis one b (H1b) is supported. 

Hypotheses one c (H1c) and one d (H1d) are not supported because family motivation and 

internal locus of control were found to be statistically non-significant (Table 10).  

Based on the parsimonious model, tenure appears to be the strongest predictor of career 

status. Public relations practitioners, who exceed ten years of experience in public relations, 

become more likely to choose self-employment with each five years increase in tenure when 

compared to those who only worked zero to five years. The most experienced practitioners (30 or 

more years) are more than twenty one times more likely to be self-employed comparing to those 

at the beginning of their career in public relations (Wald    =13.21, df=1, p. < .02, OR=21.64). 
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Table 10. Logistic Regression Analysis Summary Parsimonious Model (Hypothesis 1.). 

Profiling Public Relations Professionals in Terms of Outcome Motivations Associated with Going 
Solo when Controlling for Tenure. 

Variables in the Equation         
95% C.I.for 

EXP(B) 

    Wald df Sig. Exp(B) Lower Upper 

Step 1 Tenure (0-5 years) 27.49 6 0.00 1.00 
  

 

Tenure (5.1-9 years) 0.35 1 0.56 1.53 0.37 6.35 

 

Tenure (10-14  years) 3.97 1 0.05 3.80 1.02 14.14 

 

Tenure (15-19 years) 6.21 1 0.01 5.07 1.41 18.15 

 

Tenure (20-24 years) 11.10 1 0.00 8.74 2.44 31.27 

 

Tenure (25-29 years) 13.77 1 0.00 9.96 2.96 33.56 

 

Tenure (30+ years) 13.21 1 0.00 21.64 4.12 113.62 

 

Autonomy Motivation First Quintile  12.47 4 0.01 1.00 
  

 

Autonomy Motivation Second Quintile  0.59 1 0.44 0.58 0.15 2.31 

 

Autonomy Motivation Third Quintile  0.01 1 0.93 1.05 0.39 2.79 

 

Autonomy Motivation Fourth Quintile  1.11 1 0.29 1.63 0.66 4.05 

 

Autonomy Motivation Fifth Quintile  7.62 1 0.01 3.28 1.41 7.64 

 

Financial Motivation First Quintile  6.77 4 0.15 1.00 
  

 

Financial Motivation Second Quintile  0.46 1 0.50 1.45 0.50 4.26 

 

Financial Motivation Third Quintile  0.93 1 0.33 1.62 0.61 4.34 

 

Financial Motivation Fourth Quintile  2.67 1 0.10 2.28 0.85 6.12 

 

Financial Motivation Fifth Quintile  5.78 1 0.02 3.38 1.25 9.10 

  Constant 27.95 1 0 0.02     

Notes: Variables entered on step 1: Tenure, Autonomy Motivation, Financial Motivation, and 
Family Motivation. N=315 (excluding 43 missing). Chi Square test of Model Coefficients: Chi 
Square= 62.41, df=14p. < .001. Nagelkerke R Square=.272, Hosmer and Lemeshow Test: p. > .75. 

 

It must also be noted that because of substantial influence of tenure on the outcome, 

interaction effects between each of the statistically significant motivations and tenure were 

tested. Statistically significant interactions were suspected. Further analysis, however, did not 

suggest interactions between motivations and tenure. The final model is represented in Table 10. 

The Nagelkerke’s R Square for the parsimonious model equaled .272. The parsimonious 

model allowed for improving the percentage of correctly predicted memberships to a group 

coded as one (self-employed) from zero to 66.7%. The percentage of correctly predicted group 

membership for the overall model was 72.8%.  

Results of the parsimonious model can be combined into a complex model of career 

status decision-making (Figure 4). 
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Figure 4. Model of Motivations Affecting Choice Behavior based on Parsimonious Logistic 
Regression when Controlling for Tenure. *p. <.05 

 

 

Further analysis 

Results of hypothesis one testing are somewhat surprising especially in terms of lack of 

statistical influence of marital status, gender and family motivations. These findings appear 

rather contradictory to what have been found in previous literature. Because the literature suggest 

that females are motivated by the possibility of having more family time after becoming 

independent, the sample in this study was divided into males and females in order to further 

examine possible influences that did not become in the main analysis.  

In a sample of females, tenure, marital status, autonomy, financial, and family 

motivations were statistically significant.  Only internal locus of control remained not significant. 
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After excluding internal locus of control from further analysis, the omnibus test for model 

coefficients was statistically significant suggesting improvement in the model as compared to the 

one with no predictors (   =64.47, df=21, p. < .001). Based on examination of predictors of 

career status it can be concluded that support for hypotheses 1a-1c was found in a sample of 

female public relations practitioners. Specifically, those who scored in the highest quintile of 

autonomy motivation were more than five times more likely to be self-employed when compared 

to those in the first quintile after controlling for the variables in the equation (Wald    =7.02, 

df=1, p. < .001, OR=5.63). With that, in a sample of females, hypothesis 1a was supported. In 

addition to autonomy motivation, support was found for the statistical importance of financial 

motivation. After controlling for tenure, marital status, autonomy and family motivations, those 

female practitioners who were in the fourth and fifth quintiles of financial motivation were more 

than three times more likely to be self-employed when compared to those in the first quintile 

(Wald    =3.17, df=1, p. < .05, OR=3.21 and Wald    =2.88, df=1, p. < .05, OR=3.13 

respectively). Therefore, these findings offer support for hypothesis one b (H1b). 

Finally, with respect to family motivations, after controlling for tenure, marital status, 

autonomy and financial motivation, female practitioners who were in the third quintile on family 

motivation were more than four times more likely to be self-employed than those in the first 

quintile (Wald    =4.23, df=1, p. < .02, OR=4.31). Furthermore, female practitioners who were 

in the fifth quintile were more than three times more likely to be self-employed than those in the 

first quintile (Wald    =3.24, df=1, p. < .04, OR=3.49).  

Unlike in the combined sample of male and female practitioners, the female subsample 

suggested statistical influence of marital status on career status. Thus after controlling for tenure, 

autonomy, financial and family motivations, single females are .15 times as likely to be self-

employed as other marital groups (as compared to divorced females) (Wald    =5.55, df=1, p. < 

.01, OR=0.15). Based on the findings it can be assumed that divorced, married and widowed 

females were more likely to be self-employed than single female public relations practitioners 

(Table 11).   

Finally, the effect of tenure on career status warrants discussion. Once again, tenure 

appears to be the strongest predictor of self-employment. At about ten years of experience in 

public relations, female public relations practitioners become more likely to be self-employed 

with each five-year increment in tenure.  For example, female practitioners who have worked 10-
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15 in public relations are more than four times more likely to be self-employed than those in who 

only worked zero to five years (Wald    =2.77, df=1, p. < .05, OR=4.10). Continuous increase in 

odds ratios is notable with each increase in five-year increments of tenure. As a contrast to 10-15 

years of experience, those females who have worked in public relations between 25 and 30 years 

are more than 16 times more likely to be self-employed (Wald   =11.54, df=1, p. < .001, 

OR=16.46).  
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Table 11. Logistic Regression Analysis Summary Parsimonious Model for Females (H1, Further 
Analysis). 

Profiling Female Public Relations Professionals in Terms of Outcome Motivations Associated 
with Going Solo when Controlling for Tenure and Marital Status. 

Variables in the Equation 
    

95% C.I.for 
EXP(B) 

  
Wald df Sig.        Exp(B) Lower Upper 

Step Tenure (0-5 years) 17.54 6 0.00 
   1 Tenure (5.1-9 years) 0.15 1 0.35 1.45 0.22 9.51 

 

Tenure (10-14  years) 2.77 1 0.05 4.10 0.78 21.55 

 

Tenure (15-19 years) 2.68 1 0.05 4.07 0.76 21.81 

 

Tenure (20-24 years) 2.50 1 0.06 4.11 0.71 23.68 

 

Tenure (25-29 years) 11.54 1 0.00 16.46 3.27 82.86 

 

Tenure (30+ years) 2.06 1 0.08 25.03 0.31 2031.87 

 

marital (divorced) 7.25 3 0.03 1.00 
  

 

marital (married) 0.14 1 0.35 0.80 0.25 2.56 

 

marital (single) 5.55 1 0.01 0.15 0.03 0.72 

 

marital (widowed) 0.31 1 0.29 2.40 0.11 53.50 

 

Autonomy Motivation First Quintile  10.82 4 0.01 1.00 
  

 

Autonomy Motivation Second Quintile  0.01 1 0.47 0.93 0.14 6.37 

 

Autonomy Motivation Third Quintile  0.26 1 0.31 1.41 0.37 5.32 

 

Autonomy Motivation Fourth Quintile  0.00 1 0.48 1.04 0.27 3.97 

 

Autonomy Motivation Fifth Quintile  7.02 1 0.00 5.63 1.57 20.20 

 

Financial Motivation First Quintile  8.61 4 0.04 1.00 
  

 

Financial Motivation Second Quintile  0.88 1 0.17 0.47 0.10 2.28 

 

Financial Motivation Third Quintile  0.06 1 0.80 1.18 0.32 4.35 

 

Financial Motivation Fourth Quintile  3.17 1 0.04 3.21 0.89 11.61 

 

Financial Motivation Fifth Quintile  2.88 1 0.04 3.13 0.84 11.66 

 

Family Motivation First Quintile 8.07 4 0.04 1.00 
  

 

Family Motivation Second Quintile 0.82 1 0.18 2.16 0.41 11.49 

 

Family Motivation Third Quintile 4.23 1 0.02 4.31 1.07 17.32 

 

Family Motivation Fourth Quintile 0.08 1 0.39 0.80 0.16 3.91 

 

Family Motivation Fifth Quintile 3.24 1 0.04 3.49 0.90 13.64 

 
Constant 12.885 1 0.00 0.01 

  Notes: Variables entered on step 1: Tenure, Marital Status, Autonomy Motivation, Financial 
Motivations and Family Motivations. N=210 females (excluding 36 missing). Chi Square test of 
Model Coefficients: Chi Square= 64.47, df=21, p. < .001. Nagelkerke R Square=.383, Hosmer 
and Lemeshow Test: p. > .32. 
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Overall, the model for female practitioners improved with the inclusion of statistically 

significant predictors. The new model improved correction predictions of membership to group 

one (self-employed) from zero to 71.1% with the overall model correctly predicting 78.2% of 

memberships. The Nagelkerke’s Pseudo R Square equaled .383.  

It must also be noted that because of substantial influence of tenure on the outcome, 

interaction effect between each of the statistically significant motivations and tenure were tested. 

Statistically significant interactions were suspected. Further analysis, however, did not suggest 

interactions between motivations and tenure. The final model is represented in Table 11 while 

the parsimonious model is represented in a Figure 5.  

 

 

 

 

 

 

 

 

 

 

 

Figure 5. Model of Motivations Affecting Choice Behavior based on Parsimonious Logistic 
Regression in Females when Controlling for Tenure. *p. <.05 
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With respect to a sample of males, results of the logistic regression analysis show 

somewhat different pattern when compared to a sample of females (Table 12).   

 

 
Table 12. Logistic Regression Analysis Summary Parsimonious Model for Males (H 1, Further 
Analysis). 

Profiling Male Public Relations Professionals in Terms of Outcome Motivations Associated 
with Going Solo when Controlling for Tenure. 

Variables in the Equation         
95% C.I.for 

EXP(B) 

    Wald df Sig. Exp(B) Lower Upper 

Step  Tenure (0-5 years) 9.81 6 0.07 1.00 
  1 Tenure (5.1-9 years) 0.36 1 0.27 2.22 0.17 29.67 

 

Tenure (10-14  years) 0.67 1 0.21 2.97 0.22 40.28 

 

Tenure (15-19 years) 2.77 1 0.05 8.19 0.69 97.56 

 

Tenure (20-24 years) 3.82 1 0.03 11.91 0.99 142.95 

 

Tenure (25-29 years) 1.56 1 0.11 4.45 0.43 46.20 

 

Tenure (30+ years) 5.87 1 0.01 21.96 1.80 267.56 

 

Autonomy Motivation First Quintile  7.41 4 0.06 1.00 
  

 

Autonomy Motivation Second Quintile  0.35 1 0.28 0.48 0.04 5.46 

 

Autonomy Motivation Third Quintile  0.33 1 0.28 1.73 0.27 11.10 

 

Autonomy Motivation Fourth Quintile  2.80 1 0.05 3.57 0.80 15.89 

  Autonomy Motivation Fifth Quintile  4.86 1 0.01 5.11 1.20 21.80 

  Constant 8.23 1 0.00 0.03     

Notes: Variables entered on step 1: Tenure and Autonomy Motivation. N=91 males (excluding 
11 missing). Chi Square test of Model Coefficients: Chi Square= 19.51, df=10,  
p. < .035. Nagelkerke R Square=.279, Hosmer and Lemeshow Test: p. > .76. 

 

 

As it was in the case with the females, in a sample of males, tenure appeared to be the 

strongest predictor of career status.  However, it appears that males become more likely to 

choose self-employment about five years later than females but the odds for being self-employed 

appear to be larger for males. Unfortunately, no statistical comparison of the odds ratios between 

males and female can be conducted as such statistical analysis does not exist yet. Nevertheless, 

based on the results of the parsimonious model it can be stated that male practitioners who have 

reached 15-20 years of experience are more than eight times more likely to be self-employed 

when compared to those males who have worked for zero to five years (Wald    =2.77, df=1, p. 

< .05, OR=8.19). The effects of autonomy motivation were controlled for. The odds for being 
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self-employed increase with each five year increment in tenure (with exception of 25-30 years) 

to reach the odds of almost twenty two at a tenure level of thirty years or more (Wald    =5.87, 

df=1, p.<.01, OR=21.96). 

Even though the above findings refer to the parsimonious model, earlier analysis of the 

full model suggested that in a sample of male public relations practitioners, financial motivation 

was not a statistically significant predictor of self-employment. It is noteworthy that even though 

financial motivation as a predictor did not reach significance at alpha .05, it was statistically 

significant at alpha .1 (p. < .099). Alpha set for the study was .05 and, thus, financial motivation 

was rejected as a predictor. However, caution must be exercised when drawing conclusions 

based on this study because this particular sample of males was limited to only 91 subjects. In 

addition to low power associated with smaller samples, the Wald Chi Square test, on which 

statistical significance test for each predictor is calculated, is sensitive to small sample sizes 

(Menard, 2001). 

Furthermore, for large coefficients, the estimated standard error is likely to be inflated 

thus leading to a type II error.  It would be unwise, therefore, to disregard the importance of 

financial motivation in this particular sample of males knowing the sample size and the 

sensitivity of the Wald statistic. If the financial motivation was kept in the model at alpha .1, 

those who were in the fifth quintile of financial motivation were more than five times more likely 

to be self-employed (Wald    =2.49, df=1, p. < .057, OR=4.92, 95% C.I. for OR .68-35.51). The 

large odds ratio and computed probability approaching significance at alpha .05 led the 

researcher to believe that with a larger sample size, the effect of financial motivation on 

becoming self-employed in a male sample of public relations professional would be of statistical 

significance at alpha chosen for this study (.05). With that, males and females public relations 

professionals would only differ in terms of family motivation. Females, unlike males, in addition 

to other motivations, appear to be motivated by their ability to spend more time with their family 

after going solo. The parsimonious model for males is represented in a Figure 6. 
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Figure 6. Model of Motivations Affecting Choice Behavior based on Parsimonious Logistic 
Regression in Males when controlling for Tenure. *p. <.05, # p. <.1 (OR=4.92). 

 

 

As it was the case with females, the model for male practitioners improved with the 

inclusion of statistically significant predictors. The new, parsimonious model (autonomy and 

tenure only) improved corrected predictions of membership to group one (self-employed) from 

zero to 64% with the overall model correctly predicting 73.6% of memberships. The 

Nagelkerke’s Pseudo R Square equaled .279.  
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Hypothesis 2 

Intention to become self-employed in the near future is a function of several predictor 

variables: autonomy motivation, financial motivation, family time motivation and internal locus 

of control. 

 

Hypothesis 2a (H2a): After controlling for all other predictors, a positive relationship exists  

between autonomy motivation and intent to become self-employed for 

organizationally employed public relations practitioners.   

Hypothesis 2b (H2b): After controlling for all other predictors, a positive relationship exists  

between financial motivation and intent to become self-employed for 

organizationally employed public relations practitioners.   

Hypothesis 2c (H2c): After controlling for all other predictors, a positive relationship exists  

between family motivation and intent to become self-employed for 

organizationally employed public relations practitioners.   

Hypothesis 2d (H2d): After controlling for all other predictors, a positive relationship exists  

between internal locus of control and intent to become self-employed for 

organizationally employed public relations practitioners.   

 

 

Hypothesis two specifically focused on organizational employees and their intentions to 

become self-employed in the near future. Therefore, unlike hypothesis one, hypothesis two 

attempted to predict future career status of those who are currently employed by an organization. 

Because neither gender nor marital status affected future intentions, all three outcome 

motivations, internal locus of control and tenure were included in a predictive model.  A 

subsample of organizationally employed practitioners was selected. After selecting for a 

subsample of organizationally employed practitioners, a multiple regression was conducted that 

included tenure, locus of control, autonomy motivation, family-time motivation, and financial 

benefit motivation (Table 13).  
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Table 13: Multiple Regression Analysis Summary Full Model (Hypothesis 2) 

Predicting Intentions of Organizationally Employed Practitioners from Autonomy, Financial and 
Family Motivations and Locus of Control when Controlling for Tenure. 

Variables in the Equation 

Model 
Unstandardized 

Coefficients 
Standardized 
Coefficients   95% C.I. for B 

    B Std. Error Beta   Sig. 
Lower 
Bound 

Upper 
Bound 

1 (Constant) 0.36 0.79 
 

0.46 0.65 -1.19 1.91 

 
Tenure 0.00 0.01 -0.01 -0.17 0.87 -0.02 0.02 

 
Autonomy Motivation 0.00 0.00 0.07 1.13 0.26 0.00 0.01 

 
Financial Motivation 0.02 0.00 0.38 6.42 0.00 0.01 0.02 

 
Family Motivation 0.01 0.00 0.21 3.58 0.00 0.00 0.01 

  Locus of Control -0.03 0.04 -0.05 -0.86 0.39 -0.11 0.04 

Note: Model: R=.479 R Square= .229, Adjusted R Square .214.  N=285 (df=5,253) 

 

 

Surprisingly, autonomy motivation and tenure were not statistically significant. Locus of 

control was also found statistically non-significant. With that only the research hypotheses 2b 

and 2c were supported while research hypotheses 2a and 2d were not supported (Table 13).  

After excluding non-significant variables from the equation, the parsimonious regression 

model (Table 14) was significant in predicting intentions for becoming self-employed in the near 

future (F=37.23, p. < .001) and accounted for 22.4% of variance in intention to become self-

employed (R square=.224, adj. R square .218). Financial motivation accounted for 17.7% of 

variance explained (R square=.177, adj. R square=.174), while family-time motivation accounted 

for 4.7% of variance explained (R square=.047 change). Thus, it can be said that financial and 

family motivations have a small positive effect on intentions to become self-employed in the 

near future, with financial motivation seemingly accounting for more variance in the outcome 

while internal locus of control and autonomy motivations are not significant predictors of 

intentions to become self-employed. Based on the Cohen’s formula for computation of effect 

sizes in multiple regression where the effect size for the regression equals R Square for the 

model divided by R square for the model subtracted from one. From this formula, the effect size 

of the multiple regression on intentions was .215 (with two predictors) which is considered 

medium in strength. 
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Table 14: Multiple Regression Analysis Summary Parsimonious Model (Hypothesis 2) 

Predicting Intentions of Organizationally Employed Practitioners from Autonomy and Family 
Motivations when Controlling for Tenure. 

Variables in the Equation 

Model 
Unstandardized 

Coefficients 
Standardized 
Coefficients Sig. 

95.0% Confidence 
Interval for B 

    B Std. Error Beta     
Lower 
Bound 

Upper 
Bound 

1 (Constant) 0.86 0.31 
 

2.74 0.01 0.24 1.48 

  Financial Motivation 0.02 0.00 0.42 7.47 0.00 0.02 0.03 

2 (Constant) 0.11 0.36 
 

0.31 0.75 -0.59 0.82 

 
Financial Motivation 0.02 0.00 0.39 6.97 0.00 0.01 0.02 

  Family Motivation 0.01 0.00 0.22 3.94 0.00 0.00 0.01 

Note: Model 1: F=55.80, p. <.001, R=.421 R Square= .177, Adjusted R Square 
.174.N=260(df=1,259), Model 2: F=37.23, p.< .001, R=.473, R Square=.224, Adjusted R 
Square=.218, R Square Change=.047. N=260 (df=2.258) 

 

 

With respect to assumptions, based on the Durbin-Watson statistic which tests whether 

the assumption of the independence of errors is plausible, the value of 1.99 suggest the 

assumption being met.  Field (2009) suggests that value of Durbin-Watson statistic should be 

between 1 and 3, with preference to the value being close to 2. The value of 1.99 found for this 

analysis, is certainly satisfactory. Multicollinearity analysis shows that multicollinearity is not a 

problem. All other assumptions of linear regression were also met. 

Because selecting for a subsample of organizationally employed practitioners lowered the 

sample size to 268, further selection for subsamples of males and females was not conducted 

because of the limited size of resulting samples. The parsimonious model is represented in a 

Figure 7.  
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Figure 7. Predictive Model of Motivations Affecting Intentions to become Self-Employed based 
on Parsimonious Multiple Regression (Standardized Coefficients).  *p. <.001. 
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CHAPTER FIVE 

DISCUSSION 

Public relations is an integral part of every organization (Podnar, Lah, & Golob, 2009). It 

is viewed as a process of strategic communication management that is concerned with building 

relationships between an organization and its audience (Grunig, 2006). Because of that, studies 

on public relations are mostly focused on public relations as a process (Botan & Taylor, 2006).  

As noted earlier, public relations is a profession that shows rapid growth and increased revenue 

regardless of the economic chaos. The U.S. Bureau of Labor Statistics suggests that public 

relations professionals are employed by numerous large industries, not just public relations firms. 

Therefore, it has been suggested that studies should also begin to examine public relations 

practitioners as the influencers of the profession (Hazleton, Rayburn, & Lynch, 2007). Possible 

differences among public relations practitioners may lead to a difference in experiencing and 

practicing the profession. As such, studying public relations professionals appears to be 

especially important because of their recent polarizations (Sha, 2011). Practitioners appear to 

become increasingly drawn to self-employment as a career choice; however, it is not yet known 

what drives practitioners to choosing self-employment as a career choice (Rayburn & Hazleton, 

2005). 

The main objective of this study was to better understand the complexity and 

multidimensionality of decision-making process associated with becoming self-employed. This 

study also focused on profiling public relations practitioners in terms of demographic and 

professional variables. Expectancy-value theory was used as a theoretical framework for the 

study. Specifically, this study examined expected outcome considerations that are anticipated to 

follow a decision for becoming self-employed.  In order to meet the research objective, two 

multilevel hypotheses were formulated. The first hypothesis focused on the current employment 

status of public relations practitioners and the likelihood of being self-employed at different 

levels of motivations. The motivations included autonomy, financial benefits and family time as 

well as internal locus of control. In addition to hypotheses associated with the current career, 

another hypothesis was formulated and focused on the intentions of organizationally employed 

practitioners to become self-employed in the near future. The study also included two 
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exploratory research questions. In this chapter, results of the hypotheses and research questions 

are discussed.  

It was hypothesized that high levels of each entrepreneurial motivation would be 

associated with greater likelihood of being self-employed. Based on prior research, tenure, 

marital status and gender were expected to also influence individual propensity for self-

employment. Therefore, these variables were included in the logistic regression model. The non-

significant predictors were then excluded to achieve a more parsimonious model. With regard to 

organizationally employed practitioners, it was hypothesized that motivations for becoming self-

employed would be positively related with intentions to become self-employed in a near future. 

Similar to the logistic regression model, demographic variables were included and controlled for. 

Finally, in terms of research questions, the researcher wanted to examine the difference in 

expectations associated with becoming self-employed between organizationally and self-

employed individuals. Moreover, investigations of demographic variables and possible tests for 

differences between solo and organizationally employed practitioners were conducted.  

 

 

Autonomy Motivation 

An interesting and somewhat surprising finding of this study is the fact that only partial 

support was found for the influence of autonomy motivation. Hypothesis H1a predicted that with 

an increase in autonomy motivation, the odds for becoming self-employed increase. In fact, 

relying on the parsimonious model, when tenure, marital status, and financial motivations were 

controlled for, with a substantial increase in autonomy motivation as an expectancy-outcome 

consideration of being self-employed, the odds for becoming self-employed increased. These 

results support research H1a. For further examination, the sample was divided between male and 

female subsamples. Based on two separate logistic regressions, it can be concluded that 

autonomy motivation is an important predictor of career choice. In both samples, those who 

scored in the highest quintile of autonomy motivation were more than five times more likely to 

be self-employed.   

In terms of H2 related to autonomy, after controlling for influential demographic 

variables, autonomy motivation was not found to be a statistically significant predictor. It is 

possible that the current economic turmoil led to more conscientious approach toward economic 
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considerations such as financial benefits. Another possible explanation exists. The proportion of 

organizationally employed females appears to be greater than the proportion of self-employed 

females. As the extension of hypothesis one suggested, family motivation might play a 

significant role in becoming self-employed among the sampled females. Finally, it is also 

possible that the need for autonomy increases with age and after being employed for an extended 

period of time. The sample of organizationally employed individuals was statistically younger 

than the sample of independent practitioners and thus, it is possible that other motivations such 

as finance and family took precedence over autonomy.  

Regardless of the lack of support for autonomy motivations and its association with 

future intentions for being self-employed among public relations practitioners, findings from 

hypothesis one and further analysis of male and female samples suggest that autonomy is in fact 

an important motivation in choice behavior. The importance of autonomy as a reason for 

becoming solo is consistent with Rayburn and Hazleton (2005) who found that the most cited 

reason for becoming an independent professional is for greater control over own work.  

Furthermore, based on the entrepreneurial literature, it can be said that the influence of 

autonomy motivation as a predictor of self-employment is not unexpected. Entrepreneurial 

literature considers autonomy motivation to be probably the most important and widely studied 

construct leading to self-employment (Lumpkin, Cogliser, & Schneider, 2009; Naffziger, 

Hornsby, & Kuratko, 1994; Shane, Locke, & Collins, 2003). That being said, findings associated 

with autonomy motivations are consistent with existing literature on entrepreneurial motivations.  

 

Financial Motivation 

Research hypothesis H1b expected that with an increase in financial expectancy-value 

consideration, the likelihood of choosing self-employment would increase. In fact, when 

controlling for tenure and autonomy motivation, those in the fifth quintile of financial motivation 

were more than two times more likely to be self-employed than those in the first quintile. Those 

who were in the fifth quintile were more than three times more likely than those in the first 

quintile. The results support H1b.  

Further analysis suggested that only in a sample of males, financial motivation was not a 

statistically significant predictor of self-employment. It is noteworthy that even though financial 

motivation did not reach significance at alpha .05, it was statistically significant at alpha .1 (p. < 
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.099). Alpha set for the study was .05 and thus financial motivation was rejected as a predictor. 

However, it must be emphasized that the sample of males was limited only 91 males. In 

additional to low power associated with smaller samples, Wald Chi Square based on which 

statistical significance for each predictor is calculated, is also sensitive. Menard (2001) 

emphasizes that Wald statistic is sensitive to small sample sizes. In addition, for large 

coefficients, the estimated standard error is likely to be inflated thus leading to a Type II error.    

It would be unwise to disregard the importance of financial motivation in this particular sample 

of males knowing the sample size and the sensitivity of Wald statistic. On the contrary, in a 

sample of females, after controlling for tenure, marital status, autonomy and family motivations, 

those female practitioners who were in the fourth and fifth quintiles of financial motivation were 

more than three times more likely to be self-employed when compare to those in the first 

quintile. The large odds ratio and computed probability approaching significance at alpha .05 led 

the researcher to believe that with a larger sample size, the effect of financial motivation on 

becoming self-employed in a male sample of public relations professional would be of 

significance. With that, males and females public relations professionals would only differ in 

terms of family motivation. Females, unlike males, in addition to other motivations, appear to be 

motivated by their ability to spend more time with their family after going solo. 

Additionally, in H2b it was expected that for organizationally employed practitioners, 

financial motivation would be positively related to intent to become self-employed in near future. 

Support was found for H2b. Financial motivation was a statistically significant predictor of 

intention to become self-employed and accounted for 17.7% of variance in self-employment 

intentions after controlling for family motivations. The effect size of .17 is considered medium in 

regressions with multiple predictors (Cohen, 1969).  

Findings from this study are consistent with the literature.  Financial motivations for 

becoming self-employed are often cited as a contributing factor to self-employment decision-

making (Renko, Kroeck, & Bullough, 2011). Financial benefits appear to be a common 

motivation for becoming self-employed regardless of the uncertainly related to job security 

(Taylor , 1996). In addition, studies suggest that individuals initially tend to earn less income for 

a certain period of time after becoming self-employed (Croson & Minniti, 2011). This study, 

however, suggest that public relations practitioners expect greater financial benefits after going 
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solo regardless of potential initial income insecurity. In addition to financial motivations, 

expectancy of financial gain was a good predictor of career choice. 

As additional analysis suggests the independent practitioners differ in terms of income 

from those employed by organization. The difference can be found in the highest income bracket 

which means that those independent practitioners who earn $150,000 or more statistically 

differed from organizationally employed in terms of income suggesting that greater financial 

benefits after going solo are not unusual.   

 

Family-Time Motivation  

As hypothesized (H1c), personal life (i.e., ability to spend more time with a family) is an 

important predictor of career choice. Based on the logistic regression analysis, after including 

demographic and motivational control variables, family motivation was not a statistically 

significant predictor of career status. Further analysis, however, suggest different findings. When 

the overall sample was divided into subsamples of males and females, family motivation became 

an important predictor of career status. Even though, in a sample of males, family motivation 

was not statistically significant, findings from the subsample of females indicate that family 

motivation is an important predictor of career choice. After controlling for tenure, marital status, 

autonomy and financial motivation, female practitioners who were in the second quintile on 

family motivation were more than four times more likely to be self-employed than those in the 

first quintile. Furthermore, female practitioners who were in the fifth quintile were more than 

three times more likely to be self-employed than those in the first quintile.     

Finally, in terms of H2c, intentions to become self-employed of organizationally 

employed public relations professionals were positively related to family-time motivation after 

control for financial motivations. Family-time motivations accounted for almost 5% of the 

variance accounted for in intentions after controlling for financial motivations. The effect size of 

.05 is considered small in regressions with multiple (two) predictors (Cohen, 1969). 

The findings are consistent with entrepreneurial literature that views family-time 

expectancy-outcome considerations as important predictors of self-employment especially in 

terms of female practitioners (McGowan, Redeker, Cooper, & Greenan, Female entrepreneurship 

and the management of business and domestic roles: Motivations, expectations and realities., 

2012). Moreover, the results are also consistent with the Rayburn and Hazleton (2005) study 
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which found that ability to spend more time with family is the second most important reason for 

becoming solo (after greater control). As further analysis suggested, independent public relations 

practitioners have statistically higher number of children, which additionally provides support to 

why these professionals may value family time as an expected outcome of becoming solo.  

 

Internal Locus of Control 

The only motivation associated with personality characteristic examined in this study was 

internal locus of control. This motivation, however, was not found to predict career choice or 

self-employment intention. Three possible explanations exist.   

First, studies on internal locus of control and entrepreneurial motivations provided 

somewhat mixed results. Even though it is suggested that individuals with high internal locus of 

control may be more likely to seek entrepreneurial roles than the general public, other studies 

suggest no difference in internal locus of control between managers and entrepreneurs. Because 

it is unknown what the level of employment was of those who worked for an organization 

(managerial versus lower level), it is difficult to establish effects of employment level on the 

relationship between career status and locus of control.  

Second, as it is mentioned in Chapter III, the average variance extracted for the locus of 

control construct was below the desired .5, suggesting greater than preferred measurement error. 

Because of that, it is unclear how the result of the association between locus of control and career 

choice is affected by measurement error.  

Finally, as suggested by Shane, Locke, Collins (2003) the association between locus of 

control and career choice may be influenced by the situational differences such as 

entrepreneurial opportunities and conditions.  

 

Expectancy-Value Theory 

Beyond findings that increase an understanding of public relations practitioners’ complex 

and multifaceted motivations for becoming solo, this study provides interesting and important 

insights into the expectancy-value theory that needs to be emphasized. This study provides 

support for consistent examination of the interaction effect between expectancy and value 

associated with choice behavior. Not only was the interaction effect statistically significant in 
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two out of three motivations constructs, but it also appeared to have influenced the results. It 

should no longer be assumed that measuring expectancy of an outcome is equivalent in terms of 

results with the inclusion of summed expectancy, value and expectancy-value interaction. 

Inclusion of expectancy-value consideration (V + E + (V x E)) showed different outcome 

patterns than the expectancy alone. The pattern of results in analysis that included motivations 

appears to be more complex in nature than the results of the analysis using only expectancies. 

The findings suggest that only expectancy-value considerations associated with becoming 

independent widely differ from the expectancies alone. Future studies should not utilize 

mathematical and statistical shortcuts to analysis by reliance on expectancies only and claim 

expectancy-value theory to be their theoretical framework. If the researchers claim to rely on the 

expectancy-value theory, then they should not only include expectancy but also value when 

constructing the latent variable. 

This study also suggests that inclusion of the interaction term between value and 

expectancy in the additive model is a useful approach to statistical analysis for the studies that 

rely on expectancy-value theory. This is especially true because reliance on either the additive 

model or multiplicative model only has been widely criticized as incomplete and inefficient.  

 

Additional Findings 

Even though initial analyses suggested no statistical influence of gender and marital 

status on career choice, further investigation indicated the contrary. When the analysis was 

conducted on a subsample of females, the marital status became a statistically significant 

predictor of career choice. Thus, after controlling for tenure, autonomy, financial and family 

motivations, females who were divorced, married and widowed were equally likely to be self-

employed. Single females were found to be statistically as likely to be self-employed as other 

marital groups (as compared to divorced females). Based on the findings it can be assumed that 

divorced, married and widowed females were more likely to be self-employed than single female 

public relations practitioners.  This finding can possibly be associated with age and tenure. 

Single females usually tend to be younger than the remaining groups. They are also likely to 

have fewer children, and thus their family motivations to become self-employed may be lower.  
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As the findings clearly suggest, tenure, autonomy and financial motivations followed by 

family motivations (for females only) are the strongest predictors of career status with tenure 

seemingly being the strongest predictor. For example, females starting with 10 years of 

experience become more likely to choose self-employment with each five years of increase in 

tenure. Female practitioners who have worked 10-15 are more than four times more likely to be 

self-employed than those in who only worked zero to five years. Steady increase in odds ratios is 

notable with each increase in five-year increments. For example, those female practitioners who 

practiced public relations for 25 to almost 30 years are more than 16 times more likely to be self-

employed as compared to those who just began their career. The effects of tenure are similar for 

males and for the entire sample. However, tenure was not statistically significant in predicting 

intentions for becoming self-employed. A likely explanation for this finding is may be that 

organizationally employed public relations practitioner are on average younger than those who 

are independent. Because the intentions for becoming independent were only measured for a 

subsample of organizationally employed individuals, their average age and tenure were 

statistically lower than those of independent practitioners. The age and tenure of the subsample 

may have affected the results. 

In terms of income related finings, greater financial performance of those who are 

independent is not overwhelmingly surprising. Hazleton, Rayburn and Lynch (2007) found that 

very successful independent practitioners charge even 50% more than less successful 

practitioners. This is likely the reason why – beyond the “$150,000 or more” category – that no 

other income categories were statistically different from organizationally employed practitioners. 

This study also confirmed the results of existing research on self-employment. In that respect, it 

appears that individuals who are older, with more children, and who have more experience tend 

to become self-employed.  

 

Implications for Organizations 

As the findings clearly suggest, tenure, autonomy and financial motivations followed by 

family motivations (for females only) are the strongest predictors of career status with tenure 

seemingly being the strongest predictor. For the overall sample, the propensity of public relations 

practitioners statistically increases beginning with 10 years of experience in public relations 

when comparing to those who have worked in the field from zero to five years.  The propensity 
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of females to become solo practitioners increases in five-year increments beginning from 10 

years of experience. The propensity of males increases beginning with 15 years of experience in 

five-year increments. It appears as though females become more likely to become self-

employment sooner than males.  Organizations could potentially safeguard themselves from 

losing the most experienced public relations practitioners by increasing autonomy, financial 

benefits and ability to spend more time with family for females who approach 10 years of 

experience in public relations. For males, organizations should increase autonomy and potential 

for financial benefits with 15 years of experience. However, taking into consideration that such 

division of privileges based on gender may not be well received or potentially considered 

inappropriate or unethical; organizations should attempt to increase their most experienced 

practitioners’ autonomy and financial benefits at about ten years of experience. Organizations 

may consider such adjustments noteworthy especially if they take into account possible cost of 

hiring and training younger practitioners should the more experienced ones become self-

employed based on tenure, autonomy, financial and potentially family-time motivations. 

 

Conclusion  

According to Carsrud and Brännback (2011) “entrepreneurial motivations are important 

explanatory mechanisms for a variety of entrepreneurial behaviors” which regardless of previous 

findings are still widely under researched (p. 26).  The results of this study expand the existing 

knowledge on entrepreneurial motivations as well as provide initial understanding complexity of 

decision making to become self-employed in public relations.  This study specifically focused on 

comparing organizationally employed and independent public relations practitioners because of 

the recent rapid growth of the self-employed segment of public relations professionals. Keeping 

in mind that only a few studies specifically concentrate on independent public relations 

professionals as well as their intentions, this study successfully attempted to close the gap in 

existing literature. An additional advantage to this study is the fact that it was conducted on a 

sample of professionals as opposed to a student sample. Student samples are frequently used in 

entrepreneurial research because of difficulties acquiring a sample of professionals. A sample of 

professionals allows for a greater understanding of practitioners’ attitudes and beliefs as opposed 

to merely assuming that they are in line with those of students. Based on the results, it can be 
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concluded that autonomy and family-time motivations can be considered the most important 

predictors of self-employment in regard to public relations professionals.  

In terms of expectancy-value theory, this study provides support for testing and inclusion 

of interaction effect between expectancy and value. As Nagengast, et al. (2011) suggest, the 

interaction effect seemed to have disappeared from the expectancy-value theory studies and was 

substituted by expectancy alone. The results of this study showed a different outcome pattern for 

expectancies alone as predictors of career status and motivations (E + V + (E x V)) as variables 

affecting of career choice. Therefore, the current study provides important support for 

Nagengast, et al.’s, (2011) conclusion. 

 

Limitations 

Regardless of the important findings this study adds to the existing literature, like every 

study it also carries a number of limitations.  

The biggest limitation of this study is the sampling technique. Nonrandom sampling, 

regardless of its benefits, also carries a multitude of disadvantages. Other than the fact that the 

researcher cannot generalize findings to a population with confidence, other disadvantages are 

present. For example, because the sampling frame was not identified, the nonresponse rate 

cannot be computed. Furthermore, it is impossible to establish sampling error. These important 

limitations contribute to lowered confidence regarding the findings. To partially mitigate some of 

the problems, the researcher attempted to include the most diverse sample and largest number of 

participants as possible. However, no solution exists other than collecting more data using 

random sampling.  

 With regards to the measurement, it must be stated that even though two indicators per 

latent variable are considered appropriate for models with more than one latent variable, it would 

be beneficial to include more indicators. Unfortunately, the researcher had to balance the need to 

collect sufficient data to answer hypotheses and research questions while at the same time 

limiting the survey size and time necessary to complete the study. Initial attempts for a longer 

survey were rejected by public relations practitioners who considered the questionnaire too time 

consuming. Based on the feedback from these practitioners, the survey was shortened. 



80 
 

 Another problem related to measurement was the internal reliability and inter-item 

correlations. Although, the accepted minimum for Cronbach’s alpha reliability was met with the 

minimum of .7, it would be beneficial to increase this number. Finally, validity of locus of 

control is questionable with a greater error than desirable (AVE below .5).   

 

Future Research 

In terms of public relations practitioners, future studies should continue investigating 

motivations for becoming independent for two reasons. First, studies need to be expanded in 

order to further increase the existing knowledge on intentions for becoming independent public 

relations practitioners. For example, even though internal locus of control was not found to be a 

significant predictor of choice behavior, further studies should include this construct relying on 

better measures. Furthermore, additional motivations should be included in the future studies. 

Second, after gaining initial understanding and profiling public relations practitioners, studies 

should focus on understanding how independent public relations practitioners practice public 

relations, as well how self-employment may affect public relations professionals in terms of 

performance, satisfaction, engagement and burnout – some of the major outcome variables 

related to the well-being of an individual and career success.  

With respect to expectancy-value theory, it is possible that improvement in the 

measurement will result in stronger effects and therefore aid in painting a clearer picture of 

expectancy-value consideration in association to career choice behaviors. As of when this study 

was conducted, no reliable and valid measure tested in different environments and samples was 

found.  

Finally, as the findings suggest, researchers wishing to rely on expectancy-value theory 

for predicting choice behaviors should not rely on expectancies as predictions of behaviors alone. 

Clearly, expectancies alone showed a different outcome pattern than did the motivation measures 

that were computed from the sum of indicators and interaction effect (V+E + (E x V)). 

Researchers should at least check for interaction of expectancy and value before continuing 

analyses. 
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In addition, in respect to this particular study, it would be beneficial to recollect data 

using probability sampling, as well as test the indirect relationships between the variables of 

interest to better understand the dynamics of phenomena.  
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APPENDIX A 

INFORMED CONSENT FORM 

FSU Human Subjects Committee Approved on 11/14/2011. Void after 11/12/2012. HSC# 2011.7134 

INFORMED CONSENT STATEMENT 

 

I freely and voluntarily and without element of force or coercion, consent to be a participant in the 

dissertation research project entitled: A comparison of independent and employed PR practitioners 

on key variables: an attempt to profile. 

 

I understand that the purpose of this research project is to better understand Public Relations practitioners 

on a number of key variables. This study is designed in such way that it seeks to help to expand existing 

academic knowledge in the area of public relations and organizational behavior. The overall findings will 

be provided upon request. 

 

This research study is being conducted by Anna I. Rynarzewska, a PhD candidate in The Florida State 

University School of Communication, supervised by Jay D. Rayburn, Ph.D., APR, CPRC, Fellow PRSA 

and Associate Professor in the School of Communication at the Florida State University. 

 

I understand that this study will take from 10 – 15 minutes. During that time I will be asked a number of 

questions that mainly revolve around my attitudes and opinions about my job and career. I realize that I 

will also be asked some typical demographic questions and questions about my typical behaviors. I am 

aware that I may feel uncomfortable to answer some questions involving my typical behaviors, a feeling 

normal to all individuals. However, I am also aware that I will not be asked to provide my name. 

 

Therefore, my name will not be identifiable not will it be provided to anyone including the researcher. 

I understand that all the answers I provide will be kept confidential and my name will be asked of me. In 

that respect I understand that the record for this study will be kept private and confidential to the extent 

permitted by law. I realize that all answers will not by analyzed on an individual level but collectively 

which will ensure my anonymity, in addition to the fact that I will not be asked to provide my name. Only 

group findings will be reported. I understand that my participation in this study is voluntary and I may 

decline to participate without penalty at any time. My name will not appear on any of the results. 
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I understand that data will be stored securely and will be made available only to persons conducting the 

study. Data will be destroyed within five years after collection of data. The data will be stored on a 

password protected computer to which only the researcher has an access. 

 

I understand that I may contact the researcher Anna Rynarzewska directly [*********] or Dr. Jay D. 

Rayburn [*********] who supervises this research for answers to questions about this research or my 

rights. Also, if I have any questions about my rights as a subject/participant in this research, or if I feel I 

have been placed at risk, I can contact the Chair of the Human Subjects Committee, 

Institutional Review Board, through the Vice President for the Office of Research at ********* or email 

at *********. 
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APPENDIX B 

IRB APPROVAL MEMORANNDUM  

Office of the Vice President For Research 

Human Subjects Committee 

Tallahassee, Florida 32306-2742 

********* · FAX ********* 

 

APPROVAL MEMORANDUM 

Date: 11/14/2011 

To: Anna Rynarzewska 

Address: ********* 

Dept.: COMMUNICATION 

 

From:   Thomas L. Jacobson, Chair 

Re:     Use of Human Subjects in Research 

A comparison of independent and employed PR practitioners on key variables: an attempt to 

profile. 

 

The application that you submitted to this office in regard to the use of human subjects in the 

proposal referenced above have been reviewed by the Secretary, the Chair, and one member of 

the Human Subjects Committee. Your project is determined to be Expedited per per 45 CFR § 

46.110(7) and has been approved by an expedited review process. 

 

The Human Subjects Committee has not evaluated your proposal for scientific merit, except to 

weigh the risk to the human participants and the aspects of the proposal related to potential risk 

and benefit. This approval does not replace any departmental or other approvals, which may be 

required. 

 

If you submitted a proposed consent form with your application, the approved stamped consent 
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form is attached to this approval notice.  Only the stamped version of the consent form may be 

used in recruiting research subjects. 

 

If the project has not been completed by 11/12/2012 you must request a renewal of approval for 

continuation of the project. As a courtesy, a renewal notice will be sent to you prior to your 

expiration date; however, it is your responsibility as the Principal Investigator to timely request 

renewal of your approval from the Committee. 

 

You are advised that any change in protocol for this project must be reviewed and approved by 

the Committee prior to implementation of the proposed change in the protocol.  A protocol 

change/amendment form is required to be submitted for approval by the Committee.  In addition, 

federal regulations require that the Principal Investigator promptly report, in writing any 

unanticipated problems or adverse events involving risks to research subjects or others. 

 

By copy of this memorandum, the Chair of your department and/or your major professor is 

reminded that he/she is responsible for being informed concerning research projects involving 

human subjects in the department, and should review protocols as often as needed to insure that 

the project is being conducted in compliance with our institution and with DHHS regulations. 

 

This institution has an Assurance on file with the Office for Human Research Protection. The 

Assurance Number is FWA00000168/IRB number IRB00000446. 

 

Cc: Jay Rayburn, Advisor 

HSC No. 2011.7134 
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APPENDIX C 

MEASURUREMENT TOOL 

Ania Izabela Rynarzewska, the researcher responsible for this study, would like to thank 

you for your time and assistance in taking this survey. Your answers are valuable and your 

time is greatly appreciated. The results of this study will help the researcher complete the 

requirements for a Ph.D. degree.  

Which of the following best describes your current career path? Please check one.  

 I am self-employed / solo practitioner  

 I am an employee doing public relations /communications for an organization or firm  

 I am retired, inactive public relations practitioner  

If you are an employee doing public relations /communications for an organization or firm, 

approximately how many employees does this organization/firm have? 

 

Please feel free to add any additional comments regarding your career path. **Not 

required  

 

Do you have an accreditation in public relations?  

 Yes  

 No  
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If yes, please indicate in space provided the date received and the type, e.g. APR and a year 

in which it was received. 

 

Please read each statement carefully and indicate your level of agreement/disagreement.  

I am usually able to protect my personal interests.  

Strongly 

Disagree  
Disagree  

Somewhat 

Disagree  

Neither 

Agree nor 

Disagree  

Somewhat 

Agree  
Agree  

Strongly 

Agree  

       

My life is determined by my own actions.  

Strongly 

Disagree  
Disagree  

Somewhat 

Disagree  

Neither 

Agree nor 

Disagree  

Somewhat 

Agree  
Agree  

Strongly 

Agree  

       

When I make plans, I am almost certain to make them work.  

Strongly 

Disagree  
Disagree  

Somewhat 

Disagree  

Neither 

Agree nor 

Disagree  

Somewhat 

Agree  
Agree  

Strongly 

Agree  
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When I get what I want, it’s usually because I worked hard for it.  

Strongly 

Disagree  
Disagree  

Somewhat 

Disagree  

Neither 

Agree nor 

Disagree  

Somewhat 

Agree  
Agree  

Strongly 

Agree  

       

Please answer the following questions whether you are an independent public relations 

practitioner or employed by an organization. Please indicate the answer that resonates 

your opinion. 

Please be mindful that following 6 questions with 2 sub-questions each are the most 

daunting part of this survey. Once you complete those, you will be redirected to 

demographic questions and the end of this survey. Thank you for your patience. 

1 a. In your opinion, how likely are public relations practitioners to reach financial security 

after they become self-employed?  

Very 

Unlikely  
Unlikely  

Somewhat 

Unlikely  
Undecided  

Somewhat 

Likely  
Likely  Very Likely  

       

b. How important is reaching financial stability to you?  

Not at all 

Important  

Very 

Unimportant  

Somewhat 

Unimportant  

Neither 

Important nor 

Unimportant  

Somewhat 

Important  

Very 

Important  

Extremely 

Important  
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2. a. In your opinion, how likely are public relations practitioners to earn a larger personal 

income after they become self-employed?  

Very 

Unlikely  
Unlikely  

Somewhat 

Unlikely  
Undecided  

Somewhat 

Likely  
Likely  Very Likely  

       

b. How important is earning a larger personal income to you?  

Not at all 

Important  

Very 

Unimportant  

Somewhat 

Unimportant  

Neither 

Important nor 

Unimportant  

Somewhat 

Important  

Very 

Important  

Extremely 

Important  

       

3. a. In your opinion, how likely are public relations practitioners able to make a lot of 

decisions on their own after they become self-employed?  

Very 

Unlikely  
Unlikely  

Somewhat 

Unlikely  
Undecided  

Somewhat 

Likely  
Likely  Very Likely  

       

b. How important is the ability to make a lot of decisions on your own?  

Not at all 

Important  

Very 

Unimportant  

Somewhat 

Unimportant  

Neither 

Important nor 

Unimportant  

Somewhat 

Important  

Very 

Important  

Extremely 

Important  

       

 

4. a. In your opinion, how likely are public relations practitioners to decide on their own 

how to go about doing work after they become self-employed?  
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Very 

Unlikely  
Unlikely  

Somewhat 

Unlikely  
Undecided  

Somewhat 

Likely  
Likely  Very Likely  

       

b. How important to you is the ability to decide on your own how to go about doing work?  

Not at all 

Important  

Very 

Unimportant  

Somewhat 

Unimportant  

Neither 

Important nor 

Unimportant  

Somewhat 

Important  

Very 

Important  

Extremely 

Important  

       

5. a. In your opinion, how likely are public relations practitioners to have more time to 

devote to family after they become self-employed?  

Very 

Unlikely  
Unlikely  

Somewhat 

Unlikely  
Undecided  

Somewhat 

Likely  
Likely  Very Likely  

       

b. How important is it to you to have more time to devote to family? 

Not at all 

Important  

Very 

Unimportant  

Somewhat 

Unimportant  

Neither 

Important nor 

Unimportant  

Somewhat 

Important  

Very 

Important  

Extremely 

Important  

       

6. a. In your opinion, how likely are public relations practitioners to have more time for 

their personal life after they become self-employed?  

Very 

Unlikely  
Unlikely  

Somewhat 

Unlikely  
Undecided  

Somewhat 

Likely  
Likely  Very Likely  

       

b. How important is it to you to have more time for your personal life? 
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Not at all 

Important  

Very 

Unimportant  

Somewhat 

Unimportant  

Neither 

Important nor 

Unimportant  

Somewhat 

Important  

Very 

Important  

Extremely 

Important  

       

 

If you are an employee doing public relations /communications for an organization or firm, 

how likely are you to become a self-employed/solo-public relations practitioner?  

Very 

Unlikely  
Unlikely  

Somewhat 

Unlikely  
Undecided  

Somewhat 

Likely  
Likely  Very Likely  

       

The remaining items are basic questions about you. All the answers, whether it is number 

of children or your education, will help the researcher profile public relations 

practitioners.  

How many years have you practiced public relations? Please type the number of years in 

the space provided below.  

 

If applicable, how many years have you practiced as a self-employed practitioner? Please 

type in the number of years in the space provided below.  

 

What is your education level?  

 High School  

 Some college  

 Associate’s degree  
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 Bachelor’s degree  

 Master’s degree  

 Doctorate  

 Jurist Doctor  

 Other. Please explain in the space provided  

Please indicate your current marital status: 

 Divorced  

 Married  

 Single  

 Widowed  

 Prefer not to disclose  

The researcher would like to emphasize that this question is for profiling purposes only. 

How many children do you have? Please fill in the blank. 

 

What is your gender?  

 Male  

 Female  

What is your age? Please fill in the blank.  

 

What is your approximate yearly income based on your current earnings?  
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 Less than $25,000  

 $25,000-49,999  

 $50,000-74,999  

 $75,000-99,999  

 $100,000-149,999  

 More than $150,000  

 Prefer not to disclose  

Thank you for your time and honesty. Should you have any questions regarding this study 

or its results, please feel free to contact the researcher directly at ********* or *********or 

at *********.  
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APPENDIX D 

MEASURES USED IN THE STUDY (ITEM DESCRIPTION) 

 

Which of the following best describes your current career path? Please check one. 

    I am self-employed / solo practitioner 

    I am an employee doing public relations /communications for an organization or firm 

    I am retired, inactive public relations practitioner* 

    I am not public relations practitioner* 

*Excluded from analyses.  

 

Do you have an accreditation in public relations? 

    Yes 

    No 

 

(Internal locus of control) Please read each statement carefully and indicate your level of 

agreement/disagreement. 

L1. My life is determined by my own actions. (Strongly disagree-strongly agree, 7-point Likert-

type scale) 

 

L2. When I make plans, I am almost certain to make them work. (Strongly disagree-strongly 

agree, 7-point Likert-type scale) 

 

L3. When I get what I want, it’s usually because I worked hard for it. (Strongly disagree-strongly 

agree, 7-point Likert-type scale) 

 

Please answer the following questions whether you are an independent public relations 

practitioner or employed by an organization. Please indicate the answer that resonates your 

opinion. 
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Please be mindful that following 6 questions with 2 sub-questions each are the most daunting 

part of this survey. Once you complete those, you will be redirected to demographic questions 

and the end of this survey. Thank you for your patience. 

 

1.  

(Financial Expectancy) 

EM1. In your opinion, how likely are public relations practitioners to reach financial security 

after they become self-employed? (Very unlikely- Very likely, 7-point Likert type scale) 

 

(Financial Value) 

VM1. How important is reaching financial stability to you? (Not at all important- extremely 

important, 7-poimt Likert-type scale) 

 

2.  

(Financial Expectancy) 

EM2. In your opinion, how likely are public relations practitioners to earn a larger personal 

income after they become self-employed? (Very unlikely- Very likely, 7-point Likert type scale) 

 

(Financial Value) 

VM2. How important is earning a larger personal income to you? (Not at all important- 

extremely important, 7-poimt Likert-type scale) 

3.  

(Autonomy Expectation) 

EA1 In your opinion, how likely are public relations practitioners able to make a lot of decisions 

on their own after they become self-employed? (Very unlikely- Very likely, 7-point Likert type 

scale) 
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(Value Expectation) 

VA1. How important is the ability to make a lot of decisions on your own? (Not at all important- 

extremely important, 7-poimt Likert-type scale) 

 

4. 

(Autonomy Expectation) 

EA2. In your opinion, how likely are public relations practitioners to decide on their own how to 

go about doing work after they become self-employed? (Very unlikely- Very likely, 7-point 

Likert type scale) 

 

(Value Expectation) 

VA2. How important to you is the ability to decide on your own how to go about doing work? 

(Not at all important- extremely important, 7-poimt Likert-type scale) 

 

5. 

(Family-Time Expectation) 

EF1. In your opinion, how likely are public relations practitioners to have more time to devote to 

family after they become self-employed? (Very unlikely- Very likely, 7-point Likert type scale) 

 

(Family-Time Value) 

VF1. How important is it to you to have more time to devote to family? (Not at all important- 

extremely important, 7-poimt Likert-type scale) 

  

6. 

(Family-Time Expectation) 

EF2. In your opinion, how likely are public relations practitioners to have more time for their 

personal life after they become self-employed? (Very unlikely- Very likely, 7-point Likert type 

scale) 
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(Family-Time Value) 

VF2. How important is it to you to have more time for your personal life? (Not at all important- 

extremely important, 7-poimt Likert-type scale) 

 

(Intentions to become self-employed. Question directed toward employed practitioners) 

If you are an employee doing public relations /communications for an organization or firm, how 

likely are you to become a self-employed/solo-public relations practitioner? (Very unlikely- 

Very Likely 7-point Likert-type scale) 

 

The remaining items are basic questions about you. All the answers, whether it is number of 

children or your education, will help the researcher profile public relations practitioners.  

 

How many years have you practiced public relations? Please type the number of years in the 

space provided below. (open ended) 

 

If applicable, how many years have you practiced as a self-employed practitioner? Please type in 

the number of years in the space provided below. (open ended) 

 

(Demographic questions) 

What is your education level? High School, Some college, Associate’s degree, Bachelor’s 

degree, Master’s degree, Doctorate,  Juris Doctor, Other. Please explain in the space provided 

 

Please indicate your current marital status: Divorced, Married, Single, Widowed, Prefer not to 

disclose 

 

How many children do you have? Please fill in the blank. 

 

What is your gender? Male, Female 

 

What is your age? Please fill in the blank. 
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What is your approximate yearly income based on your current earnings? Less than $25,000, 

$25,000-49,999, $50,000-74,999, $75,000-99,999, $100,000-149,999, More than $150,000, 

Prefer not to disclose 

 

Thank you for your time and honesty. Should you have any questions regarding this study or its 

results, please feel free to contact the researcher directly at *********or *********or at 

*********. 
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APPENDIX E 

SIGNIFICANT BIVARIATE LOGISTIC REGRESSIONS 

The following tables represent a set of bivariate logistic regressions between each 

statistically significant motivation and career status when controlled for tenure. These tables are 

provided as an informative tool and serve as an introduction to the more complex, multivariate 

logistic regressions analyses for testing hypothesis one.    

 

Table A1. Bivariate Logistic Regression Analysis Summary  

Profiling Public Relations Professionals in Terms of Autonomy Motivation Associated with Going 
Solo when Controlling for Tenure. 

Variables in the Equation         
95% C.I.for 

EXP(B) 

    Wald df Sig. Exp(B) Lower Upper 

Step  Tenure (0-5 years) 27.01 6 0.00 1.00     

1 Tenure (5.1-9 years) 0.10 1 0.38 1.26 0.31 5.10 

 

Tenure (10-14  years) 2.61 1 0.05 2.86 0.80 10.24 

 

Tenure (15-19 years) 5.62 1 0.01 4.56 1.30 15.96 

 

Tenure (20-24 years) 9.25 1 0.00 6.77 1.97 23.20 

 

Tenure (25-29 years) 11.64 1 0.00 7.79 2.40 25.33 

 

Tenure (30+ years) 13.42 1 0.00 19.57 3.99 96.04 

 

Autonomy Motivation First Quintile  19.19 4 0.00 1.00     

 

Autonomy Motivation Second Quintile  0.45 1 0.25 0.63 0.16 2.46 

 

Autonomy Motivation Third Quintile  0.03 1 0.86 1.09 0.42 2.83 

 

Autonomy Motivation Fourth Quintile  2.41 1 0.06 1.99 0.84 4.76 

 

Autonomy Motivation Fifth Quintile  12.58 1 0.00 4.32 1.92 9.69 

  Constant 27.97 1 0.00 0.05 
  Notes: Variables entered on step 1: Tenure and Autonomy Motivation. N=318 (excluding 41 

missing). Chi Square Test of Model Coefficients: Chi Square= 56.31, df=10, p. < .001. Nagelkerke 
R Square=.247, Hosmer and Lemeshow Test: p. > .90. 
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Table A2. Bivariate Logistic Regression Analysis Summary  

Profiling Public Relations Professionals in Terms of Family Motivation Associated with Going 
Solo when Controlling for Tenure. 

Variables in the Equation         
95% C.I.for 

EXP(B) 

    Wald df Sig. Exp(B) Lower Upper 

Step  Tenure (0-5 years) 34.39 6 0.00 
   1 Tenure (5.1-9 years) 0.67 1 0.21 1.79 0.45 7.14 

 

Tenure (10-14  years) 3.57 1 0.03 3.36 0.96 11.83 

 

Tenure (15-19 years) 7.86 1 0.00 5.92 1.71 20.54 

 

Tenure (20-24 years) 14.44 1 0.00 10.76 3.16 36.65 

 

Tenure (25-29 years) 16.54 1 0.00 11.75 3.59 38.53 

 

Tenure (30+ years) 18.45 1 0.00 33.16 6.71 163.82 

 

Family Motivation First Quintile 9.28 4 0.03 
   

 

Family Motivation Second Quintile 0.25 1 0.31 0.77 0.28 2.12 

 

Family Motivation Third Quintile 0.48 1 0.24 1.37 0.57 3.31 

 

Family Motivation Fourth Quintile 0.23 1 0.32 1.27 0.48 3.33 

 

Family Motivation Fifth Quintile 5.69 1 0.01 2.89 1.21 6.90 

 
Constant 26.81 1 0.00 0.04 

  Notes: Variables entered on step 1: Tenure and Family Motivation. N=318 (excluding 41 
missing). Chi Square Test of Model Coefficients: Chi Square= 45.94, df=10, p. < .001. 
Nagelkerke R Square=.206, Hosmer and Lemeshow Test: p. > .84. 
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Table A3. Bivariate Logistic Regression Analysis Summary  

Profiling Public Relations Professionals in Terms of Financial Motivation Associated with Going 
Solo when Controlling for Tenure. 

Variables in the Equation         
95% C.I.for 

EXP(B) 

    Wald df Sig. Exp(B) Lower Upper 

Step  Tenure (0-5 years) 31.84 6 0.00 
   1 Tenure (5.1-9 years) 0.67 1 0.41 1.79 0.45 7.17 

 

Tenure (10-14  years) 4.18 1 0.04 3.75 1.06 13.32 

 

Tenure (15-19 years) 6.82 1 0.01 5.26 1.51 18.31 

 

Tenure (20-24 years) 14.43 1 0.00 10.89 3.18 37.33 

 

Tenure (25-29 years) 16.52 1 0.00 11.66 3.57 38.12 

 

Tenure (30+ years) 14.33 1 0.00 21.88 4.43 108.11 

 

Financial Motivation First Quintile  12.51 4 0.01 
   

 

Financial Motivation Second Quintile  0.71 1 0.40 1.57 0.55 4.46 

 

Financial Motivation Third Quintile  1.20 1 0.27 1.71 0.66 4.47 

 

Financial Motivation Fourth Quintile  3.42 1 0.06 2.46 0.95 6.41 

 

Financial Motivation Fifth Quintile  10.50 1 0.00 4.76 1.85 12.21 

 
Constant 30.63 1 0.00 0.03 

  Notes: Variables entered on step 1: Tenure and Financial Motivation. N=321 (excluding 38 
missing). Chi Square Test of Model Coefficients: Chi Square= 49.67, df=10, p. < .001. 
Nagelkerke R Square=.219, Hosmer and Lemeshow Test: p. > .83. 
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