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Chapter 1. Introduction 
When looking a long way back at the number of people who are self employed, a downward trend in the people who are self employed is visible. Blancheflower (2004) has used long data sets from Western economies and confirmed that self-employment rates have declined over the past few decades. Alongside this research Parker (2004) shows that in the United States the self-employment rates have been moving downwards as long as 1870s. However in the rise of the creative economy, Florida (2002) has found evidence that this downward trend has been reversed and self employment is on the rise again. 
Audretsch and Thurik (2001) explained this re-emergence of self employment to increased globalization, which shifted the comparative advantage towards knowledge based economic activity. Other authors like Thurow (2003) argue that information technology have diminished the importance of the scale economies, which gives smaller firms an advantage over the larger corporations. An interesting example of these kinds of information technology is the internet, which makes a lot of things possible online. One of the biggest impacts that the internet has made is creating online marketplaces in which people can offer almost anything to the highest bidder. 
These marketplaces are known worldwide, examples are Ebay and Amazon for instance. However there is a new online marketplace on the rise, which does not involve trading goods directly but it involves people offering there Human Capital as a service to whomever might need it. During this thesis the focus is on what makes certain freelancers perform better in these kinds of online marketplaces.
1.1 Freelancers in the online marketplace
Examples of online activities are endless in the current economy. When thinking of the internet, Amazone, Ebay, Marktplaats.nl, Bol.com are all examples of online sites in which the trade of brick and mortar goods takes place. Since all of these sites are making a profit and there are more and more sites getting involved with online trading it becomes imminent that this is a growing industry. 
On the other hand the world of freelancing is being researched. Since the freelancer does not has to register his or her trade at the Chamber of Commerce it is difficult to make sound assumptions in regard to the number of freelancers worldwide. However when googling the term freelancer you get about 62 million hits indicating that this is a quite familiar term, whereas twenty years ago, almost nobody has heard of the phenomenon of freelancing. Another indication of the enhanced popularity of this phenomenon is that the Dutch Chamber of Commerce is starting seminars in order to advise people to start rather self employed or as a freelancer ( Source: Kvk.nl 2010). 
The combination of an online marketplace with the phenomenon of freelancers seems to be a match made in heaven. With no geographical restrictions by the internet and only the transition of Human Capital that is up for trade for the freelancer in the online market place this seems to be a win-win situation. Prime examples of the rapidly growing online freelance world are Werkspot (2010) ( for the online hiring of construction workers for big and small projects in and outside the house) and Freelancersonline (2010) ( a summary page of all kinds of different kinds of freelancers. The werkspot example is an example of an online marketplace in which people can place their own projects. After the project is placed up for auctioning, professional individuals as well as groups of freelancers can bid on the project and the “auctioner” can choose the professional that will complete the task based on quality / price. 
This thesis is inspired by the entrepreneurial literature regarding the performance of an entrepreneur. In the entrepreneurial literature there are a ton of variables that have been researched to improve the performance of the entrepreneur, however some of these are contradicting with each other and therefore within this thesis the most commonly proven and research indications will be used: Human Capital, Social Capital and Individual Characteristics.

Do Human and Social Capital improve the performance of the entrepreneur? And what kind of individual characteristics are beneficial for an entrepreneur? Cooper et al. (1994) have argued that industry specific knowledge leads to an increase in performance by providing a tacit understanding of key success factors in different industries or through specialized knowledge of product or technologies. Social capital has multiple ways of improving performance, one example are the learning spillovers as discussed by Foster and Rosenzweig (1995). Rauch and Frese (2005) have found an answer to the second question by stating that need for achievement, risk taking, innovativeness, autonomy, internal locus of control and self efficacy will improve the performance of the entrepreneur.

1.2 Problem Statement

There has been extensive research on entrepreneurs on what it is that makes them perform better. However the freelance phenomenon is slightly different than entrepreneurs and by solely focussing on a specific type of freelancers, those who are active in an online software marketplace, these differences might lead to significantly different outcomes. 

This research aimed to use the existing literature that has been built up in the entrepreneurial field and try to translate this into the online freelancing marketplace, to test its validity in this specific field. 
1.3 Research Question

What makes a freelancer perform better in the online marketplace? The interpretation of this construct is heavily dependent on the measurability and operationalization of the construct. In this research the focus is pointed towards the individual characteristics of the freelancer and his Human and Social capital in order to determine his or her performance. 

1.4 Research Purpose

This study makes two attempts, 1) test the validity of the different theories applicable to entrepreneurs in a slightly different setting, that of the online freelancer. 2) create a better understanding of the freelance online marketplace and hope to make recommendations from which the freelance can increase their performance. 
Ad 1, through a recurring cycle of literature studies, discussions, the different items influencing the performance of the freelancer have been asserted. These have been split up as separate constructs to identify the implications of each of them separately. 
Ad 2, by assessing the importance of each different construct and its influence on the performance of the freelancer, one can determine on which of the different constructs he/she has to focus on in order to improve their performance.
The purpose of this study is to expand the freelance literature. The relevance of this research can be determined by evaluating the findings of this quantitative research. More and more people are using or becoming an (online) freelancer in the current economy. This research aims to provide more information in how certain freelancers perform better than others. Because there are more influences on the performance of the freelancer than stated in this research it is impossible to make a complete and accurate assessment on how to perform better. 
1.5 Variables
The key definitions of this research are: Individual Characteristics, Human / Social Capital and performance. 
Individual Characteristics

During this research the traits approach as proposed by Rauch and Frese (2005) is used. They have found the following specific traits: Need for Achievement, Risk taking, Innovativeness, Autonomy, Locus of Control and Self efficacy. In their research Rauch and Frese (2005) have found empirical evidence that these specific traits have a positive influence on the performance.
Human Capital
Becker (1964 – 1994) has indicated that Human Capital is a much broader phenomenon than just learning of an individual and therefore the outcome of Human capital can’t be solely be contributed to the successfulness in formal education. Another key component of Human Capital is the experience on the job, because this is different than what has been learned previously in formal education. One might say that real education starts when starting on a working career.

Social Capital

Networking or personal networks are widely associated with the term Social Capital. Borgatti, Jones and Everett (1998) have determined that there are two dimensions of social capital; an individual dimension and a collective dimension. The individual dimension argues that social capital is solely the sum of the added value of interpersonal relationships, whilst the collective dimension sees social capital as a shared culture that is intrinsically good (Putnam, 1993; Fukuymaa,1995). 
Performance

Performance of a soccer player is something different than the performance of a manager of a large corporation. However determining the performance of these individuals do share similarities. One of the biggest similarities is that the performance is always measured by comparison to their peers. Performance of the freelancer can be determined by looking at his or her income, however people choose to become a freelancer can also do so because they get the freedom to work whenever they want and act independent from others. This freedom is not only in regard to the hours that one can work, but also in regard to the personal development, choosing interesting projects etc. Therefore solely measuring performance in regard to the income is an incomplete measurement and in this thesis also career satisfaction has been taken into account. 
1.6 Methodology
This research has used prior entrepreneurial research as a starting point. From this point onwards the applicability has been tested in the world of freelancing. The main independent variables that have been discussed in this research are the individual characteristics, Human Capital and Social Capital and all of these variables will be tested in regard to the performance of the individual. 

The preferred method of research is the survey since this provides the tools to reach a large amount of respondents at the least amount of effort. Since this study is based on the entrepreneurial literature already some of the relationships have been found valid and therefore these relationships need testing in the online freelancer world via a survey.

The target group in this research are the online freelancers of Vworker.com. Why the Vworker.com and not another freelance community? The Vworker.com website is one of the largest global platforms in the online world and when contacting the CEO he was very enthusiastic in order to participate in the gathering of knowledge in regard to the online freelance phenomenon. Because of the size of the website it would provide this research with enough respondents to counterfeit the low response volumes that are generally gathered via online s
As control variables the age of the freelancer has been used in order to check if the subjects were representative for the total population. However since this research is focussed on the virtual marketplace it should get more response from younger individuals since these are by nature more involved in the online marketplace. Reasons for this are that younger individuals spend more time on the internet, are better aware of the capabilities of the internet and are also more open to trying out new things on the internet. 

Another control variable that this research has taken into account is the location of the individual. During this research each respondent will be asked a question in regard to his or her residing country. In this research we have expected to find a lot of different countries since the Vworker website is a global operating site a lot of different countries should be represented in the survey. Although since the site has been founded in the United States of America it seems more likely to have the most respondents out of the United States of America. Next to this majority it is expected that a lot of respondents are coming out of India, this is not solely attributable to the fact that there are over 1 billion Indians in the world, but this fact combined with the high level of IT related infrastructure in India will make them a large part of the research.
The design on the questionnaire is not solely based on all the different variables that have been used in this research, also some more generic questions and possible recommendations for the vworker site are asked with the primary goal to prevent the participants from quitting the survey early, making their data unusable. Another added benefit of these more generic questions is to give the participants in this research a voice in order to improve the quality of the website in general. This is also beneficiary for the website developers themselves, because there might be some improvements highlighted which they did not recognize or have moved out of the development as being less valued by their users.

2. Theory

Performance of the freelancer is not easy to determine. Performance can be assessed by using just the value of the paycheque that the freelancer is receiving, but this is not the only determinant of the freelancers performance. Career satisfaction is also a key determinant in order to define the performance of the freelancer. 
2.1 Individual Characteristics
The field of entrepreneurship is closely related to the field of freelancing, but since there is no real substantial literature on the subject of what makes a freelancer the existing literature in the field of entrepreneurship has been used as a starting point. It is important to get a better understanding of what makes a person a freelancer, before the research into other phenomenon regarding this subject was started. 

The start of an enterprise is when a company is registered at the chamber of commerce. From that day onward the company is created, but what precedes the creation of the enterprise. Scott Shane (2003) has stated that entrepreneurial decisions are made by formulating new means-ends frameworks for the use of resources. These frameworks are created when a person believes that the price in the market is not an accurate represent of its value, this can occur either via new information about previous errors in decision making, knowledge of new demand or a technological innovation. The value for the entrepreneur comes forth from the ex-post value of the research combination in regard to the ex ante cost of obtaining the resource. Therefore a successful entrepreneur needs to make decisions under uncertainty and needs to make calculated risks with his starting capital that he possesses. In order to give a broad view on the entrepreneurial process see Figure 1 that has been empirically researched by Shane (2003). This research is focussed on the freelancer, however in order to fully understand their origins it is necessary to get a global view on the phenomenon of entrepreneurship.
[image: image1.emf]
Figure 1.

Who is an entrepreneur? Is the wrong question according to Gartner (1989). According to him entrepreneurship in general is the creation of organizations and therefore an entrepreneur is someone who creates an organization. But what makes certain people create an organization, while others do not even consider creating one. This still is a central question in entrepreneurship literature, since there is no single satisfying answer to this question. There are a lot of entrepreneurs and these people are all unique, therefore it is hard to determine what is/makes an entrepreneur. This also rises another question, can an entrepreneur be made or is someone born as an entrepreneur? Is the creation of an entrepreneur dependant on the circumstances? Is it necessary to have specific characteristics and be in specific circumstances to become the creator of an organization and thus become an entrepreneur? And what are these specific characteristics and situations? These are a few questions that have been researched in order to determine exactly what is/makes an entrepreneur, but there is only one statement that is applicable to all entrepreneurs: They all have formed an organization.
2.1.1 Different views
So the common understanding is that there are two kinds of people; those who have started a company for their own and those who have not. However when looking into what makes these people different, the common literature proposed two different perspectives on how organizations are made; on the one side you have the trait approach, while on the other side you have the behavioural approach ( Gartner, 1989). These two approaches as to how people become the starter of an organisation are two opposite views in this respect.
2.1.1.1 Traits approach

The followers of the trait approach see the entrepreneur as someone who is born as an entrepreneur; having certain characteristics that create a special kind of people who are an entrepreneur. The broad personality traits are first stated by Costa & McCrae (1987); extraversion, agreeableness and openness to experience correlate differentially with job-performance in different occupations, while emotional stability and conscientiousness are the most important variables predicting performance across different occupations ( Barrick, Mount & Judge, 2001). These broad traits have been studied with mixed results in entrepreneurship literature, Brandstatter (1997) found no difference between business starters and employees, while Wooton & Timmerman (1999) indicated that openness to experience was negatively related to business start-up and a third one, Ciaverella, Buchholtz,& Riordan,2004) reported a negative relationship between openness to experience and survival and a positive relationship between conscientiousness and survival. However in 2005, Rauch and Frese using a meta-analysis showed that broad traits were significantly related to entrepreneurial success. These broad traits are distal to behaviour and therefore these can only be used to determine certain aggregated classes of behaviour and not specific behaviour ( Epstein & O’brien, 1985). These classes of behaviour can work for supervisor ratings for employees ( Barrick & Mount, 1991), however since measuring entrepreneurial performance requires more specific criteria as sales growth and accounting based criteria it lowers the predictive validity of the broad traits in regard to entrepreneurs.

Rauch and Frese ( 2005) have proposed another form of trait approach that had a stronger relation with the prediction of business start-up and success. This form of trait approach refers to more specific traits instead of the previously proposed broad traits. These specific traits that they used in their research were: Need for achievement, risk-taking, innovativeness, autonomy, locus of control, and self efficacy. 
Summarizing the traits perspective, the broad traits are less related to the creation and success of an organisation as the specific traits perspective, because broad traits are distal to behaviour and specific traits are closer to behaviour and therefore are better able to predict certain behaviour in certain situations. Rauch and Frese (2005) state it as follows: Broad personality traits are related to success because they impact specific traits, goals and strategies, which in turn, affect business success.
2.1.1.2. Behavioural approach

Research on entrepreneurial behaviour is focussed on how the different activities performed by entrepreneurs emerge into organizations. The creation of an organization is an individual level phenomenon, since there is always one person taking the initiative to travel to the chamber of commerce and apply his or her organisation as an own legal entity. 
Gartner (1989) states that from an entrepreneurial behaviour perspective it is the behaviour that matters in judging the differences amongst individuals and not the specific characteristics of the individuals. He acknowledges the fact that there are individual differences between people who start an organisation and those who do not start an organisation, however how different people can be it is always the behaviour of those people which leads to the creation of the organization and not the characteristics of these people themselves. 
Gartner & Carter (2003) attack the trait approach because they think that the creator of an organization can’t be defined with just a certain set of characteristics. Sometimes certain characteristics are also contradicting with each other and therefore it is difficult to identify a real distinctive success feature. By focussing on the behaviour that leads towards the creation of an organisation, the entrepreneur dies as soon as the organization is created and becomes a “manager” of the organisation. 

However by looking beyond the personality characteristics and more into the situation of when the organization is created, the behavioural approach stimulates the pursuit of a clearer vision of the entrepreneur. These researchers seek answers to questions regarding the complexity of this phenomenon. 
Both views on entrepreneurship have their strong and weak points in regard to being suited for use in research. The critics on the trait approach can be summarized as a lack of homogeneity when observing various samples of entrepreneurs, while the behavioural approach is taking a lot of other things into account besides just the traits like the situation one is in. Since it is difficult to research in which situations people were in when they decided to start their own organisation, this will also be the case for the freelancer world. 
2.1.2. Best approach in this thesis

During this thesis the traits approach will be used in order to determine which different individual characteristics influence the performance of the freelancer. The traits approach is better suited for reaching more respondents, since it can be easily measured via a survey without having to take in account any external factors that might influence the decision of becoming a freelancer. This more general way of testing is better suited, before exploring the more extensive research and apply that to another phenomenon, because if the basic comparison can’t be made a more extensive comparison would only mean more research with little chance of success. In the following subparagraphs, a deeper understanding of the different traits will be made in order to present the different hypothesis that have been tested in this research.
2.1.2.1 Need for Achievement
People with a high level of need for achievement prefer moderately difficult tasks, rather than routine or very difficult tasks. They seek feedback for their performance, take responsibility for the corresponding performance and also seek new ways to improve their own performance. This characteristic positively influences the performance of the entrepreneur (Rauch and Frese 2004, Collins et al. 2004). 
The results for freelancers might be different than that of the entrepreneur, because these are two separate phenomenon, however the similarities between the two, making them both independent and responsible for their own performance is indication enough to investigate this relationship in the online freelancing world. 

Hypothesis 1a: A high level of need for achievement will positively influence performance

2.1.2.2. Risk Taking

Most of the time  risk taking is defined as a probability function or as an individual disposition towards risk. Chell et al. (1991) combined the two and formulated the following definition of a risk taker: “those who in the context of a business venture, pursues a business idea when the probability of succeeding is low.” Stewart & Roth (2004) note that there are two competing theoretical views on the issue of risk taking. Some see it as a direct relationship, while others see it as a curvilinear relationship. The majority of the studies have researched the risk taking propensity as a direct relationship. Whereas some view risk taking as being a direct relationship, the second view on risk taking is more along the lines of McClellands’ (1961) need for achievement theory. This need for achievement theory suggests moderate forms of risk taking (Timmons et al., 1985). However the effect of risk taking propensity is linked to different perspectives, because a non-business-owner might view a particular behaviour as highly risky while a business owner might see it as an attempt to minimize the risk involved ( Chell et al, 1991). Stewart and Roth (2004) analyzed 18 different studies relating to the risk taking propensity of entrepreneurs and managers and reported an average relationship of r= 0.11. This value indicates that there is a relationship between risk taking propensity and the performance of entrepreneurs, but the empirical validity is less than between need for achievement and performance. 
Risk taking propensity for the freelancer is significantly different than for the entrepreneur. This is due to the fact that a freelancer is offering a service to its end customer, whereas an entrepreneur is mostly offering products directly. The difference lies in the fact that for goods to be sold, you most likely need stock and advance planning in order to provide your client base with the desired product, whereas if you are offering services, you do not require a lot of sunk costs in order to make the products before getting these sold. If the services offered are no longer required, you can change to another target group or change the service that you are offering in order to comply with the needs of your customers. This change can be made without a lot of switching costs. Therefore the risk taking propensity will have less influence on the freelancer and its performance in comparison to the entrepreneur. This leads to the following hypothesis:
Hypothesis 1b: Risk taking will positively influence performance

2.1.2.3 Innovativeness

As well as risk taking and need for achievement innovativeness has been one of the core concepts of Schumpeter’s approach to entrepreneurship (also used in Drucker, 1993). Innovativeness assumes a person is willing and interested in looking for novel ways of action ( Patchen 1965). Rauch and Frese (2005) have found empirical evidence that innovativeness is positively related to performance. 
The freelancer does not needs to be that innovative, because he can easily adopt the different techniques that others have used and copy these in the online market place and use these to increase performance. In the transparency of the online marketplace the innovative capability might not be that big of an influence on the performance. However the freelancer is per definition different than the entrepreneur, because by offering a personally based service this will be custom made, he also needs to be creative and seek out novel ways of making sure he is capable to fulfil his customers needs. This service customisation can also be improved by the innovativeness of the freelancer, because by looking at the existing techniques in novel ways a new combination of techniques might develop giving the freelancer a competitive advantage. This leads to the following hypothesis for this thesis:
Hypothesis 1c: Innovativeness will positively influence performance

2.1.2.4. Autonomy

Individuals with high autonomy are better capable of making decisions when they do not have to work under certain standards given by the company they work for. These individuals want to be in control and avoid any restrictions and rules from a supervisor / organisation in itself( Brandstatter, 1997; Cromie, 2000). Some scholars go as far as to describe entrepreneurs as unable to adapt to rules and norms of established organizations ( Collins & Moore 1970). The effects on individual level of autonomy in regard to performance are not homogeneous for entrepreneurs because it can obstruct the capability of working together if the enterprise grows beyond a one man company. However it can contribute to the survival, because the entrepreneur tries hard to maintain its independent business, because working for someone else is the least preferred option. 
The freelancer in the online marketplace are not obliged to work with others, but can choose to do so if they think it is an advantage. Not suffering from this prerequisite in regard to growing, this does not necessarily hinder the performance of the freelancer, whereas the contribution to maintain its own independence is the same as in the case of the entrepreneur. This leads to the following hypothesis.

Hypothesis 1d: Freelancers with high levels of autonomy will perform better.

2.1.2.5 Locus of Control
The term locus of control reverts to the belief that someone has in controlling its destiny. An internal locus of control means that one believes that the destiny is in one’s own hands ( Rotter, 1996). Individuals with an external locus of control on the other hand believe that their destiny is controlled by others or outside events. The construct of an internal locus of control helps the motivation to reach success. A meta analysis performed by Rauch & Frese (2005) found that a small but significant effect has been found between the internal locus of control and performance. 
For every professional individual it will be necessary to have an  internal locus of control in order to achieve a higher performance, simply because without the belief that one is able to change the results with his own input it is impossible for the individual to get motivated. Therefore the following hypothesis will be tested in this thesis in regard to the freelancer: 
Hypothesis 1e: Freelancers with an internal locus of control will perform better

2.1.2.6 Self Efficacy

Self efficacy is the belief to be able to perform a certain action effectively. People with a high self efficacy show a higher degree of personal initiative (Speier & Frese, 1997); have higher hopes for success and take a long term perspective ( Heckhausen & Schulz, 1995); search actively for information and thus obtaining additional knowledge (Ashford & Tsui, 1991) and they persevere when problems arise and search for new solutions to these problems ( Bandura, 1997). Empirical studies have found such a strong relation between the self efficacy and the performance of the entrepreneur ( Markman, Baron & Balkin, 2005), that the validity is as high as the correlation between height and weight in US adults, one of the highest medical relationships ( Meyer et al., 2001)
Hypothesis 1f: Freelancers with high self-efficacy will perform better.

All the hypothesis regarding the different traits and their influence on performance have been made, but in order to measure the relationship between the individual characteristics of the freelancer and their performance these different (sub)hypothesis need to be combined in an embodying hypothesis: 

Hypothesis 1:Individual Characteristics influence the performance of the freelancer

 2.2 Human Capital
The first thing that comes to mind when thinking about human capital is knowledge, however knowledge is not the same as human capital but it does share some similarities. During the chapter an elaboration between the differences between Human Capital and knowledge will be given. But before the two can be compared, the phenomenon of Human capital and its origins has to be determined, followed by a paragraph of the origins of Human Capital. As the origins of and Human Capital in itself have been discussed, the consequences of Human Capital will have to be discussed. As all these related fields have been discussed, this research will conclude with a brief summary of Human capital to finalize this chapter.

2.2.1 Human Capital in general
Throughout the years many have refuted this hypothesis, amongst these is Thijssen (1996), who indicated education, mental and physical training and other individual factors are of fare greater influence on performance than age alone. Thijssen therefore acknowledged that there was more to performance then solely a persons age. However he was not the first to discover this phenomenon. 

The first researcher that mentioned the term Human Capital was Schulz in 1960, he called education an investment and proposed the consequences as a form of capital: Human Capital. This capital can’t be bought or sold by an individual, however it does adds value to the generic economy as a productive service from the individual. The investment in education therefore will result in Human capital. 
However knowledge in itself can be subdivided into two distinct different forms; tacit and explicit knowledge. Tacit knowledge is learned through experience and is difficult to articulate, formalize and communicate (Polanyi, 1962). Explicit knowledge on the contrary is codified and transferable in systematic methods such as procedures and rules. The critical difference lies in the transferability of knowledge, tacit can only be learned by experience, while explicit knowledge is revealed by its communication. Because tacit knowledge can only be learned through experience, a lack of experience must be compensated by more explicit knowledge in order to counter a negative relationship between experience and Human Capital. 
Van der Born (2009) in his research in regard to the job hopping professional (focussed on the freelancer) describes two different forms of cognitive capabilities, Fluid Intellect and Crystallized Intellect. Fluid Intellect in this instance refers to the cognitive abilities that are associated with abstract reasoning, processing new information, open to and dealing with new experiences, multitasking and working memory. On the other side Crystal Intellect refers to another set of cognitive capabilities which include verbal abilities and vocabulary, general facts and professional knowledge. These cognitive abilities change differently throughout the life of an individual according to Schaie (1996,2000). From age 25 onwards Fluid Intellect capabilities gradually decrease on average with 1% per year, while the Crystallized Intellect capabilities increase in performance well into the ages 60 to 70 before gradually decreasing ( Beier and Ackerman, 2001). This leads to two different kind of cognitive capability changes throughout the individuals lifetime, therefore indicating that there is no optimum age at which an individual performs best throughout all the different jobs. This will al be sector / job related. Also the performance of the individual can’t be solely explained by the age of the individual, because generational differences amongst a lot of other things also significantly influence the performance. 
However to keep more experienced people productive and up-to-date investing in lifelong learning is needed. However this is contradicted by the fact that people are in school when they are young and when we grow older we take part in less formal education. Consistent with this philosophy it is believed that is more difficult for older individuals to develop cognitive capabilities than younger individuals. However Lahn (2002,2003) has described the learning capabilities of more experienced employees. In his literature he states that most research have been addressing learning new cognitive skills, whereas the acquisition of social competence is less well understood. Kausler (1994) used laboratory studies to compare learning outcomes and found that younger individuals were more productive. Largest difference was found in learning new material, which was also addressed with the Fluid Intellect development from Schaie (1996,2000). These observations are also concluded by different other researchers ( Morris and Venkatesh, 2000) for example. 

In this paragraph two different forms of knowledge have been discussed, next to this two different forms of intellect have been discussed. As previously discussed the phenomenon of Human Capital is not easily defined and can’t be summarized by simply stating that it equals knowledge. In this chapter I hope to have made it clear that the definition of Human Capital has been different between researchers. Therefore it is hard to generalize the research between the different Human Capital theorists. 
2.2.2 Origins of Human Capital

Now that a general understanding of the phenomenon Human Capital has been discussed, the origins of Human Capital will be discussed in order to deepen the understanding of this phenomenon. Becker (1964 -1993) was the first to acknowledge that Education and Training were the two most important investments in Human Capital. He also highlights that companies do not want information on success at schoolwork, but on the abilities and performance in the context of working life ( being able to cope with customers and getting along with other employees). Becker (1964 – 1994) had also indicated that learning doesn’t only happen in schools, but even more so on the job itself, because there is a big difference to what is learned in school in order to prepare students for a working career. 
Schaie (1996,2000) had already found that there are different cognitive changes and therefore also Human Capital changes throughout a persons life. Combining this research with the findings of Kawaguchi (2003) who used Human Capital indicators as school enrolment and training participation between employees and self employed in the US and found that self employed were much less involved in training and or school enrolment as opposed to employees. Next to this interesting finding in his research he also states that entrepreneurs are less likely to educate themselves as they age. These findings do not correspond to the findings of van der Sluis (2007), who found out that the return of the education of entrepreneurs is 18.3%, while employees only have a return on education of 9.9%. Van der Sluis proposes the origin of this significant different to the fact that entrepreneurs are fully responsible for choosing for the training and reaping the benefits and therefore gain more from education than employees.
Parker (2004) had found that a specific form of Human Capital, entrepreneurial experience, is beneficial for a firms success. However he was not the first to find experience as an indicator of Human Capital, because Polanyi (1962,1966) had already researched that tacit knowledge can be learned through experience, and although difficult to articulate, formalize and communicate it is nonetheless a form of knowledge that is representative for Human Capital. How do freelancers learn through experience is a question that comes to mind. Van der Born (2009) in his research in regard to the job hopping professional (focussed on the freelancer) has indicated that continuous learning is crucial for freelancers and these use continuous learning by taking on job activities that differ slightly from their previous work experience, thereby introducing a small novel element to extend their knowledge in a new direction. The development of knowledge due to the increase in experience is a key contributor to the performance of the individual. The experience of a freelance is therefore a contributor to its performance, however there are two distinct different forms of experience that might influence the performance, which have been researched separately.
Hypothesis 2a: Freelancers with more experience as software  developer have a higher performance

And

Hypothesis 2b: Freelancers with more experience as a freelancer have a higher performance

Thijssen (1996) has indicated that the quantity of experience increases with age, however the diversity of experience decreases with age. This experience concentration focuses on different areas of concentration, one of which is educational concentration. This limits people to learning tasks aimed at their current function and not learning to obtain knowledge for future functions ( mostly higher knowledge functions). Van der Born (2009) in his research in regard to the job hopping professional (with a focus on the freelancer) has tested the experience concentration hypothesis by Thijssen (1996), which suggests that there is a negative relationship between age and training in new skills. However this is not the case according to van der Born (2009), because there is a small but significant relationship between training in adjacent skills (administration skill, personal effectiveness, presentation and communication skills) and freelance experience, these skills are learned in the beginning of a freelance career as one learns to understand legal / social security rules and regulations as well as tax. Taking all into account Van der Born did not find any support for the human capital experience concentration hypothesis as proposed by Thijssen (1996).
2.2.3 Consequences of Human Capital
Now that the origins of Human Capital and a general view on Human Capital have been explained, the only thing that has to be explained in order to complete the entire picture of this phenomenon is that of the consequences of Human Capital for this study. To create an overview on the different views on human capital and its consequences this paragraph will be subdivided in three subsections. One focussed on the positive relationship between Human Capital and performance, one who states that there is a no positive relationship between the two and one paragraph summarizing the literature above. 
2.2.3.1. Human Capital positively influences performance
“The positive impact of Human Capital on performance is a well accepted and documented economic theory since Becker (1964)” is a quote from van der Born (2009). Several authors (Pennings, Lee and van Witteloostuijn, 1998; Bosma, van Praag, Thurik and de Wit, 2004; van der Sluis, 2007) have found empirical evidence for this relationship. When looking at the list of people who have found empirical evidence for this relationship the quote of van der Born (2009) seems to be true, since it has been well documented and empirically founded by recent research. Van der Sluis, van Praag and Vijverberg (2008) have proven that formal schooling leads has a significant and positive influence on the performance of the entrepreneur. This research was able to determine that each year of formal schooling would ( on average) improve the return of the employee by 6.1%. 
Hatch and Dyer (2004) indicate that there are prior studies which have found performance effects attributable to human capital on which they base the conclusion that competitive advantage is sustainably based on the social complex nature of Human Capital (Arthur, 1994; Huselid, 1995; Koch and McGrath, 1996). 

Another study by Cooper et al. (1994) states that the examination of general human capital provides more controlled evaluation of the different effects of specific knowledge ( industry and management specific). Management know-how may lead to an increase in performance due to more promising strategies or better management methods. However the value of this knowledge depends largely on the suitability of this generic know-how for the specific industry. Industry specific knowledge can lead to an increase in performance by providing a tacit understanding of the key success factors in different industries or via specialized knowledge of product or technologies. 
Robinson and Sexton (1994) have found empirical evidence that higher levels of education increase not only the probability of becoming self-employed, but also increase the success in regard of earnings. Hatch and Dyer (2004) have concluded in their research that Human Capital holds great potential as a resource that can lead to a sustainable competitive advantage. Again the sustainability of the competitive advantage is again depending on the Human Capital resources per se ( who are mostly mobile) and the amount of knowledge that is tacit / codified within a company which is often not fully mobile. 
2.2.3.2 Human Capital does not positively influence performance

Le (1999) has researched that individuals who get older are losing the ability to grasp new technologies, which in turn leads to a negative relationship between individuals in the older age group and business longevity. In the effect of the Software developing freelancers, the ability to grasp technology development can be directly liaised with the Human Capital, since this form of capital equals the cognitive abilities of the freelancer in this sector. 
2.2.4 Overall view on Human Capital
The origins or Human Capital have been widely discussed and most importantly from the research are training, education and different kinds of experience. These different variables all have their own positive influence on the phenomenon of Human Capital. However next to this a lot of indirect contributions to Human Capital as gender, age and even the family in which the individual has grown up has its influence on how the Human Capital has been developed. 
In his study Cooper et al (1994) also state that the relationship between education and performance has not been decisive. Cooper and Gimeno-Gascon (1992) have done a literature research in which 10 out of 17 of the different researches have found a positive relationship between prior level of education and the corresponding performance. However this leaves 7 out of 10 without a relationship between the two or a negative relationship between the two different variables, which makes it hard to draw up one final conclusion for this relationship. However there seem to be more research finding a positive relationship between prior level of education and Performance. 
Hypothesis 2c: Freelancers with better educational expertise  have a higher performance

By combining the effect of the experience of the freelancer with his or her educational experience, the influence on the performance of the freelancer will be explained and empirically tested. 
Hypothesis 2: Freelancers with more Human Capital have a higher performance
2.3 Social Capital

Now that the phenomenon of Human Capital has been discussed, this research cannot start before the phenomenon of Social Capital has been explained, since it forms a integral part of this research. In order to address the different characteristics of this phenomenon the same structure as in the previous chapter will be used, meaning at first a general introduction to the phenomenon will be given, followed by its origins and consequences. When all the different characteristics have been discussed a small paragraph will be dedicated in discussing the overall view of the literature and its relation to the other variables used in this research.

2.3.1 Social Capital in General

Social capital is a well known phenomenon, however when you ask someone to describe this phenomenon one of the keywords that comes up is: Network / Networking. However this is a closely related field in regard to Social Capital, one has to realise that these two phenomenon have different characteristics. Borgatti, Jones and Everett (1998) describe two different dimensions of Social Capital; an individual dimension and a collective dimension of social capital. The individual dimension argues that social capital is not any more than the sum of the added value of interpersonal relationships. Therefore just only recognizing the value that an individual is receiving from other individuals in aiding his own cause. On the contrary the collective dimension of social capital, researched by (Putnam, 1993;Fukuyama,1995) sees social capital more as a shared culture that is intrinsically good. This definition does not look at the individual but at a group of people who will be helping each other by tapping into their own personal resources.
However these differences in Social Capital are not the only differences on which scientists have differed in regard to Social Capital. Coleman (1998 ) defined social capital as: “Any aspect of social structure that creates value and facilitates the actions of the individuals within that social structure”. This definition focuses on the social structure in creating value for all of the individuals who all fall under the same social structure. This would refer to entire groups and therefore this would full under the collective dimension of social capital. This would describe individuals as members of a group and therefore not primarily focussing on their own social structure ( e.g. student fraction, soccer team etc.) and not on individuals themselves. 
Another definition has been given by Bourdieau (1980) who defined social capital as: “those resources that an actor can obtain through the exploitation of his network of interpersonal relations”. This definition of Social Capital is more along the lines of the individual dimension of social capital as it solely focussed on what the individual will obtain from his or her personal relations. Therefore this is a very egocentrical view on the phenomenon of social capital. As per the definition of Bourdieau (1980), one can conclude that if the size of the network increases, so do the benefits of this network. 
Social capital is a phenomenon that is possessed by each and every individual. However the amount of capital that it is worth differs by each individual and will also change during the circumstances. For instance if you have a lot of friends that are gardeners, these are less likely to be able to help you find a professional painter for instance. Therefore the phenomenon of Social Capital is highly dependent on the needs of the individual and also the value of this capital will changes as the situation changes. 
2.3.2 Origins of Social Capital 

Thijssen (1996) introduced the concept of experience concentration. This consist of a rule of thumb that indicates that the amount of experience will increase with age, but the diversity of the experience decreases with age. This means individuals are focussing more and more on a smaller area of expertise. The phenomenon of experience concentration is also applicable to the network of the individual, thereby creating a phenomenon called network concentration, which in essence works out the same as the phenomenon of experience concentration. This phenomenon involves dwindling networks with increasing rigidity. While younger individuals often interact based on new ideas, older individuals form their network more like a cage, including likeminded people and excluding people that have other thoughts / influences ( Antonucci, 2001). Thijssen called this “Meeting Old boys using old toys”, thereby arguing that career management can prevent the issue of experience and network concentration. 
Van der Born (2009) has found a strong negative relationship between freelance experience and Social Capital. Experienced freelancers invest less in networking, coaching and employment agencies than inexperienced freelancers do. Networking for a starting freelancer is needed since he will have to create a brand name and visibility. Van der Born 2009) also acknowledges the network concentration hypothesis of Thijssen (1996), by stating that the refreshment of the network diminishes with experience. This seems logical because as the individual becomes more experienced and there is less need to refresh his or her personal network since he or she already knows different people who can help him with different tasks ( accountant, legal adviser etc.). 
Family is a key component of an individual’s Social Capital, because family is a strong tie according to Granovetter, (1973). These ties are strongest for the individuals and the ones that are mostly used for resources and support (Krackhardt, 1992). However each individual will not interact solely with his family in order to obtain all the goals that he is aiming for in his life. Also less known people or even strangers will come into contact with the individual, these are the so called weak ties by Granovetter(1973). However these weak ties are not used for the support as the strong ties were, the weak ties often propose new insights and new ideas with which the individual comes into contact with. Next to family, also friends can be typed as strong ties since these are also very close to the individual. Added being a close tie is that one is better able to see the benefits that one can extract from that family member / friend in order to aid the individuals performance and therefore the following hypothesis has been tested in this research. 
Hypothesis 3a: Freelancers who have a more Family / friends in their network have a higher performance

Using the different forms of ties for the different needs can best be described as a spider web, with the individual in the middle of the web. The “spider” is located in the centre of the web which makes the whole web gets more shaped like a V. In this web the spider leans most upon the strongest connections in his network that are closest and makes less contact with the weaker ties that are farther away from him. However over his lifetime the spider will not stay in the same place in his web. He will be moving around in his web and because of the moving, his “V” point will change and therefore he will be leaning more on other connections because he thinks that he needs these connections. As the spider ages and takes in more from his different contacts he gains weight, which makes his web deeper and makes him unable to more around in the web more easily and is unable to refresh the contacts that are at the outskirts of the web and therefore becomes more reliable on the contacts closes to him, with the same beliefs and convictions as him.   
2.3.3 Consequences of Social Capital 

Social Capital has a lot of ways to improve the performance. One of these is described by Foster and Rosenzweig (1995), who found evidence of learning spillovers. The farmers that had experienced neighbours were significantly more profitable than those who had inexperienced neighbours. The most remarkable finding was that a given increase in the neighbours experience improved the profit of the individual by twice as much as the same increase in his own experience. 
Cooper et al (1994) had indicated that availability of management know-how may improve the performance of the firm through better strategies or management methods. However these methods can also be acquired through the Social Capital of the given individual. Social Capital can also create a form of goodwill when being introduced with a positive reference, you have already created fertile ground on which to base a relationship with that newcomer in your network. Therefore the following hypothesis has been researched:
Hypothesis 3b: Freelancers who have a more contacts in management in their network have a higher Performance

There is a sizable and increasing body of research on the relationship between social capital and firm success ( e.g. Pennings et al., 1998; Hoang and Antoncic, 2003; Wit. 2004; Bosma et al., 2004; Napier,2006; Chiesi, 2007). Both theorists and practitioners explicitly emphasize the importance of social capital on firm performance. There are a lot of reasons to expect a strong relationship between social capital and success. Networks are a form of social capital that provides early access to a broad base of information and can also control the interpretation of this information. In this respect Social Capital can 1) provide a base of referrals, 2) help identify opportunities.
The participation of the individual in a social network is highly influencing the result of the social capital of the specific individual. By actively participating in a network, either by creating intensifying existing relations, or actively looking for new contacts it either opens up options to new resources or it creates new insights for new ideas, either way it seems to benefit the performance of the individual. 
Hypothesis 3c: Freelancers who more actively participate in a social network perform better.

Social Capital can also positively influence the performance of the individual by contributing to the service customization of the worker. By discussing with partners inside the network one can get a better understanding in what the problem is that the other party is facing. Also after establishing the issue it can benefit to discuss possible solutions in order to create the best possible solution for your end customer and thereby increasing your own performance.  

Not all the research regarding the relationship between Social Capital and Performance have acknowledged the positive relation in regard to field of entrepreneurship. Aldrich, Rosen and Woodward (1987) only found the positive relationship for companies that were older than three years, whereas the companies that were younger a negative relationship was found. Bruderl and Preisendorfer (1998) had found that surviving companies had strong family support, indicating a specific form of social capital. Other studies as ( Cooper, Folta and Woo, 1990; Aldrich and Reese, 1993; Johanisson, 1996) haven’t found a significant relationship between Social Capital and performance. Lately the longitudinal study from of Watson (2007) indicated a significant and positive relationship between Social Capital and firm performance. As stated there are mixed results for the results of the different researchers. Witt (2004) gives three different reasons on why there is no consensus in regard to the entrepreneurial literature regarding this relationship. First of all each and every entrepreneur has different characteristics as does his start-up firm, these may all influence the effect on the success differently. Secondly an entrepreneur alone is less likely to start a business, mostly the gaps in his network are compensated by either starting with a group of entrepreneurs or consulting with an angel investor who provides the entrepreneur with the needed social contacts and experience. And last but not least, network costs might be non-linear in nature. Which means that marginal costs of expanding the personal network are increasing due to the opportunity costs of time. This might explain why increasing the network, might not lead to the desired outcomes in performance. 
2.3.4 Overall view on Social Capital 

When addressing the different literature studies in regard to Social Capital a lot of studies seem to point in the same directions, however there are also some of irregularities in the findings of these studies, since they do not all point into the same direction. The goal of this research was to find out whether the online freelancers from Vworker.com provide results alongside the results of the most of the literature as stated above. Or do the special characteristics of the Vworker phenomenon, being online and no face-to-face contact and only communicating via text and not with speech lead to other results than the main results that have been given in the previous chapters?

By combining the influence of the size of the network with the participation rate of the freelancer, this thesis aims to find empirical evidence of social capital influencing the performance of the online freelancer.
Hypothesis 3: Freelancers with higher social capital have a higher performance

2.4 Conceptual model
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3. The Context of the Freelance World

Now that all the literature regarding the different variables has been discussed it is time to take a closer look at the phenomenon of the freelancer in order to address the similarities and more importantly the differences that it has with the phenomenon of entrepreneur. By explaining the differences of the two it is key to first take a look at the professional in general in order to get a better understanding of the differences between the other two phenomenon.
3.1 Professional

According to the Webster dictionary a professional is “someone who is engaged in a calling requiring specialized knowledge and often long and intensive academic preparation.” This definition is specified even further by Maister (1997) in his research on performance and behaviour of professionals, by stating four elements that define each and every professional:

1. Exercising a profession requires highly valued specialist knowledge, abilities and skills

2. Professionals have large autonomy in exercising their profession

3. Originality and creativity are important in exercising the profession

4. Professionals have professional standards ( identification by with other professionals)

Barley and Kunda (2004) distinguish different forms of professions, free professions, professional firms, corporate professions and a fourth category of highly skilled independent professionals ( so called itinerant experts in the knowledge economy). The following chapter will shortly highlight each different group of professionals and there characteristics.

Free professionalism is by far the oldest for of professionalism. These free professionals acquire skills through education and apprenticeships. Once certified they chose a location to practice their skills. Finding clients is not that difficult for these professionals, since everybody during the course of their lives will have to consult one of these people sometime. A protective regulatory structure gives these professionals a long-term security, however their might be some form of local competition. Industries are often regulated by group norms and professional associations. These regulations also imply that there is no need for continuous education. Doctors and lawyers are prime examples of free professionalism. 

Professional firms (architectural firms and accountancies) came up in the beginning of the 20th century. Working together in these organisations allowed practitioners to specialize in certain areas of their profession, thereby allowing firms to offer a broader scale of services. The partner could focus on client management, whereas the junior was performing the actual work. This led to economies of scale for these companies. One of the biggest advantages of this form of organisations is that it pools expertise and fosters professional development.

Corporate professionalism came up in the beginning of the 20th century alongside economies of scale in industrial organisations. These professionals work as salaried employees of firms, examples are chemists, engineers and accountants. These professionals don’t have to market themselves outside their current company. The cost for personal development is determined by the employer, paying for education and membership of other professional organisations. Sometimes within this corporate professional company a whole new professional community is established in the form of an R&D department. 

And the final type of professional suggested by Barley & Kunda (2004) in their research is that of an itinerant professional. These professionals use their own network in order to get different kinds of jobs. These professionals work closely with their clients and most often at the site of the client. Another interesting characteristic of this kind of professional is that they are working alone, meaning that they have little support from professional associations or agencies who look after their healthcare for instance. Therefore these professionals are also called independent professionals.

In practice it is very difficult to make clear distinctions between the different kinds of professionals. Most of the time professionals have characteristics from more types of professionalism, which makes it difficult to define a professional as either one or the other. Also professionals change from one form to another during their career, making it even more determine which kind of professional one is at a certain point in their career. On the following page in Table 1 is an overview of the different types of professionals.
	Value Chain Activity
	Free Professionals
	Professional Firm
	Corporate Professional
	Itinerant Professional

	Marketing & Acquisition
	Acquisition based on location. Limited effort in marketing
	Specialized marketing and acquisition function. Often performed by senior partners.
	Focus on internal network and politics
	Use professional networks and agencies for referrals and recommendation

	Client Relationship
	Many smaller and local clients. Clients are typically the consumers of the product
	Bigger Clients due to pooled experience. Strong relationships with core clients
	Corporation is the client
	Employers are often clients. Relationships sometimes owned by agency

	Service delivery
	Service delivered in professional’s office. Service delivered to the client
	Service delivered in local office and/or at client site. Service delivery often in close working relationship with client team
	Corporation determines location
	Service delivered in local office and/or at client site. Service delivery in close working relationship with client team

	Professional Development
	Own responsibility with support from professional associations.
	Responsibility is shared. Professional development within the firm. Firm pays for education.
	Responsibility is shared. Professional development within the corporation. Corporation pays for education
	Own responsibility with limited support from professional associations and/or agencies.

	Wages & Benefit
	Fee for service basis. Own responsibility for benefits
	Profit sharing (partners) & salaried (consultants)
	Company pays salary and benefits.
	Fee based on hourly or daily rate. Own responsibility for benefits.


Table 1. Source: Barley & Kunda (2004)

Based on the split that has been made by Barley & Kunda (2004), one could say that both the entrepreneur as well as the freelancer fit best in the category of the itinerant professional. 
3.2 Entrepreneur

When looking at the itinerant professional in specific there are some subcategories that can be identified. One of these subcategories are the entrepreneurs, who are independent when they start a company and therefore officially become an entrepreneur. Also because of the fact that the entrepreneur is legally responsible for the actions taken by the newly founded organisation, makes him an independent professional. However defining how someone becomes an entrepreneur or is born an entrepreneur is not that easy.
Is an entrepreneur born with specific characteristics, or does someone become an entrepreneur based on outside influences, the situation for example. There are many different views on how to define an entrepreneur, however the key characteristic of an entrepreneur is that an entrepreneur is someone who creates an organization.
Usually starting a company start with an idea, which embodies some radical new way of doing something, which has not yet been thought of in that manner. The idea gets more and more developed until at some point a prototype can be made. This prototype needs testing before it can be put on the market. After the testing it needs to be adjusted so that it can be produced at a cost price for which it remains a valuable product on the market. Registering a company at the Chamber of Commerce is the official start of the company and also the birth of the entrepreneur ( providing this is the first company that he founded). However if during one of the above phases the new idea fails it will not reach the market and all the effort put into the idea will be lost. Therefore starting a company means taking a lot of risk.

After the company is founded and has grown a bit it is time for the company to start hiring personnel and from that moment onwards the entrepreneur needs to take care of his employees. This means Social Services, participating in a pension fund, arranging insurances when they get ill etc. Hiring people also demand new kinds of skills from the entrepreneur, ones that he beforehand never had / needed to use. 
3.3 Freelancers

Freelancers are the another subcategory of the professional individual. A freelancers are single professionals for hire, with certain specific qualities in a specialized environment. Everybody can become a freelancer within the blink of an eye. You do not need to go to the Chamber of Commerce, or think of an idea to do something radically different then others. You can just use your personal capabilities and offer these to others who are in need of such capabilities. A freelancer is characterised by selling his or her professional knowledge to whomever might be interested in it. By finding someone who is in need of these capabilities the first potential client has been found. Hopefully the first client leads to another and to another and so on.
However now the biggest constraint of a freelancer now comes to mind as he can only work 24 hours a day. He or she is unable to hire somebody to do some of the jobs for him. Therefore he will only take on jobs which satisfy him the most, either financially or personally. Therefore the option of growth for the freelancer is limited to his own time, but within that limitation he has the freedom to pick his own jobs and spend his time accordingly.

3.4 Differences between Freelancers and Entrepreneurs

When comparing the freelancer to the entrepreneur they share some similarities, but there also two distinct differences. For one a freelancer sells their professional knowledge and nothing else, whereas the entrepreneur sells tangible  product and services, often made by other manufacturers. Another key difference between the two is that for a freelancer it is not possible to hire employees and he therefore does not need to develop knowledge in regard to leadership and organizational skills for example. Whereas a “successful” entrepreneur with a growing organisation needs to hire people when the organisation grows beyond a point for which he can do all the things on his own. When the freelancer becomes successful he is constricted by the 24 hours that are in a day and he can not do any more work in those hours. The only option for the freelancer is than to offload the least desirable work for him, either financially or personally. 
Now that the differences between the freelancer and the entrepreneur have been discussed as well as all the different phenomenon in this research. The next chapter will elaborate on the Methodology and once this has been discussed, the analysis of the results will be made, followed by the conclusions in regard to this research.

4. Methodology

The survey described in this chapter is meant to test the findings from entrepreneurial literature and apply these questions to the online freelancing world. In the following paragraphs the scales for measuring the survey constructs are described. The first two paragraphs will discuss the control variables as well as the scale reliability of the construct. 
4.1 Control Variables

One of the control variables that has been used in this research is age, to control variations in experience. In figure 3 the different ages of the freelancers have been given that have participated in this research. As you can see in figure 2 below, the age varies from 7 years old to 68 years old and the main focus lies between the 19 and 40 with an overall average of 30,5 years old. Since it is as expected that most of the freelancers active on Vworker are younger than an average professional this does not come as a surprise.
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Figure 2: Age of respondents in this research
With respondents coming from 43 different countries and the two countries with most respondents were the United States of America and India, which is as expected since the mother company of the site Exhedra is located in Florida. The high representation of India in the numbers is not only because of the large amount of Indians in the world, over one billion, but also their reputation of being highly skilled in the computer business.

4.2 Scale Reliability

A lot of the items have been measured according to different scales, so in order to make accurate measurements, these items need to be standardised in order to make these comparable. Standardizing has been done by reverting all different scales to a scale with a mean of 0 and a standard deviation of 1, this way all scales are comparable to each other. This had to be done for Human Capital, Social Capital and performance. 

4.2.1 Factor Analysis

There are too many different items in this analysis to make one single factor analysis. An attempt was made to make one factor analysis for each of the major constructs available in this research. One of the measurements which can be used in order to test the factor analysis is the Kaiser-Meyer-Olkin and Bartlett’s Test. The KMO measure is used to measure the sampling adequacy of the different constructs tested in the research. As a rule of thumb this needs to be greater than 0,6 for a satisfactory sampling adequacy.
When applying the factor analysis to the Individual Characteristics ( see table 2) the constructs found a KMO score of 0.684, which is higher than 0,60 which makes the factor analyses suited for researching this construct. Because of the higher KMO score it is possible to put the separate variables regarding individual characteristics together in the remainder of this research. 
	KMO and Bartlett’s Test ( Individual Characteristics)

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.684

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	2239.732

	
	df
	820

	
	Sig.
	.000












Table 2
The construct Human Capital has had more difficulties when the factor analysis. As can be seen from table 3 KMO score is 0,65 and although still larger than the 0,60 it needed reconsideration before compiling this construct. But with the theoretical and practical background of this construct and its reliability the decision was made to compile the construct in this manner. 
	KMO and Bartlett’s Test ( Human Capital)

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.650

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	390.444

	
	df
	15

	
	Sig.
	.000












Table 3 
The construct of Social Capital is having even more trouble in order to compile a KMO score. In fact it is impossible to compile a KMO score for this construct. However by analyzing the factor analysis it becomes imminent that the factors 7 through 10 match, whereas 2 and 3 are falling into a different factor than the remaining four factors. The factors 7 through 10 have been merged together as these have no issues with the factor analyses. And also the amount of friends in the social network and the amount of network contacts in management functions will be taken along separately in this research, because of the result of this factor analyses. 

4.3 Target Group
The research for this thesis has been carried out in the online marketplace Vworkers.com. The Vworker.com is an online marketplace in which people post an IT related problem and others bid on these issues with proper solutions. On this marketplace all kinds of different projects from 50$ until more than 20.000$ per project. Next to this the marketplace is not bound by geographical boundaries, because anyone who can log onto the internet can offer their personal services to whomever needs them. The services asked for differ from rather simple IT tasks, to complete computer systems and therefore the services could not be more divers. 

Before an IT expert starts on a project, usually there is a lot of communication between the two related parties in getting to know the issue and thinking about the best solution for the issue. Also connections between different people and working together on a project is possible if the size of the project is simply too large for one person to complete this in time.

The respondents were approached via a callout from the Vworker CEO on the main page of the website and asked for their assistance in filling in the survey, which could benefit them in order to compare themselves with other freelancers. Also the respondent was asked to give recommendations for the Vworker website in order to increase the value proposition of this website and compare the site to its competitors. By placing the survey on the main page there are no real biases applicable since every individual visits the main page of the vworker.com website after logging in.  
In order to reach out to the target group in the best possible way, a survey was conducted. By using a survey it is relatively easy to address a large number of respondents in the least amount of time possible. A connection was made with the online Vworker.com platform in which a lot of online software freelancers compete for different jobs by giving prices for the job at hand. The person that has offered the job for sale will pick the best suited candidate for the job either based on previous experience with the freelancer, best price offered or based on his online profile on the Vworker site.

The Vworker website is an interesting research subject since this is a perfect example of freelancers, since there is only an exchange of personal knowledge and no form of trading of physical goods whatsoever. Also the Vworker site is very large, which is ideal for a survey, because with a low general response rate it is necessary to sent out the survey to a lot of potential respondents in order to make sure that enough data is gathered to conduct a reliable research.
In the following paragraphs the research subjects will be better defined. The variables will be discussed in chronological order according to the conceptual model. Therefore the first variable will be Individual Characteristics, via Human and Social Capital and finally the performance.
4.4 Survey Response

The aim of every research is to get the maximum amount of response in order to get as much data as possible which will improve the reliability and validity of the results. Normally via a survey you send it out to a fixed number of recipients and by dividing the number of responses to the number of surveys sent out, the response rate is given. In the online environment response rates as low as 10% are quite common. In this research a rather different approach was chosen. A side wide message was placed on the homepage of the vworker.com website, asking logged on users to participate in this research and thereby enabling them to contribute to the already existing knowledge in regard to the freelance phenomenon. By adding their mail address to the survey, participants would also be able to get their results back in their mail, with the added bonus to see how they compare to their peers. The survey would be posted for a period of three weeks in which the results have been gathered. As an initiative for the Vworker.com website, they have been granted access to the findings of this research.
After the three week period a total of 192 respondents have answered the questionnaire. With a total of approximately 150.000 employers and 310.000 workers on the website, the best estimation of our response rate is really low. Given the time period for which the survey was on the web, it can be stated that the response rate of this research was very low, even for online surveys. However this was anticipated, but due to the enormous amount of visitors of the website, even such a low response rate would lead to sufficient respondents in order to make this research possible. Beneficial for this way of research is that the people that will start the survey are more likely to end it, because they have volunteered to finish the survey. 
From the in total 192 respondents, there was one respondent, which did not fill in any of the questions and therefore this respondent has been left out of the final dataset. Another six respondents have filled in most of the questionnaire, but were not willing to fill in any questions in regard to the dependent variable. Thereby making them unsuited for this research. By leaving these two kinds of respondents out of the final dataset a total of 185 respondents still remain in order to test this research. 

A general rule of thumb in order to check if the sample size meets the requirements is the highest of either N > 50 + 8 x “the number of variables” or N > 104 + “the number of variables” ( Tabachnick and Fidell, 2001). With four different variables this research requires a minimum of 108 respondents and with 185 in total the response to this survey is sufficient. 

4.5 Structure and design of the Questionnaire
The variables in this research have been measured with different kinds of scales during this research. Reasons for the differences in scales are that these have been researched in the field of entrepreneurship and in order to avoid a loss of reliability these scales have not been given the same scales. In the survey an effort was made to add a few generic questions in order to prevent people from quitting the survey, before this was finished ( Fowler, 1993). By having only one respondent that did not fill I any questions and no other quitting early, the design of the questionnaire have fulfilled its purpose.
In the remainder of this paragraph the measurement scales and items that were used in the survey will be described. 
4.5.1 Individual Characteristics

The individual characteristics that will be used in this research are the ones proposed by Rauch and Frese ( 2005). These characteristics have found significant predictors of entrepreneurial behaviour, in this research the test is if these results are also applicable to the field of online freelancers. These characteristics will be measured individually in order to check its applicability in the field of online freelancers. 
4.5.1.1 Need for Achievement
Higher levels of need for achievement have had a positive influence on the performance of the entrepreneur. However there are a lot of different measurements as to how the level of need for achievement can be measured, since some of these are dating back until 1967. There are also quite extensive questionnaires as to how to measure the need for achievement of an individual, however this survey has been set out via an online surveying tool, thereby the consideration has been made that the questionnaire should not become too time consuming in order to get enough response. However the measurement must not become too small in order that it looses its reliability. For this variable the chosen research scale was that of Ray-Lynn AO scale(1979), in which responses were coded with either a yes, a no or a question mark. The Ray-Lynn scale has been chosen for its fairly consistent internal reliability and its brevity. This 14 item scale was still a bit too complex compared to the relative importance of this variable in this research and therefore the 14 item scale has been cut down to the following six items:
	Item
	Question
	Measurement Scale
	Cronbach Alpha
	Source

	1
	Do you take trouble to cultivate people who may be useful to you in your career?
	Yes, ? or No
	Not useful 
	Ray, J.J. (1979).

	2
	Have you always worked hard in order to be among the best in your own line? ( school, organization, profession)
	Yes, ? or No
	Not useful
	Ray, J.J. (1979).

	3
	Would you prefer to work with a congenial but incompetent partner rather than with a difficult but highly competent one?
	Yes, ? or No
	Not useful
	Ray, J.J. (1979).

	4
	Are you an ambitious person?
	Yes, ? or No
	Not useful
	Ray, J.J. (1979).

	5
	Would you describe yourself as being lazy?
	Yes, ? or No
	Not useful
	Ray, J.J. (1979).

	6
	Are you inclined to take life as it comes without much planning?
	Yes, ? or No
	Not useful
	Ray, J.J. (1979).


In this six item scale the items 3, 5 and 6 have been reversely coded in order to prevent acquiescence bias in which respondents tend to answer all questions in the same manner. By coding some of the items reversed the risk of this bias has been minimized. 
4.5.1.2 Risk Taking
The risk taking propensity of an entrepreneur is higher than that of other individuals. This propensity enables the entrepreneur to step into opportunities, that others would not normally chase, because of the risks that are attached. The risk taking propensity during this research has been measured by using a five/item scale ( alpha is 0,86), that has been used in the Sitkin and Weingart  (1995) research. This scale was chosen, because of the high alpha correlation. On the following page is a list of the items that have been tested in this research in order to validate the hypothesis. 
	Item
	Question
	Measurement Scale
	Cronbach Alpha
	Source

	1
	Choose more or less risky alternatives based on the assessment of others on whom you must rely
	0 – 5 ( 5 being the riskiest) 
	0,761
	Sitkin & Weingard    ( 1995)

	2
	Choose more or less risky alternatives which rely upon analyses high in technical complexity
	0 – 5 ( 5 being the riskiest)
	0,761
	Sitkin & Weingard    ( 1995)

	3
	Choose more or less risky alternatives which could have a major impact on the strategic direction of you organization
	0 – 5 ( 5 being the riskiest)
	0,761
	Sitkin & Weingard    ( 1995)

	4
	Initiate a strategic corporate action which has the potential to backfire
	0 – 5 ( 5 being the riskiest)
	0,761
	Sitkin & Weingard    ( 1995)

	5
	Support a decision when I was aware that relevant analyses were done while missing several pieces of information. 
	0 – 5 ( 5 being the riskiest)
	0,761
	Sitkin & Weingard    ( 1995)


Note: All questions have been preceded with the following sentence: Imagine you face a decision that affects your organization's financial future. Given this circumstance, how would you rate your tendency to…
Since the Cronbach Alfa is high enough, there is no need to delete one of the five items. 
4.5.1.3 Innovativeness
In order to test the personal innovativeness in this research, the same measurements as in Agarwal and Prasad ( 1998) will be used. This has to do with the fact that they have also researched the innovativeness in the information sector and this combined with the validity and reliability of this test has made it the best instrument to test the individual’s innovativeness. This four item scale also has one reverse coded item ( item 3) in order to prevent the acquiescence bias. The scale is based on a 7 point likert scale, varying from strongly disagree to strongly agree. 
	Item
	Question
	Measurement Scale
	Cronbach Alfa
	Source

	1
	If I heard about a new information technology, I would look for ways to experiment with it
	1 – 7 scale ( 7 being strongly agree)
	0.758
	Agerwal & Prasad ( 1998)

	2
	Among my peers, I am usually the first to try out new information technologies.
	1 – 7 scale ( 7 being strongly agree)
	0.758
	Agerwal & Prasad ( 1998)

	3
	In general, I am hesitant to try out new information technologies
	1 – 7 scale ( 7 being strongly agree)
	0.758
	Agerwal & Prasad ( 1998)

	4
	I like to experiment with new information technologies.
	1 – 7 scale ( 7 being strongly agree)
	0.758
	Agerwal & Prasad ( 1998)


Since the Cronbach Alfa for all four items is above > 0,7 it is unnecessary to remove one of the variables. 
4.5.1.4 Autonomy
The fourth item that has proven to define an entrepreneur and that will be applied to online freelancers is that of autonomy. Entrepreneurs need to make decisions without their supervisors, set goals and make plans in order to achieve those goals. This construct has been measured in this research by using the personal style inventory proposed by Robins et al ( 1994). In this eleven item construct, respondents were asked to answer all items on a 6-point scale varying from strongly disagree to strongly agree. These eleven items have been chosen out of a total of a total 48 item scale, solely in order to prevent the survey from becoming to comprehensive for the respondents to finish. Choosing the eleven items from the grand total of 48 items was based on the fact that some questions seemed similar to others, in which these could be left out of this survey without damaging the end result as much as leaving out other completely different questions.
	Item
	Question
	Measurement Scale
	Cronbach Alfa
	Source

	1
	I tend to keep people at a distance
	1 – 6 ( 6 being strongly agree)
	0.792
	Robins et al (1994)

	2
	I don’t like relying on others for help
	1 – 6 ( 6 being strongly agree)
	0.792
	Robins et al (1994)

	3
	It is hard for me to take instructions from people who have authority over me
	1 – 6 ( 6 being strongly agree)
	0.792
	Robins et al (1994)

	4
	I feel badly about myself when I am not actively accomplishing things
	1 – 6 ( 6 being strongly agree)
	0.792
	Robins et al (1994)

	5
	It is hard for me to open up and talk about my feelings and other personal things
	1 – 6 ( 6 being strongly agree)
	0.792
	Robins et al (1994)

	6
	I have a hard time forgiving myself when I feel I haven’t worked up to my potential
	1 – 6 ( 6 being strongly agree)
	0.792
	Robins et al (1994)

	7
	When making a big decision, I usually feel that advice from others is intrusive
	1 – 6 ( 6 being strongly agree)
	0.792
	Robins et al (1994)

	8
	I resent it when people try to direct my behaviour or activities
	1 – 6 ( 6 being strongly agree)
	0.792
	Robins et al (1994)

	9
	Personal questions from others usually feel like an invasion of my privacy
	1 – 6 ( 6 being strongly agree)
	0.792
	Robins et al (1994)

	10
	I am very upset when other people or circumstances interfere with my plans
	1 – 6 ( 6 being strongly agree)
	0.792
	Robins et al (1994)

	11
	I become upset when others try to influence my thinking on a problem
	1 – 6 ( 6 being strongly agree)
	0.792
	Robins et al (1994)


4.5.1.5 Locus of Control

The locus of control is the way that the individual stands in regard to destiny. When an individual thinks that he or she is able to influence their own destiny, they are having an internal locus of control. If the individual thinks that the outcome of some actions are more determined by outside event ( often related to chance). In order to test the locus of control variable in this research, the study proposed by Chen et al ( 1998) has been used in order to determine the locus of control and its corresponding influence. They proposed an ten-item construct in which each separate item had to be measured on a 6 point scale, varying from strongly disagree to strongly agree. This research instrument has proven to be valid in the entrepreneurial field and therefore it has been chosen in this research. The items that have been measured are as stated below:
	Item
	Question
	Measurement Scale
	Cronbach Alfa
	Source

	1
	I am usually able to protect my personal interests
	1 – 6 ( with 6 being strongly agree)
	0.723
	Chen et al. (1998)

	2
	My life is determined by my own actions
	1 – 6 ( with 6 being strongly agree)
	0.723
	Chen et al. (1998)

	3
	I can pretty much determine what will happen in my life
	1 – 6 ( with 6 being strongly agree)
	0.723
	Chen et al. (1998)

	4
	When I make plans I am almost certain to make them work
	1 – 6 ( with 6 being strongly agree)
	0.723
	Chen et al. (1998)

	5
	When I get what I want, it’s usually because I worked hard for it
	1 – 6 ( with 6 being strongly agree)
	0.723
	Chen et al. (1998)

	6
	To great extent my life is controlled by accidental happenings
	1 – 6 ( with 6 being strongly agree)
	0.723
	Chen et al. (1998)

	7
	Often there is no chance of protecting my personal interests from bad things happening
	1 – 6 ( with 6 being strongly agree)
	0.723
	Chen et al. (1998)

	8
	When I get what I want it’s usually because I’m lucky
	1 – 6 ( with 6 being strongly agree)
	0.723
	Chen et al. (1998)

	9
	It’s not always wise for me to plan too far ahead because many things turn out to be a matter of good or bad fortune
	1 – 6 ( with 6 being strongly agree)
	0.723
	Chen et al. (1998)

	10
	Whether or not I get to be leader depends on whether I’m  lucky enough to be in the right place at the right time. 
	1 – 6 ( with 6 being strongly agree)
	0.723
	Chen et al. (1998)


The top five items are all related to the internal locus of control, whereas the bottom five items are all related to an external locus of control. However in order to minimize the risk of biases these questions have been placed in a random order in the survey in order to prevent biases. Also the external locus of control items have been reversely coded in order to make sound assumptions in order to make the variable actively measure the Internal Locus of Control and its influence on the dependant variables. 
4.5.1.6 Self efficacy
Self efficacy is the belief that one can complete a task effectively . People with high self efficacy are likely to persevere when problems arise and search for opportunities to take actions to ameliorate problems ( Bandura, 1982, 1997). It is well documented that entrepreneurs are higher in self-eficacy than non-entrepreneurs, for instance you can take a look at ( Utsch, Rauch, Rothfuss & Frese, 1999; Markman, Baron & Balkin, 2005).  However this phenomenon has now been tested in the world of the online freelancers. There have been a lot of ways in which the self efficacy has been tested in other research. In this research, the questionnaire from Schwarzer & Jerusalem (1995) has been used, since it has proven reliabilities between 0,76 and 0,90. In their research the self efficacy has been determined with ten different items, but in order to make an adequate assessment without proposing too many questions to the respondents in this query these ten items have been brought back to five items in total as stated below. These items will be scaled from 1 to 4, where 1 equals not at all true and 4 equals exactly true.
	Item
	Question
	Measurement Scale
	Cronbach Alfa
	Source

	1
	I can always manage to solve difficult problems if I try hard enough
	1 – 4 ( with 4 being exactly true)
	0.787
	Schwarzer & Jerusalem (1995)

	2
	It is easy for me to stick to my aims and accomplish my goals
	1 – 4 ( with 4 being exactly true)
	0.787
	Schwarzer & Jerusalem (1995)

	3
	I am confident that I could deal efficiently with unexpected events
	1 – 4 ( with 4 being exactly true)
	0.787
	Schwarzer & Jerusalem (1995)

	4
	Thanks to my resourcefulness, I know how to handle unforeseen situations
	1 – 4 ( with 4 being exactly true)
	0.787
	Schwarzer & Jerusalem (1995)

	5
	I can remain calm when facing difficulties because I can rely on my coping abilities.
	1 – 4 ( with 4 being exactly true)
	0.787
	Schwarzer & Jerusalem (1995)


4.5.2 Human Capital

As discussed earlier in Chapter 2 Human Capital is often referred to as knowledge and although the two phenomenon share similarities, there also are distinct differences, which makes separates the two. Human capital is not only dependent on the knowledge (educational expertise) that one possesses, but also the age, gender and even family in which an individual has grown up can influence the Human Capital of the individual. In this research Human Capital has been broken down into experience and educational expertise. In the online freelancer world, the importance of age seems to be irrelevant, since the online world is still up and coming and therefore older people can not benefit from their longer years in the business, since it is still rapidly changing day in and day out. 
4.5.2.1 Experience

Parker (2004) had already found that entrepreneurial experience benefits a firms success. However this is not the only form of experience that might benefit the freelancer in a positive way, because also experience software development might benefit the Human Capital of the freelancer. This is also one of the main questions in van der Born ( 2009), who state that continuous learning is crucial for freelancers and they need to use continuous learning by taking on job activities that differ slightly from their previous work experience, to insure that this novel element extends their knowledge into a new direction. These two questions in regard to the experience have been put into seven different categories, varying from 0 – 6 months, to 7 – 12 months, to 1 – 2 years, to 3 – 5 years, 6 – 10 years, 11  15 years and 16 years and more. The labels for these scales have been set up in correspondence with the CEO of the Vworker website in order to make the best possible estimation in regard to the determinants of the experience of the individual. So in order to test the two different forms of Experience, two separate constructs have been created:
ExpSoftware being the experience as a software coder:

	Item
	Question
	Measurement Scale
	Cronbach Alfa
	Source

	1
	How long have you been working as a software coder ( paid or unpaid)?
	1 – 7 scale
	Not applicable
	Van der Born ( 2009) / slightly adjusted to the online freelancer


And ExpIndep being the experience as an independent professional:
	Item
	Question
	Measurement Scale
	Cronbach Alfa
	Source

	1
	How long have you been active as an independent professional?
	1 – 7 scale
	Not applicable
	Van der Born ( 2009) / slightly adjusted to the online freelancer


4.5.2.2 Skill development
Skill development is the term chosen in this research to measure the skill of a freelancer. It is not an objective measure of the current skills, but it is difficult to measure tons of different diplomas and each and every one has a different value as to the difficulty of obtaining the diploma. Also the value of each diploma changes quite rapidly due to the rapid development of new software programming tools and therefore it is wise to look at whom actively develops his or her skills the best in order to make an adequate assessment of their skill level. 

This research will measure the amount of days put in to personal development ( over the past two years) in regard to developing new skills either on a software developing level or on other independent professional skills. This would also give an indication as to how the individual is working on is or her personal development in order to enhance the benefit of their own Human Capital. These constructs were also used by van der Born (2009), although there have been some slight modifications in regard to the questions, in order to make these fit the subjects of this research. 
	Item
	Question
	Measurement Scale
	Cronbach Alfa
	Source

	1
	What is the number of training days in the past two years that you have used to increase your core skills ( learning new software development tools)?
	0 - 730
	0.884
	Van der Born ( 2009) / slightly adjusted to the online freelancer

	2
	What is the number of training days in the past two years that you have used to develop new skills?
	0 - 730
	0.884
	Van der Born ( 2009) / slightly adjusted to the online freelancer

	3
	What is the number of training days in the past two years that you have used to increase adjacent or supporting skills ( e.g. administration)
	0 - 730
	0.884
	Van der Born ( 2009) / slightly adjusted to the online freelancer


For the items one, two and three as stated above a max value of 730 is in place. If there were any respondents answering the question with higher values than 730, there answer has been changed to missing, in order to prevent the research from suffering from outliers. Item three had one response of 3.810 days of training, but since this is obviously an outlier this value has been removed from the dataset. The Cronbach Alfa of the items is well above the 0,70 mark and therefore removing items from this construct is not necessary. 
4.5.3 Social Capital
Social Capital is strongly associated with the words network and networking. This has a lot to do with the fact that Social Capital can’t be described to one individual. It comes forth out of the personal relationships that one has with other people. The value of Social Capital has been proven to have its effect on the performance in the entrepreneurial field and in this research its validity will be tested in the online freelancing world. Social capital however is very difficult to determine, since its value is hard to measure. The value lies in the perception of others and that is exactly what makes it that difficult to measure. However to be able to make an accurate assessment of the Social Capital of the freelancer, this research takes in account the size of the network as well as the activeness inside this network. Expecting both to have a positive influence on the performance of the individual. 
4.5.3.1 Network Composition
The size of the network has not been proven to have significant and positive influence on the performance of the company. It is suggested by Witt (2004) that there might be a curvilinear relationship, due to the costs of maintaining the larger network might not be the optimal solution for social capital. However this is the case in the world of the entrepreneur in which meeting up face-to-face can consume a lot of time. Whereas the online freelancer will have  a lot of contacts with which the preferred method of communication will be digital, thereby enabling him to target larger groups of contacts in a lesser amount of time.
Some contacts are more valuable than others, because people in management functions for instance can add more value in comparison to a window washer for instance. Also it is key to keep in mind the refreshment of the network size, since individuals might overestimate their personal network with friends from the past, from which little value can be extracted at the current moment in time. In order to address the composition of the network, the first question asked is in regard to the amount of contacts that the freelancer has in management functions. 

	Item
	Question
	Measurement Scale
	Cronbach Alfa
	Source

	1
	How many people in your network employ a management function ( or other functions at the top level of firms)?
	Open Question
	Not applicable
	van der Born (2009)


The 2nd item that is a determinant of the network composition of the freelancer is the amount of family and friends in his or her business network. 

	Item
	Question
	Measurement Scale
	Cronbach Alfa
	Source

	1
	How many people in this network are family or friends?
	Open Question
	Not applicable
	van der Born (2009)


Both these items have been given a maximum of 2000 as a possible answer in order to keep the results reliable. 
4.5.3.2 Network Participation
Not only the amount of contacts is important in regard to the Social Capital of an individual, but also the participation within the network is of key importance. Higher levels of participation will keep yourself in the picture with others, whereas you become better aware of what the other individuals are capable of and more importantly what they have that can be of value to you. In order to measure the participation rates among the network, this research has chosen to take in account not only the mail correspondence and forum activity from the vworker freelancers, but also the general distribution of the business card or calling up business acquaintances. These four different items have been coded on a 6 point scale, varying from 0 ( never) to 5 ( on a daily basis) and can be found on the next page. 
	Item
	Question
	Measurement Scale
	Cronbach Alfa
	Source

	1
	How often do you send ( on average) mail to people in your business network, to keep in touch?
	0 – 5 
	0.645
	van der Born (2009)

	2
	How often do you use MSN messenger or Vworker Forums ( or similar) to keep in touch with business contacts?
	0 – 5
	0.645
	van der Born (2009)

	3
	How often do you hand out business cards?
	0 – 5
	0.645
	van der Born (2009)

	4
	How often do you call business acquaintances? 
	0 – 5
	0.645
	van der Born (2009)


The Cronbach Alfa is not above the 0,7 mark, but since there is a lot of literature that supports these variables as fitting together and also the difference is not that big in relation to the desired alfa, these variables will be put together in order to measure their influence on the dependent variables. 

4.5.4 Performance
The performance of the freelancer is the dependent variable in this research. However one can not access ones performance by solely looking towards the income of that the freelancer makes. Especially in the world of freelancing, there are a lot of freelancers who have become a freelancer because of the freedom that comes with the profession. In order to measure these kind of performances / rewards this research will aim to use both objective measurements of performance as well as subjective measurements of performance in order to create a better understanding on how these both are influenced by the other constructs discussed earlier. 
4.5.4.1. Objective Performance
In order to adequately measure the objective performance (eg income) of the freelancer, this research has not only taken into consideration the amount of money that the freelancer makes per day, but also the amount of days that the freelancer needs to put in, in order to make this amount of money. These constructs were based on open questions, but because some respondents replied with an interval answer the averages of the answers were taken in order to code the items for statistical analysis. The first measurement of objective performance that has been measured was the amount of money earned per day ( on average).
	Item
	Question
	Measurement Scale
	Cronbach Alfa
	Source

	1
	At your best estimation, what do you earn on average in a day?
	Open Question
	Not Applicable
	van der Born (2009)


Next to the money earned per day, it is also necessary to take another measurement into account. As stated earlier, the freelancer has a lot of freedom in regard to choosing when he works and for how long, so not only the money earned per day is a key determinant of its objective performance, but also the amount of days worked in the year should be taken into account. 
	Item
	Question
	Measurement Scale
	Cronbach Alfa
	Source

	1
	At your best estimation, how many days do you work in a year?
	Open Question
	Not Applicable
	van der Born (2009)


The first item has been given a max value of $ 1.000 in order to prevent outliers from interfering with the reliability of the research. For the second item a total of six responses have been deleted for being above the 10.000 hour mark, since these results are outliers in the dataset and therefore do not contribute to the research. 
4.5.4.2 Subjective Performance
Van der Born (2009) in his research in regard to the job hopping professional (with a focus on the freelancer) has proposed a few measurements of subjective performance that have been proven in the entrepreneurial field of research. However in this research in order to test the subjective performance it is necessary to get a better understanding of the subjective performance measurements of the freelancer. These five items have been coded on a 6 point scale, varying from strongly disagree to strongly agree and can be found on the next page..
	Item
	Question
	Measurement Scale
	Cronbach Alfa
	Source

	1
	I am satisfied with the progress I have made toward meeting my overall career goals
	1 – 6
	0.87
	van der Born (2009)

	2
	I am satisfied with the progress I have made toward meeting my goals for income
	1 – 6
	0.87
	van der Born (2009)

	3
	I am satisfied with the progress I have made toward meeting my goals for advancement
	1 – 6
	0.87
	van der Born (2009)

	4
	I am satisfied with the progress I have made toward meeting my goals for the development of new skills
	1 – 6
	0.87
	van der Born (2009)


The cronbach alfa of these variables is above the 0,7 mark and therefore the internal consistency of the variables is good enough to merge these together. These were merged together based on an average of the four items that are given above. 
The different hypothesis have been tested individually in order to test these in regard to all the different dependant variables. The results from these tests are stated below:

	 
	Dependent Variables

	 
	Subjective Performance
	Objective Performance
	Objective Performance

	 
	Career Satisfaction
	Earnings per day
	Working days per year

	Hypothesis 1
	0,125
	0,013
	0,025

	Hypothesis 1a
	-0,1
	-0,128
	-0,43

	Hypothesis 1b
	0,049
	0,175
	0,018

	Hypothesis 1c
	-0,119
	-0,058
	0,142

	Hypothesis 1d
	-0,178
	0,008
	-0,151

	Hypothesis 1e
	0,134
	-0,049
	0,073

	Hypothesis 1f
	0,213
	0,074
	0,012

	 
	 
	 
	 

	Hypothesis 2
	0
	0,059
	0,06

	Hypothesis 2a
	-0,063
	0,052
	-0,209

	Hypothesis 2b
	-0,065
	-0,096
	0,343

	Hypothesis 2c
	0,126
	0,068
	0,054

	 
	 
	 
	 

	Hypothesis 3
	0,01
	-0,13
	-0,08

	Hypothesis 3a
	0,105
	-0,72
	0,011

	Hypothesis 3b
	0,034
	-0,788
	0,064

	Hypothesis 3c
	0,15
	0,1
	0,143

	 
	 
	 
	 

	 
	 
	 
	 

	 
	Underscored is Significant at 0,10 level
	 

	 
	Bold is significant at 0,05 level
	 


When looking at the values in the table above it becomes apparent that there are not that much hypothesis valid at the significance level of 0,05. Some of these have very low values indicating that the hypothesis is significant, but the influence of the independent variable on the dependent variable is not that high. This is the case for hypothesis two in regard to two of the dependent variables. So Human Capital has a significance on the earnings per day as well as the working days per year, but the relationship is not so strong.
Then we have two hypothesis that have been proven significant and medium in strength and those are hypothesis 1 in regard to career satisfaction and hypothesis 1b in regard to the earnings per day. This means that risk taking in itself is moderately but significantly responsible for the earnings per day, whereas all the different individual characteristics combined are in a reasonable way responsible for career satisfaction. 

Also there are two hypothesis that have been proven significant and have a high explanatory value in the corresponding dependant variable. These are hypothesis 1f in regard to career satisfaction and hypothesis 2b in regard to working days per year. The first hypothesis can be explained by the fact that people who have a high perceived self efficacy tend to think that they can perform tasks more effectively than another. Therefore these people will also have a tendency to have a higher career satisfaction because they believe in them being more effective than others, all other variables kept ceteris paribus. In regard to the other relationship it is a rather odd outcome, because people with more freelance experience tend to work more days in the year. This can be explained by the fact that these are the successful freelancers. However this should be reflected on the earnings per day or the career satisfaction, however this is not the case in this research.  
Finally this research has came across two different hypothesis that have been found to have a significant but negative associated relationship between themselves and the corresponding dependant variable. Hypothesis 1d in regard to career satisfaction and hypothesis 2a in regard to the working days per year. These hypothesis indicate that people with a high level of autonomy perceive to have less satisfaction from ones career, which is an interesting finding. Also experience as a software developer has a negative relationship with the amount of working days per year, which can be explained by the fact that more experienced developers are better capable of solving the problems that they are facing in their task. 
5. Results
This chapter consists of the empirical analysis of this online survey. Multivariate regression models will be presented, followed by the different hypothesis that will be tested and finally an update for the conceptual framework is presented.
5.1 Respondents and Sample

During the survey, the respondents were asked some general questions in order to prevent them from getting the feeling that this research was only meant to extract information. For example the respondents were also asked to recommend improvements in order to enhance the value that the vworker website proposes for its users. Also general satisfaction in regard to the site had been asked and how the respondents would rank the vworker.com website compared to its competitors. 
One of the interesting findings is the amount of people that have become a member of the Vworker website via links on other websites. This accounts for more than a quarter of the amount of registrations on the Vworker website. Combined with people who have signed on via Friends and Family they combine almost 75% of the registrations as stated below in figure 3. 
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Figure 3 How did they come in contact with the Vworker Website

Based on these facts it seems proven that the Vworker phenomenon has experienced a lot of positive mouth to mouth marketing, since advertisement is not that big of a part of the registrations on the forum. Also when looking into the features described as positive from the Vworker website, a lot of different items are suggested, examples are safe paying / handling of personal info, but also looking into an online punchcard for worked hours has been noticed as a significant benefit. Only a few respondents were unable to fill in anything positive about the vworker phenomenon, whereas almost a quarter of the people filled in more than one response I order to establish their comfort with the Vworker website. 
5.2 Empirical Results

This research has three different dependent variables ( Career Satisfaction, Daily Wage, Days worked in a year) and the different number of cases will depend on the amount of responses given to be valid according to each of the different independent variables. Some of these suffered from outliers, which needed to be deleted in order to make sound assumptions in regard to the different hypothesis. 
5.2.1 Normal Distribution and Linearity Assumption

One of the key assumptions in building regression models is the normal distribution of the different variables. Dependant variables are especially sensitive for these deviations. After making a visual inspection of the different histogram’s and charts that have been used to illustrate how the variables have been dispersed, some are a little bit moved to the left and others a bit to the right. All the variables seem to be normally distributed and therefore this research can rule out any heteroscedasticity. 

5.2.2.Correlation Matrix
The correlation matrix can be found in Appendix A and has been given in order to give a closer look to the dataset and give a view of the general dynamics within the model. The correlation between the activity within networks is positively correlated to the size of the network, which makes sense since people who are more actively participating within a network are more likely to come into contact with new individuals thereby expanding their own personal network. Risk taking propensity also has a positive and significant influence on the size of the network as well as the activity within the network. 

5.2.3 Multivariate Regression Analysis Results

A Multivariate regression analysis measures the correlation between multiple quantitative variables. Standardized regression coefficients (β) is an indication of the degree of correlation and the positive or negative nature of the relationship. Since the hypotheses have mostly been proven in a likeminded environment and there are no new novelty constructs to be discussed in this research  the required significance score (p-score) shall remain at 0,05. However in order to give a better overview of the tested variables all the different regression models have been summarized in the table below. 
	 
	Dependent Variables

	 
	Subjective Performance
	Objective Performance
	Objective Performance

	 
	Career Satisfaction
	Earnings per day
	Working days per year

	Need For Achievement
	-1,010
	0,010
	-0,209

	Risk Taking
	-0,220
	0,180
	0,211

	Innovativeness
	-1,680
	0,250
	-0,161

	Autonomy
	-1,540
	0,430
	-0,028

	Locus of Control
	0,206
	0,180
	-0,066

	Self Efficacy
	0,193
	0,003
	0,016

	 
	 
	-0,139
	 

	ExpSoftware
	0,089
	0,436
	-0,920

	ExpIndep
	0,048
	-0,307
	0,099

	ExpTraining
	-0,114
	-0,139
	0,063

	 
	 
	 
	 

	SocialManagement
	0,027
	0,157
	0,063

	SocialFriends
	0,030
	0,054
	-0,030

	Network Participation
	0,121
	0,273
	-0,179

	 
	 
	 
	 

	R²
	0,142
	0,119
	-0,080

	Significance of Entire Model
	0,010
	0,023
	0,519

	Results can be found
	Appendix B
	Appendix C
	Appendix D

	
	
	
	

	
	Underscored is Significant at 0,10 level
	

	
	Bold is significant at 0,05 level
	


Note: All scores given in this table are β scores, besides the two bottom scores of R² and significance of the model. 
The dependent variable Career Satisfaction was not significantly explained by any of the independent variables at the 0,05 level. However when moving this upward to a significance on 0,10 in order to state some findings in regard to this variable. It can be stated that an internal locus of control (β 0.206) and a high level of self efficacy (β 0.193) are positively related to the satisfaction of ones career. 

When looking at the table above it becomes imminent that experience in software coding tools (β 0.436) is the most influential on the earnings per day. Rather strange is the large and significant influence of having experience as an independent professional (β -0.307) being of a negative influence on the earnings per day. The third significantly positive relationship in regard to the earnings per day is the network participation  (β 0.273) which is significantly positive related to the earnings per day. 

The values given in regard to the third and final dependent variable are solely indicators and no empirical results can be derived from these, since the model in itself is not significant. Next to the significance of the model it also posses a negative R² which indicates that a the dependant variable is negatively explained by the independent variables. 
6. Discussion and Conclusion

In this chapter an answer will be proposed to the central research question of this research: 
What makes a freelancer perform better in the online marketplace? The discussion in this chapter has found its roots in the preceding three chapters by taking into account, the theoretical framework, the methodology chapter and the results of the survey. At the end of this chapter a conclusion will be formulated, followed by some of the limitations of this study and also recommendations for future research will be given.
6.1 Performance of the Freelancer

This study attempted to extrapolate the empirical evidence in regard to the entrepreneurial performance onto the field of online freelancers and more specifically that of the online software programmer. These two field of business share some similarities, but are also distinctively different from each other. 
The performance of the freelancer has been subdivided into three significantly different measurements, for one significant relationships have been found. The Earnings per day have been significantly been explained by Experience in software coding tools ( (β 0.436) and Network participation ( β 0.273). Based on the fact that experience in software programming tools has a higher value of β it is more influential in regard to the earnings per day. This could be explained by the fact that in the online marketplace, when you do not have a lot of face to face contact, network participation becomes less important than the experience that one must have with the tools that he needs to work with in order to satisfy his or her customers. 
However one interesting finding was the large and significant influence that experience in regard to freelancing had to the amount of money earned per day, contrary to what was expected this had a negative relationship (β -0.307). Experience as a freelancer would have a negative influence on the money earned per day. 

Career satisfaction was less explained by the results found in this research, however in a moderate way an internal locus of control (β 0.206) and a high level of self efficacy (β 0.193) were found to have a rather significant influence on the career satisfaction. Both relationships can be explained, because one who has an internal locus of control and thereby believes that one is in control of his or her own destiny. With this belief in mind, one will always contribute his or her success to the actions that one has and since it is a natural habit of people not to admit their own flaws, stating that a career was unsuccessful and that the only one to blame is yourself is not done that often. 

A high level of self efficacy leads to higher career satisfaction and that relationship can be explained similarly. If one thinks that he can perform a task effectively and better than another, than one is keen on perceiving their career as being successful rather than unsuccessful since otherwise their statement as being more efficient than another would have been proven false.  

When looking into the amount of working days per year and the different variables that have had some significant influence on this variable, two variables have been found in this research. Risk taking propensity ( β 0.211) has found to have a positive relationship with the amount of working days per year. This can be explained that by having a higher risk tolerance, one is better to cope with the amount of work that needs to be done, thereby getting more jobs than he could normally handle and consecutively having to invest more days per year in completing all the tasks that he or she had signed on for. 
Need for achievement (β -0.209) is negatively related to the amount of working days per year, which can be explained by looking into the fact that one with high levels of need for achievement will only enrol his or herself in the number of jobs that one can profit from a high reward / lower input. Thereby paying less attention to rather simple and more routine tasks that can make a quick buck, these kind of people are more focussed on finding the golden egg. 
6.2 Conclusions
This research was aimed at providing more insight in regard to the importance of Human Capita; Social Capital and Individual Characteristics in regard to the performance of the freelancer. Experience was found to have the most influence on the earnings per day, especially the experience in regard to software programming tools. This relationship was as expected since in the rapid changing world of an online freelancer, one can rely on own experiences in order to adapt rapidly to the new technologies proposed in this fast changing environment. Based on his or her experience the freelancer is better aware of the development of new technologies. It is as expected since more experience in the tools of trade are in almost any given industry a catalyst for the amount of money that one can earn.

Experience in regard to freelancing was found to have a significant negative relationship, which was an unexpected finding of this study. This can be explained by looking into the Vworker.com client base which is highly customer specified. Online software developers need to find custom made solutions and can rarely sell the same solution multiple times. Since this is such a specific type of market experience as a freelancer might damage the reputation from the start, by not delivering such customized services and thinking too lightly of these market specific conditions and sticking to the belief that the solutions that they have been selling over the past will also be able to solve the problems of the future.  
Network participation has found to have a positive influence on the amount of earnings of the  freelancer in a positive way. However this could have been achieved via multiple routes. The participation in the network could have resulted in a fairly well known position in the marketplace which would in turn result in more business offers from being better known amongst their peers. However the network participation can also increase the learning curve ( although not researched in this study), by helping out well known contacts with issues, this could benefit the overall level of software programming within a group, which could in turn lead to better earnings for each and every member of the group. 

When looking at the dependent variable of Career satisfaction it is regrettable to see that there were no significances found at the 0,05 level of reliability. There were two different characteristics that found to have a (semi) significant and positive influence on career satisfaction. These were anticipated, however it is rather disappointing that none of the other variables was found to have a significant influence on career satisfaction.
An internal locus of control has a positive influence on career satisfaction. As one believes that one can control his or her own destiny it seems to be logical that these perceive to have a higher career satisfaction, because if one does not meet the goals that one has there is only one person accountable and that is you. Because if you have chosen a profession at which you are not better than another and thereby able to perform above average, you have chosen the wrong career path and only you are accountable. Whereas if people have an external locus of control can thereby address a lack of success to random events or having just bad luck in regard to there career. This may also lead to a certain bias for people with inner locus of control to perceive to have a higher career satisfaction and a higher satisfaction in general based on the preceding assumption. 
Higher self efficacy of the freelancer means that one believes himself to be better able to perform certain tasks than others. This enhances the argument already stated at the internal locus of control and multiplies the end result of the two combined. If one believes that their success is contributable to oneself and at the same time is convinced of being able to perform better than others, it will very seldom occur that one is not satisfied with ones career. Only option here to describe the career as non-satisfactory would be if one had been overconfident of his or her abilities, however one would have figured that out in a timely fashion and would more eagerly change to an external locus of control of less self efficacy in order to explain failure.
6.3 Limitations

Each and every study has its limitations in regard to validity and generalizability in practice.
1. During the creation of the survey a lot of extensive measurements have been cut down in order to create a less time consuming format for the respondents to fill in the questionnaire. Unfortunately it is possible that during this research the reliability and validity of the results has been affected negatively.

2. By confiding this research solely to the website Vworker.com, the results from this research are lacking in generalizability, because there might be some unforeseen characteristics that make the Vworker.com website ( and its users) unique in regard to other freelancers either offline or online. 

3. Focussing this research on individual characteristics, Human and Social Capital may have led to missing out on other key components that could have influenced the freelance performance, but were left outside of the scope of this research.
6.4 Recommendations 
At the end of this research recommendations for future research will be given in regard to freelancers in general as well as for the Vworkers themselves in order to assist in the development of the (research regarding) freelancers.
6.4.1 Recommendations for Freelancers

The recommendations for freelancers will be given in regard to the literature in order to provide fruitful ground for future researchers in this field and hopefully these will be researched in order to contribute to the body of literature in regard to freelancers. Below are the different items given that might be interesting research subjects for other researchers.
1. During this research the assumption was made that the characteristics that provided empirical evidence in explaining the performance of the entrepreneur would also be applicable in the world of freelancing. However since the results of this study did not provide a lot of empirical evidence in this respect, the different characteristics that can be applied in the field of freelancers ( and in more detail the online) can use more empirical evidence.

2. By dividing the attention in regard to the performance measurement and saving on the composition of some of the scales, this might have cost some empirical validity of this research. Some relationships are there and might be a fruitful base for further research in which one can pick out a few items and conduct a more severe research in regard to those variables to explore these separately.
3. Another recommendation for future research can be to aim for a totally different group of freelancers in the offline marketplace for instance. This in order to be able to check and see if there is certain ground in which the performance measurements applicable to the entrepreneurial field can also be applied in regard to the offline freelancer. 

6.4.2 Recommendations for Vworkers

Recommendations for the Vworkers will be stated below in order to give a summary of the different outcomes of this research. Also a few more general recommendations will be stated.

1. Based on the results from this research the Vworker should spend time in his experience as a software programmer in order to increase the amount of money that can be earned as a freelancer.

2. Next to this a freelancer should actively participate in a network in order to earn more money, however this might coincidently attribute to learning spillovers that might in turn increase ones knowledge of software programming thereby again increasing the earnings of the freelancers. 
3. This research has found that the internal locus of control and high self efficacy have a positive influence on the Career Satisfaction of the Vworker. Although since these are more or less fixed characteristics of a freelancer that are not easily to be changed it is something that the freelancer should take into consideration.

4. Since network participation is a key determinant of the earnings of the freelancer, each and every freelancer needs to look in the mirror on how he or she can improve their own network participation. Either by intensifying the current contracts that one has or more actively searching for newer contacts or looking at vague acquaintances and coming closer to them. 
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 Appendix A
	Correlations

	
	
	NeedForAchievement
	RiskTaking
	Innovativeness
	Autonomy
	LocusOfControl
	SelfEfficacy
	Experience
	Diplomas
	Network
	ActivityNetwork
	Performance

	NeedForAchievement
	Pearson Correlation
	1
	.011
	-.232**
	.160*
	-.348**
	-.298**
	.062
	-.103
	-.159
	-.139
	-.199*

	
	Sig. (2-tailed)
	
	.888
	.002
	.041
	.000
	.000
	.444
	.179
	.067
	.069
	.014

	
	N
	185
	182
	183
	165
	177
	178
	156
	173
	133
	171
	152

	RiskTaking
	Pearson Correlation
	.011
	1
	.144
	.090
	-.229**
	-.102
	.076
	.203**
	.355**
	.255**
	.104

	
	Sig. (2-tailed)
	.888
	
	.054
	.254
	.002
	.179
	.348
	.008
	.000
	.001
	.209

	
	N
	182
	182
	180
	163
	174
	175
	155
	171
	132
	169
	149

	Innovativeness
	Pearson Correlation
	-.232**
	.144
	1
	.067
	.141
	.175*
	.210**
	.045
	.110
	.187*
	.108

	
	Sig. (2-tailed)
	.002
	.054
	
	.392
	.062
	.020
	.008
	.555
	.207
	.015
	.188

	
	N
	183
	180
	183
	164
	176
	177
	156
	172
	133
	169
	151

	Autonomy
	Pearson Correlation
	.160*
	.090
	.067
	1
	-.278**
	-.110
	-.032
	-.005
	-.105
	-.117
	-.124

	
	Sig. (2-tailed)
	.041
	.254
	.392
	
	.000
	.166
	.709
	.954
	.252
	.144
	.151

	
	N
	165
	163
	164
	165
	162
	160
	138
	155
	120
	157
	136

	LocusOfControl
	Pearson Correlation
	-.348**
	-.229**
	.141
	-.278**
	1
	.324**
	.059
	-.081
	-.049
	-.022
	.137

	
	Sig. (2-tailed)
	.000
	.002
	.062
	.000
	
	.000
	.470
	.302
	.582
	.783
	.100

	
	N
	177
	174
	176
	162
	177
	172
	150
	166
	128
	164
	145

	SelfEfficacy
	Pearson Correlation
	-.298**
	-.102
	.175*
	-.110
	.324**
	1
	.136
	.025
	.052
	.013
	.162

	
	Sig. (2-tailed)
	.000
	.179
	.020
	.166
	.000
	
	.096
	.743
	.559
	.869
	.051

	
	N
	178
	175
	177
	160
	172
	178
	151
	168
	130
	164
	146

	Experience
	Pearson Correlation
	.062
	.076
	.210**
	-.032
	.059
	.136
	1
	-.120
	.236**
	.220**
	.099

	
	Sig. (2-tailed)
	.444
	.348
	.008
	.709
	.470
	.096
	
	.142
	.008
	.008
	.257

	
	N
	156
	155
	156
	138
	150
	151
	156
	151
	124
	143
	132

	Diplomas
	Pearson Correlation
	-.103
	.203**
	.045
	-.005
	-.081
	.025
	-.120
	1
	.276**
	.053
	.101

	
	Sig. (2-tailed)
	.179
	.008
	.555
	.954
	.302
	.743
	.142
	
	.002
	.508
	.230

	
	N
	173
	171
	172
	155
	166
	168
	151
	173
	129
	161
	143

	Network
	Pearson Correlation
	-.159
	.355**
	.110
	-.105
	-.049
	.052
	.236**
	.276**
	1
	.517**
	.152

	
	Sig. (2-tailed)
	.067
	.000
	.207
	.252
	.582
	.559
	.008
	.002
	
	.000
	.105

	
	N
	133
	132
	133
	120
	128
	130
	124
	129
	133
	129
	115

	ActivityNetwork
	Pearson Correlation
	-.139
	.255**
	.187*
	-.117
	-.022
	.013
	.220**
	.053
	.517**
	1
	.214*

	
	Sig. (2-tailed)
	.069
	.001
	.015
	.144
	.783
	.869
	.008
	.508
	.000
	
	.011

	
	N
	171
	169
	169
	157
	164
	164
	143
	161
	129
	171
	142

	Performance
	Pearson Correlation
	-.199*
	.104
	.108
	-.124
	.137
	.162
	.099
	.101
	.152
	.214*
	1

	
	Sig. (2-tailed)
	.014
	.209
	.188
	.151
	.100
	.051
	.257
	.230
	.105
	.011
	

	
	N
	152
	149
	151
	136
	145
	146
	132
	143
	115
	142
	152

	**. Correlation is significant at the 0.01 level (2-tailed).

	*. Correlation is significant at the 0.05 level (2-tailed).


Appendix B

Variables Entered/Removed(b)

	Model
	Variables Entered
	Variables Removed
	Method

	1
	SocialManagement, Innovativeness, SocialFriends, ExpIndep, Autonomy, ExpTraining, SelfEfficacy, NetworkParticipation, NeedForAchievement, RiskTaking, LocusOfControl, ExpSoftware(a)
	.
	Enter


a  All requested variables entered.

b  Dependent Variable: CareerSatisfaction


Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	,495(a)
	,245
	,142
	,97867


a  Predictors: (Constant), SocialManagement, Innovativeness, SocialFriends, ExpIndep, Autonomy, ExpTraining, SelfEfficacy, NetworkParticipation, NeedForAchievement, RiskTaking, LocusOfControl, ExpSoftware


ANOVA(b)

	Model
	 
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	27,390
	12
	2,283
	2,383
	,010(a)

	 
	Residual
	84,287
	88
	,958
	 
	 

	 
	Total
	111,677
	100
	 
	 
	 


a  Predictors: (Constant), SocialManagement, Innovativeness, SocialFriends, ExpIndep, Autonomy, ExpTraining, SelfEfficacy, NetworkParticipation, NeedForAchievement, RiskTaking, LocusOfControl, ExpSoftware

b  Dependent Variable: CareerSatisfaction


Collinearity Diagnostics(a)

a  Dependent Variable: CareerSatisfaction


Coefficients(a)

	Model
	 
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	 
	 
	B
	Std. Error
	Beta
	 
	 
	Tolerance
	VIF

	1
	(Constant)
	2,710
	1,332
	 
	2,035
	,045
	 
	 

	 
	NeedForAchievement
	-,124
	,134
	-,101
	-,927
	,356
	,717
	1,394

	 
	RiskTaking
	-,035
	,168
	-,022
	-,205
	,838
	,744
	1,344

	 
	Innovativeness
	-,154
	,096
	-,168
	-1,602
	,113
	,776
	1,288

	 
	Autonomy
	-,187
	,122
	-,154
	-1,536
	,128
	,849
	1,178

	 
	LocusOfControl
	,283
	,156
	,206
	1,819
	,072
	,667
	1,499

	 
	SelfEfficacy
	,453
	,250
	,193
	1,811
	,074
	,758
	1,320

	 
	ExpTraining
	,001
	,001
	,089
	,896
	,373
	,873
	1,145

	 
	ExpSoftware
	,029
	,077
	,048
	,382
	,703
	,547
	1,827

	 
	ExpIndep
	-,072
	,075
	-,114
	-,950
	,345
	,594
	1,683

	 
	NetworkParticipation
	,136
	,117
	,121
	1,161
	,249
	,787
	1,271

	 
	SocialFriends
	,002
	,008
	,030
	,306
	,761
	,899
	1,113

	 
	SocialManagement
	,000
	,001
	,027
	,266
	,791
	,821
	1,218


a  Dependent Variable: CareerSatisfaction

Appendix C

Variables Entered/Removed(b)

	Model
	Variables Entered
	Variables Removed
	Method

	1
	SocialManagement, Innovativeness, ExpIndep, SocialFriends, Autonomy, ExpTraining, SelfEfficacy, RiskTaking, NetworkParticipation, NeedForAchievement, LocusOfControl, ExpSoftware(a)
	.
	Enter


a  All requested variables entered.

b  Dependent Variable: NPerform3


Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	,474(a)
	,224
	,119
	,9213057


a  Predictors: (Constant), SocialManagement, Innovativeness, ExpIndep, SocialFriends, Autonomy, ExpTraining, SelfEfficacy, RiskTaking, NetworkParticipation, NeedForAchievement, LocusOfControl, ExpSoftware


ANOVA(b)

	Model
	 
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	21,601
	12
	1,800
	2,121
	,023(a)

	 
	Residual
	74,695
	88
	,849
	 
	 

	 
	Total
	96,295
	100
	 
	 
	 


a  Predictors: (Constant), SocialManagement, Innovativeness, ExpIndep, SocialFriends, Autonomy, ExpTraining, SelfEfficacy, RiskTaking, NetworkParticipation, NeedForAchievement, LocusOfControl, ExpSoftware

b  Dependent Variable: NPerform3


Coefficients(a)

	Model
	 
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	 
	 
	B
	Std. Error
	Beta
	 
	 
	Tolerance
	VIF

	1
	(Constant)
	-2,479
	1,259
	 
	-1,970
	,052
	 
	 

	 
	NeedForAchievement
	,011
	,127
	,010
	,088
	,930
	,721
	1,388

	 
	RiskTaking
	,026
	,151
	,018
	,171
	,865
	,772
	1,296

	 
	Innovativeness
	,021
	,090
	,025
	,235
	,815
	,778
	1,285

	 
	Autonomy
	,048
	,116
	,043
	,416
	,678
	,838
	1,193

	 
	LocusOfControl
	,230
	,142
	,180
	1,617
	,109
	,710
	1,408

	 
	SelfEfficacy
	,006
	,236
	,003
	,024
	,981
	,761
	1,314

	 
	ExpTraining
	-,001
	,001
	-,139
	-1,383
	,170
	,873
	1,145

	 
	ExpSoftware
	,249
	,074
	,436
	3,350
	,001
	,520
	1,922

	 
	ExpIndep
	-,179
	,072
	-,307
	-2,479
	,015
	,573
	1,745

	 
	NetworkParticipation
	,284
	,111
	,273
	2,565
	,012
	,781
	1,281

	 
	SocialFriends
	,004
	,007
	,054
	,546
	,586
	,898
	1,114

	 
	SocialManagement
	,001
	,001
	,157
	1,515
	,133
	,822
	1,217


a  Dependent Variable: NPerform3

Appendix D

Variables Entered/Removed(b)

	Model
	Variables Entered
	Variables Removed
	Method

	1
	SocialManagement, Innovativeness, ExpIndep, SocialFriends, Autonomy, ExpTraining, SelfEfficacy, RiskTaking, NeedForAchievement, NetworkParticipation, LocusOfControl, ExpSoftware(a)
	.
	Enter


a  All requested variables entered.

b  Dependent Variable: NPerform4


Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	,336(a)
	,113
	-,008
	,9957268


a  Predictors: (Constant), SocialManagement, Innovativeness, ExpIndep, SocialFriends, Autonomy, ExpTraining, SelfEfficacy, RiskTaking, NeedForAchievement, NetworkParticipation, LocusOfControl, ExpSoftware


ANOVA(b)

	Model
	 
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	11,098
	12
	,925
	,933
	,519(a)

	 
	Residual
	87,250
	88
	,991
	 
	 

	 
	Total
	98,347
	100
	 
	 
	 


a  Predictors: (Constant), SocialManagement, Innovativeness, ExpIndep, SocialFriends, Autonomy, ExpTraining, SelfEfficacy, RiskTaking, NeedForAchievement, NetworkParticipation, LocusOfControl, ExpSoftware

b  Dependent Variable: NPerform4


Coefficients(a)

	Model
	 
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	 
	 
	B
	Std. Error
	Beta
	 
	 
	Tolerance
	VIF

	1
	(Constant)
	,979
	1,352
	 
	,724
	,471
	 
	 

	 
	NeedForAchievement
	-,242
	,137
	-,209
	-1,764
	,081
	,719
	1,390

	 
	RiskTaking
	,302
	,165
	,211
	1,831
	,070
	,762
	1,312

	 
	Innovativeness
	-,138
	,097
	-,161
	-1,419
	,159
	,783
	1,277

	 
	Autonomy
	-,033
	,126
	-,028
	-,261
	,795
	,846
	1,182

	 
	LocusOfControl
	-,085
	,154
	-,066
	-,553
	,582
	,708
	1,413

	 
	SelfEfficacy
	,035
	,256
	,016
	,138
	,891
	,761
	1,313

	 
	ExpTraining
	,000
	,001
	,063
	,584
	,561
	,873
	1,146

	 
	ExpSoftware
	-,054
	,078
	-,092
	-,684
	,495
	,562
	1,779

	 
	ExpIndep
	,058
	,076
	,099
	,771
	,443
	,610
	1,640

	 
	NetworkParticipation
	-,189
	,121
	-,179
	-1,563
	,122
	,772
	1,295

	 
	SocialFriends
	-,002
	,008
	-,030
	-,288
	,774
	,898
	1,113

	 
	SocialManagement
	,000
	,001
	,063
	,567
	,572
	,818
	1,222


a  Dependent Variable: NPerform4
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