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Intention to Leave Self-employment:

A Comparison of Business Owners and the Independently Self-employed

ABSTRACT
This paper examines individuals who want to leave self-employment to work a ‘regular’ job for someone else.  We compare business owners and the independently self-employed who intend to leave self-employment (Leavers) with those who desire to remain self-employed (Stayers).  The analyses used data from a national probability sample (n = 738 self-employed), the 2008 National Study of the Changing Workforce.  Work, health, work-family, and satisfaction variables differed for four groups (Owner Stayers, Independent Stayers, Owner Leavers, and Independent Leavers), controlling for demographic and personal variables.  Implications and directions for future research are discussed. 
Keywords:
Self-employment; small business; business exit
Intention to Leave Self-employment:

A Comparison of Business Owners and the Independently Self-employed
Self-employment is a major contributor to the US and global economies.  The impact of entrepreneurship and small business on the US economy would be difficult to overstate 
 ADDIN EN.CITE 

(Singh & Ogbolu, 2015)
.  Studies demonstrate how such businesses improve the employment rate and contribute greatly to the gross domestic product 
 ADDIN EN.CITE 

(Audretsch & Thurik, 2001; Binder & Coad, 2013; Birch, 1987; Kumar & Liu, 2005)
.  Reynolds et al. provide evidence for the positive impact of new businesses and entrepreneurial activity 
 ADDIN EN.CITE 

(Reynolds, Carter, Gartner, & Greene, 2004; Reynolds & Curtin, 2008)
.  
Each year many individuals join the ranks of the self-employed while many others leave self-employment to work for someone else (Shane, 2016).  Arum and Muller (2004) point out that a complete understanding of self-employment dynamics goes beyond identifying who selects self-employment and why.  We also need to understand who leaves self-employment and why (DeTienne, 2010).  The two main reasons offered by these investigators for exiting self-employment are business failure and better opportunities afforded by the labor market rendering self-employment less viable (Arum & Muller, 2004).  Failing in small business may push people out of self-employment into a traditional organization where they work for someone else.   However, we do know that individuals exit from financially distressed as well as high-performing companies (Luzzi & Sasson, 2016) and that there are many paths to exiting a business (DeTienne & Cardon, 2012).
While we do agree that business failure and better opportunities are valid reasons to exit self-employment, we also believe that the dynamics are more varied and more complicated, particularly when considering the individual’s point of view rather than the firm’s perspective (e.g., DeTienne, 2010).  The relatively few studies (Evans & Leighton, 1989) that have considered movement into and out of self-employment have used transition matrices, a stock and flow analysis from an economic perspective.  The focus is purely on the number of new businesses started and the number that leave the market per unit of time.  Such studies do not permit the investigators to examine the reasons for leaving self-employment (Kim, 2008).  This is an important gap in the literature that needs to be addressed.
Many individuals who start small businesses feel a sense of ownership that transcends financial ownership; there is a sense that the business is their ‘baby’ (Cardon, Zietsma, Saparito, Matherne, & Davis, 2005), that it is an extension of their personality (Carland, Hoy, Boulton, & Jo Ann, 1984), and that it is intricately intertwined with family needs and desires (Carland et al., 1984).  This degree of psychological ownership suggests that the decision to exit the business that one created involves many factors beyond possible financial reasons for leaving.  There is an investment of time, effort, and energy in the business (DeTienne, 2010).  It also suggests that the decision to walk away from one’s ‘baby’ must be complicated and difficult indeed.  We contend that such factors as job pressure, autonomy, stress, health, work-family, and satisfaction need to be a part of the exit equation.  Some of the exit studies 
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(Ahn, 2011; Biehl, Gurley-calvez, & Hill, 2014; Lin, Picot, & Compton, 2000)
 included demographic factors (e.g., age, presence of young children) but none of the studies that we reviewed included the types of variables that we are suggesting in relation to exiting self-employment.  This appears to be unaddressed in the self-employment literature.
As such, the present study was undertaken to examine work, health, work-family, and satisfaction variables in relation to one’s intention to leave self-employment to work a regular job for someone else.  The data came from the 2008 National Study of the Changing Workforce (NSCW), a nationally representative database of working adults in the U.S.  Our focus was comparing self-employed business owners and independently self-employed individuals 
 ADDIN EN.CITE 

(Prottas & Thompson, 2006)
.  Although all of the self-employed in our study are technically business owners (Sherman, Accessed 2018), we differentiate owners versus independents on the basis of having employees.  Independents are self-employed but do not employ others while owners do employ others 
 ADDIN EN.CITE 

(Beutell, Schneer, & Alstete, 2014; Prottas & Thompson, 2006)
.  This distinction has been accepted as important in the self-employment literature.  Coupled with our “intention to leave self-employment” variable, we consider four groups:  Independent Leavers, Independent Stayers, Owner Leavers, and Owner Stayers.
Theoretical framework and hypotheses 

The theory of intentions and planned behavior 
 ADDIN EN.CITE 

(Ajzen, 1991; Gollwitzer & Brandstätter, 1997; Lee, Wong, Foo, & Leung, 2011)
, the job demands-resources (JD-R) theory (Bakker & Demerouti, 2007), and the conservation of resources (COR) theory 
 ADDIN EN.CITE 

(S. E. Hobfoll, 1989; Stevan E. Hobfoll, 2002)
 provided the theoretical background.  The theory of intentions has been used previously in the entrepreneurial and self-employment literature 
 ADDIN EN.CITE 

(Beutell et al., 2014; Carsrud & Brannback, 2009; Kreuger & Carsud, 1993)
.  Leaving self-employed is a conscious career choice (Carroll & Mosakowski, 1987; Douglas & Sheperd, 2002), an intentional act.  Measuring intent toward an activity, like exiting a business, is the strongest predictor of actually leaving.  The robustness of such intentions has been demonstrated in many studies 
 ADDIN EN.CITE 

(Davidsson, 1991; Kreuger & Carsud, 1993; Kreuger, Reilly, & Carsud, 2000)
.  Gollwitzer and Brandstätter (1997) used a four-stage model showing how individuals move along a continuum from initial thoughts of exiting to full withdrawal from the business.  In the initial phase, known as the pre-decisional stage, the individual begins thinking about the possibility of leaving self-employment.  This is followed by the pre-actional stage that commences with goal-directed behavior aimed at identifying necessary disengagement steps.  Next is the actional phase where the individual exits self-employment.  Finally, the post-actional stage compares the anticipated outcome of working for someone else with the actual results obtained. 

Job demands-resources theory 

The JD-R theory was used to identify the variables for this study. The JD-R applies to all types of jobs, including self-employment 
 ADDIN EN.CITE 

(Nordenmark, Vinberg, & Strandh, 2012; Volpone, Perry, & Rubino, 2013)
.  This model extends previous models by considering resources and demands that contribute to employee well-being. As such, the JD-R goes beyond models that only focus on stress and negative outcomes.  In using this model, we are addressing self-employment from a psychological and life-space management perspective.  Self-employment is a choice that fits with other identities, ideally in a synergistic fashion (Sheperd & Haynie, 2009). 

The JD-R theory posits that each job has a unique combination of demands and resources associated with it (Bakker & Demerouti, 2007).  Job demands are physical, psychological, social, and organizational factors.  Job resources are factors that reduce job demands and their associated consequences, such as physical and psychological exhaustion, as well as factors leading to learning, growth, and development. The model has received extensive empirical support (Bakker & Demerouti, 2007; Demerouti & Bakker, 2011). Previous research has supported the use of this model in a self-employment context and the variables used in this study (Beutell et al., 2014).
The COR theory (S. E. Hobfoll, 1989), often cited with the JD-R theory, argues that the prime human motivation is the accumulation and maintenance of resources. Accordingly, resources are valuable in their own right and are instrumental in garnering additional resources and achieving outcomes.  The JD-R and COR were useful in framing our hypotheses.
 

Work variables: Autonomy & job pressure.  Starting a business can be very demanding since one’s time and other resources are at stake.  In fact, national surveys indicate that the self-employed work more hours than those who are organizationally employed (Morales, 2009).  Autonomy, a job resource, refers to discretion in how work gets done.  Autonomy is a primary motivator in the choice of self-employment and entrepreneurial careers 
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(Peel, 2004; Van Gelderen & Jansen, 2006; Wortman, 1987)
.  However, autonomy as a resource can be diminished and transform into a demand as pressure grows on the individual and the business.  Loss of a major self-employment resource may increase thoughts of exiting the business.  In fact, recent research suggests that the self-employed reach a tipping point, where the value of autonomy fades as demands on the business mount (Schonfeld & Mazzola, 2015).  Owners, who typically report greater autonomy than independents, might experience this to a lesser degree since owners can delegate.  Findings indicate that job pressure reduces the benefits of autonomy for owners 
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(Prottas & Thompson, 2006)
.  Nonetheless, we believe that both Independent Leavers and Owner Leavers will experience the impact of diminished autonomy and increased pressure more than Independent Stayers and Owner Stayers. Intention to leave indicates that these demands have consistently exceeded resources.  Thus, we predict that:

  H1:  Leavers (Owners and Independents) will report lower autonomy and higher work pressure than Stayers (Owners and Independents).

Health variables:  Stress, self-rated health, & mental health issues.  Stress is a fact of life for entrepreneurs and the self-employed 
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(Alstete, 2008; Cardon & Patel, 2015)
.  Job demands facing the self-employed include hard work, long hours, emotional exhaustion, and risk that can generate high stress levels (Cardon & Patel, 2015).  The JD-R model posits that an imbalance in job demands and resources can lead to health consequences (Bakker & Demerouti, 2007).  This is one of the major psychological processes underlying the JD-R theory and has been framed as a health impairment process.  High stress levels would suggest such an imbalance.  Self-rated health and mental health issues can also result from an imbalance of job demands and resources.  Indeed, high stress levels are related to both physical and mental health 
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(Bond, Thompson, Galinsky, & Prottas, 2002; Prottas & Thompson, 2006)
.  In addition to higher stress levels, there is also some evidence that self-employment leads to an increase in mental health problems (Andersson, 2008) and psychosomatic health problems (Jamal, 1997).  As such, stress and health issues may be a factor in the decision to exit self-employment:
  H2: Leavers (Owners and Independents) will report higher stress, lower self-rated health, and more mental health issues than Stayers (Owners and Independents).


Work-family interface: Work interfering with family, family interfering with work, and work-family synergy.  The JD-R and COR theories have been used extensively in explaining work-family behaviors (Beutell, 2010; Grandey & Cropanzano, 1999).  The COR theory suggests that conflicts between work and family (Greenhaus & Beutell, 1985) can lead to resource losses, such as time and energy, in both domains.  The diminution of resources from both work and family makes it more difficult to restore them (Hobfoll 1989, 2002).  Self-employment has been suggested as a work arrangement that can help in managing the competing demands of work and family 
 ADDIN EN.CITE 

(Johansson Sevä & Öun, 2015; Prottas & Thompson, 2006)
 by providing a resource, work flexibility.  

Findings have been mixed as to whether the self-employed or organizationally employed report higher levels of work-family conflict 
 ADDIN EN.CITE 

(Beutell, 2007; Johansson Sevä & Öun, 2015; S. Parasuraman & Simmers, 2001)
.  Recent work suggests that the self-employed, particularly those with employees (Owners), experience higher levels of work-family conflict (Johansson Sevä & Öun, 2015).  Owners are likely to have higher work demands than independents 
 ADDIN EN.CITE 

(Prottas & Thompson, 2006)
.  Self-employment as a work-family strategy may be a double-edged sword 
 ADDIN EN.CITE 

(Prottas & Thompson, 2006)
.  While self-employment may reduce work-family conflict for some 
 ADDIN EN.CITE 

(Beutell, O’Hare, Schneer, & Alstete, 2016; Johansson Sevä & Öun, 2015)
, high levels of work-family conflict and low levels of work-family synergy may well be a consideration in the decision to leave self-employment. 
    H3: Leavers (Owners and Independents) will report higher work interfering with family, higher family interfering with work, and lower work-family synergy than Stayers (Owners and Independents).

Satisfaction:  Job satisfaction and life satisfaction.  Job and life satisfaction are important outcomes in the JD-R theory. Consistent with the JD-R and models of psychological success, the self-employed must generate the resources needed to run their businesses, proactively reach their goals, and craft their own vision of business. Undertaking a difficult task and seeing it through to completion is the essence of psychological success: undertake a difficult but achievable goal that you have defined, one that is central to your self-concept, and direct your efforts to achieving the goal (Hall 1976).  This is the process that one goes through in starting a business.  In turn, this success increases self-esteem, which leads to satisfaction (Hall, 1976).  This may explain the findings that those who are self-employed have higher job and life satisfaction than their corporate counterparts 
 ADDIN EN.CITE 

(Blanchflower, 2004; Prottas & Thompson, 2006)
. 


Research suggests that the self-employed have higher job satisfaction 
 ADDIN EN.CITE 

(Binder & Coad, 2013; Blanchflower, 2004; S. Parasuraman & Simmers, 2001; Prottas & Thompson, 2006)
 and life satisfaction 
 ADDIN EN.CITE 

(Binder & Coad, 2013; Blanchflower, 2004; Stephan & Roesler, 2010)
, presumably because of resources and job crafting, than corporate employees.  This might be expected since the self-employed have designed their businesses to meet their needs (as well as those of customers) rather than working on tasks assigned by the employing organization.  The following hypothesis will be tested: 

H4: Leavers (Owners and Independents) will report lower job and life   satisfaction than Stayers (Owners and Independents).


Control variables. We controlled for many of the variables that are related to exiting entrepreneurship and self-employment 
 ADDIN EN.CITE 

(Ahn, 2011; Biehl et al., 2014; DeTienne, 2010; Lin et al., 2000; Rybczynski, 2015)
.  These variables included age, gender, marital status, presence of young children, education, income, number of years in self-employment, and hours worked per week.
METHOD
Sample

The sample consisted of participants in the 2008 National Study of the Changing Workforce (NSCW) conducted by Harris Interactive using a questionnaire designed by the Families and Work Institute.  A total of 3,502 phone interviews were completed with a nationwide cross-section of employed adults between November 12, 2007 and April 20, 2008. Sample eligibility was limited to people who were 18 years or older, employed or operated a business in the civilian workforce, resided in the contiguous 48 states, and lived in a non-institutional residence.  Multiple calls were made per telephone number to complete interviews if the household was eligible.  In households with more than one eligible person, one was randomly selected for the interview.  An incentive of US$25 was offered for participation.  Of the telephone numbers called, 3578 were determined to represent eligible households, and interviews were completed for 3504 (representing a 98% completion rate).  

The present sample included 738 self-employed participants (out of the total sample of 3504) representing Leavers (n=144, 20.0%) and Stayers (n=566, 80.0%).  Leavers and Stayers were identified using the following question: Would you rather have a REGULAR JOB as a permanent employee of a company or organization instead of being self-employed; or, for self-employed business owners, another company instead of operating your own business?  The respondent’s Yes/No answer was coded as 1=Stay and 2=Leave.  Owner versus independently self-employed was assessed by asking whether the self-employed respondent owned a business with employees or if they work on their own without having employees.  Responses were coded as Owner=1 and Independent=2.  Coupled with our intention to leave self-employment variable we considered four groups: Independent Leavers (n=106), Independent Stayers (n=351), Owner Leavers (n=36), Owner Stayers (n=211).  Thirty-four participants could not be classified since one of the classification values was missing.
The sample included 326 women (44.2%) and 412 men (55.8%).  The average age of the respondents was 51.32 (SD=13.05)(Median Age=52.00).  About 24% had a high school diploma, GED, or less than high school while 76% had some college, a college degree, or beyond.  The average salary for all self-employed individuals was US$75,665 (Median salary=45,000).  Nearly 80% had a private, for-profit company.  Approximately 15% generated revenues mainly from one client while 82% had a number of clients.  Sixty-six percent were married and living with a spouse.
We have grouped our variables as work, health-related, work-family, satisfaction, and control variables consistent with our four hypotheses.

Work Variables


The work variables included autonomy and job pressure.

Autonomy. Autonomy was measured using four items (e.g., I have the freedom to decide what I do on my job) with higher scores indicating more autonomy.  The coefficient alpha for this scale was .77.  A similar autonomy measure has been used in previous research (Beutell et al., 2014; Greenhaus, Parasuraman, Granrose, Rabinowitz, & Beutell, 1989).  

Job pressure.  Job pressure was measured using three items (e.g., I never have enough time to get everything done on the job) that were averaged with higher scores indicating more work pressure.  The coefficient alpha for this scale was .52.
Health-related Variables

There are three measures relating to health: self-rated health, mental health issues, and perceived stress.
Self-rated Health.  Self-rated health was measured using one item “how would you rate your current state of health” on a four-point scale (poor, fair, good, excellent).  See McCullough and Laurenceau for a longitudinal review of self-rated health (McCullough & Laurenceau, 2004).  High scores indicate better health.
Mental Health Issues. The index of mental health issues was derived through a principal components analysis of items measuring depression, stress, and mental health issues (e.g., How often have you felt that difficulties were piling up so high that you could not overcome them?).  The scale is standardized with a mean approximating zero and a standard deviation of one.  High scores on this index indicate greater mental health problems.  Coefficient alpha for the entire sample was .78.

Perceived stress.  Stress was measured using 5 items (e.g., How frequently have you felt nervous / stressed in last month?; How frequently did you feel unable to control important things in life in last month?).  Scores were averaged with higher scores indicating higher levels of stress.  The coefficient alpha for this scale was .80.
Work-Family Variables

There were three measures of work-family: Work interfering with family (WIF), family interfering with work (FIW), and work-family synergy (WFS).  These scales have been used in previous self-employment studies 
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(Beutell, 2007; Beutell et al., 2014; Prottas & Thompson, 2006)
.
WIF. WIF measures how much your work obligations get in the way of your family role and was assessed by five items (e.g. frequency that work keeps me from doing a good job at home).  The coefficient alpha is .87.  
FIW.  FIW measures how much your family responsibilities get in the way of your work role and had five items (e.g., frequency of not having enough time for work because of family).  The coefficient alpha is .82.

WFS. WFS measures how much family and work roles enhance each other and consisted of four items (e.g., frequency of having more energy to do things with family because of my job). The coefficient alpha is .70.  

Satisfaction

Job Satisfaction. Job satisfaction was measured using three items: how satisfied are you with your job, would you take the same job again, and would you recommend your job (α =.66).

Life Satisfaction. Life satisfaction was measured using a single-item measure of overall life satisfaction.  Higher scores indicate higher levels of satisfaction.
Control Variables

Age of respondent.  This variable was the respondent’s chronological age, recorded in years.

Gender.  This variable was coded as 1=male and 2=female.


Marital status.  This variable was coded as 1=legally married and 2=all other arrangements. 

Child under 6 years of age.  This variable indicated the presence of a child less than 6 years of age living in the household for at least 6 months of the year.

Education.  This variable was coded 1=High school/GED/ or less, 2=Some postsecondary, and 3=4-year college degree or higher.
Respondent’s Income.  This was a self-report indicating how much the respondent made on an annualized basis: How much did you personally earn in all of LAST YEAR, including bonuses, from all paid employment before taxes?  The amount was recorded in US dollars.

Years in current self-employment position.  This was recorded as the number of years in the current self-employment setting.

RESULTS
Table 1 shows the means, standard deviations, and inter-correlations among the major study variables.  Most of the zero-order correlations are in the expected direction.  Note the strong correlations for stress, health, and work-family variables.  Next, we looked at some comparisons of Owners and Independents using univariate tests.  Owners were more likely to be male (66% versus 34% female), to report higher income (US$75,502) than Independents (US$57,346), work more hours (47.01 per week) versus 35.11 hours for Independents, were self-employed longer (16.46 years) than Independents (14.60 years), and were more likely to be married (72%) versus 63% of Independents.  Finally, there were no significant differences between Owners and Independents for age, education, and the presence of young children.
---------------------------

Insert Table 1 here

---------------------------

Hypothesis Testing


Since the outcomes (dependent variables) of our study (autonomy, job pressure, stress, self-rated health, mental health issues, WIF, FIW, WFS, job satisfaction, and life satisfaction) were conceptually linked and expected to be correlated, we tested our hypotheses with respect to these variables using multivariate analysis of covariance (MANCOVA) with our four groups (Independent Leavers, Independent Stayers, Owner Leavers, and Owner Stayers) as the fixed factor and our control variables (age, gender, marital status, presence of young children, education, income, number of years in self-employment, and hours worked per week) as covariates.  This strategy should yield more robust results by controlling for relationships between dependent variables and using covariates associated with exiting self-employment.

Recall that H1 predicted Leavers (Owners and Independents) will report lower autonomy and higher work pressure than Stayers (Owners and Independents).  Table 2 shows the analysis of covariance (ANCOVA) results.  Autonomy was significant overall (F(3,546)=13.76, p<.001).  Owner Leavers and Independent Leavers did report lower levels of autonomy.  Independent Leavers (M=3.37) were significantly (p<.05) lower than Independent Stayers (M=3.74).  Job pressure was not significantly higher for either group who intended to leave.  The job pressure variable was highly significant until hours worked per week were added as a control.  This suggests that job pressure is a time-based variable.  The differences for this hypothesis were attributable to autonomy.  Thus, H1 was partially supported.
------------------------------

Insert Table 2 here
------------------------------
Our second hypothesis (H2) indicated that Leavers (Owners and Independents) would report higher stress, lower self-rated health, and more mental health issues than Stayers (Owners and Independents).  Significant overall differences (Table 2) were found between the self-employment groups on all three outcomes:  stress (F(3,546)=3.68, p<.05); self-rated health (F(3,546)=2.71, p<.01); and mental health (F(3,546)=4.79, p<.001).  For the stress variable, intended Leavers were higher than Stayers but only Independent Leavers versus Independent Stayers attained statistical significance (p<.05).  Considering self-rated health, Independent Stayers had significantly higher means than Owner Stayers (p<.05) and Owner Leavers (p<.05).  Finally, for mental health issues, Owner Leavers had significantly (p<.01) more issues than Owner Stayers while Independent Leavers reported more issues that Independent Stayers.  Overall, there was moderate support for H2.

Next, H3 argued that Leavers (Owners and Independents) would report higher work interfering with family, higher family interfering with work, and lower work-family synergy than Stayers (Owners and Independents).  The overall between groups tests were significant for WIF (F(3,546)=10.93, p<.001) and FIW (F(3,546)=6.54, p<.001), and were marginally significant for WFS (F(3,546)=2.63, p=.06).  Both Leaver groups reported significantly (p<.01) higher WIF than their corresponding Stayer group (Table 2).  For FIW, Owners who intend to leave were significantly higher than their Stayer counterparts.  Finally, Independent Stayers reported significantly higher work-family synergy than Independent Leavers.  Overall, the findings for work-family variables were moderately strong.

Finally, our last hypothesis (H4) predicted that Leavers (Owners and Independents) would report lower job and life satisfaction than Stayers (Owners and Independents).  Both groups of Leavers were significantly (p<.01) lower on job and life satisfaction than their corresponding group of Stayers.  Thus, H4 was strongly supported.
In summary, our first hypothesis was partially supported since independently self-employed individuals were significantly different on autonomy (Independent Leavers were lower than Independent Stayers). H2 (health and stress variables) was moderately supported particularly for mental health and stress.  H3 (work-family variables) received moderately strong support particularly for work interfering with family (WIF).  Finally, H4 (job and life satisfaction) was strongly supported with those who intend to leave being significantly less satisfied than those who remain self-employed.
DISCUSSION
Our results demonstrate the importance of examining the type of self-employment situation, Owners versus Independents, and intentions to leave self-employment to work for someone else.  All four of our hypotheses received some support indicating the importance of autonomy, health, work-family, and satisfaction variables.  These results add to the growing understanding of the factors related to exiting self-employment.  We know from early studies using transition matrices that people do enter and exit self-employment (Shane, 2016).  This stock and flow analysis does not identify the reasons why people enter and exit.  These studies do tell us, however, that many individuals  do end up leaving self-employment to work for someone else (Binder & Coad, 2013).  
To date, we know much more about why people become self-employed but much less about why individuals decide to leave self-employment.  Our study was designed to better understand the reasons for exiting self-employed based the theory of planned behavior and intentions (Ajzen, 1991) and the JD-R model (Bakker & Demerouti, 2007).  Intentions are one of the strongest predictors of actual behavior, including the decision to leave self-employment.  And the JD-R was useful in specifying job demands and resources that differentiate our four groups.  There is strong support for both of these theories in the self-employment and entrepreneurship literature (Beutell et al., 2014; Carsrud & Brannback, 2009).
As predicted, the findings show that autonomy is lower for those who intend to leave, particularly for Independents.  Owners appear to be less susceptible to decreasing autonomy since Owners can delegate work to others.  Resources in the JD-R model, like autonomy, can lead to increased motivation, but when diminished, can lead to disengagement from work (Bakker & Demerouti, 2007).  We also expected job pressure to be of consequence.  It was highly significant in our original model without covariates.  However, hours of work per week largely accounted for the job pressure variance.  Independent Leavers worked the fewest hours per week (33.69 versus 35.43 hours for Independent Stayers) while Owner Leavers worked the most hours per week (48.47 versus 46.70 hours for Owner Stayers).  Yet, the respective groups did not differ significantly with respect to hours worked.
The present study also used the JD-R health impairment model of job demands and job resources predicting health, including self-rated health, mental health, and stress.  Recent work reinforces the salient nature of stress and health concerns among entrepreneurs (Cardon & Patel, 2015).  In addition to physical and self-rated health, we also find notable differences in mental health issues with leavers reporting significantly more issues.  We have no way of knowing whether the self-employed in our sample were experiencing stress and health issues before becoming self-employed or if self-employment was instrumental in developing health issues.  This is an important area for further study.
Business owners who plan to leave self-employment report significantly higher levels of work interfering with family and family interfering with work.  Other research indicates that independently self-employed married women report more flexibility in managing work and family life (Beutell et al., 2016).  It seems likely that Owners have more work demands since they have employees and all of the responsibilities that entails.  It has been suggested that self-employment is a double-edged sword in a work-family sense 
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(Saroj Parasuraman, Purohit, Godshalk, & Beutell, 1996; Tuttle & Garr, 2009)
: in order to succeed, time must be spent developing the business, time that can take away from family responsibilities, thereby leading to conflict.  The family is increasingly recognized as playing a greater role in self-employment and entrepreneurship (Jaskiewicz, Combs, Shanine, & Kacmar, 2017).  This is notable since family members are frequently “embedded” in the process of developing small businesses, even though they do not have a formal role to play (Aldrich & Cliff, 2003).  Rogoff and Heck (2003) have suggested that family provides the “oxygen that feeds the fire” of entrepreneurship and small business development. 
The importance of job satisfaction is well established in the self-employment literature (Blanchflower, 2004).  We find that leavers are significantly lower on both job and life satisfaction.  This adds to the accumulating evidence that both types of satisfaction are important among the self-employed 
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(Binder & Coad, 2013)
.  Life satisfaction is a broader concept so it may be particularly consequential in the intention to leave self-employment.  Knowing how self-employment fits their life space will be an important consideration.
From a “people analytics” (Bersin, 2015) perspective companies like Google try to identify the exit intentions of employees before employees are consciously aware of such intentions.  Interventions can be designed to keep such employees on board.  This may be more easily accomplished in corporate settings.  But, it does raise the question of the feasibility of having an analog process for the self-employed.  The intended leavers in this study are further along in this process since they have indicated their intentions to leave and work for someone else.  Can we predict well in advance those self-employed individuals with the greatest propensity to leave?  It is worth thinking about this and how such processes might differ for Owners and Independents.  It would be easier to model if a continuous process were in play as opposed to a discrete, perhaps acute, departure model.
Future research on intention to leave self-employment can take a number of directions.  The notion of a “tipping point” where autonomy morphs from a job resource to a job demand as pressure mounts among the self-employed appears to have potential (Schonfeld & Mazzola, 2015).  In fact, the tipping point may help us to understand the intention to exit process; how demands and pressures build and interact to the point where staying is no longer feasible.  Another area for future research is work and family among the self-employed. Work-family issues may be important for specific segments of the self-employed population such as those with young children and those who are caring for aging parents.  Specifically, future self-employment studies should include family roles, family characteristics, and family satisfaction to help disentangle the complex relationship between work and family. 
We also need to know more about business failure as a cause for departing.  As previously noted, business failure may apply since the failure rate for new ventures is very high 
 ADDIN EN.CITE 

(Hunter, 2011)
.  Since the participants in this study are still self-employed, we do not know if their businesses are viable or in decline.  Our data shows no difference in hours worked for leavers versus stayers but a fairly substantial and statistically significant difference in salary.  Leavers report income approximately US$30,000 less than stayers.  There is significant variability in reported income so this, in itself, may or may not be related to leaving.  We could not test this with our data but it is worthy of additional study.
Some limitations of the present research should be acknowledged.  Although the data came from a well-conducted national probability sample, all of the measures were self-reports collected during one interview.  Such a design may suffer from common method variance and does not permit causal inferences.  Some of our measures were based on 1-item scales so we cannot estimate the reliability of these variables.  We do know that exiting self-employment is a process that can only be fully understood by following individuals and businesses over time.  This poses challenges since businesses persist for varying amounts of time.  Longitudinal studies would help us to appreciate how people make the decision to leave self-employment more completely.

It is worth reiterating that we tested our hypotheses while controlling for many of the variables that are related to exiting entrepreneurship and self-employment 
 ADDIN EN.CITE 

(Ahn, 2011; Biehl et al., 2014; DeTienne, 2010; Lin et al., 2000; Rybczynski, 2015)
.  These variables included age, gender, marital status, presence of young children, education, income, number of years in self-employment, and hours worked per week.  These controls increase the likelihood that our results reflect real differences between our self-employment groups.
This study breaks new ground by exploring a range of variables that affect leaving self-employment using the theory of planned behavior and the JD-R model.  Exiting self-employment is a complex decision process as these theories suggest.  And, as our results indicate, the type of self-employment, Independents versus Owners, affects this decision.  Owners appear to confront different demands in their businesses from those who are independently self-employed 
 ADDIN EN.CITE 

(Prottas & Thompson, 2006)
.  More research on the reasons for leaving self-employment is warranted because of the importance of self-employment to the US and the global economies.  
Note.  Tables available on request from the corresponding author. 
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