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摘要 

 

在過去, 提到自由職業者，人們總是只與創作領域的工作聯繫在一起, 並普遍認為是相

對低技能、低薪水工作的代表。現在, 他們顯然已經處於創業經濟的中心, 正是由於現

代企業對員工培訓的投入減少, 所以越來越多的企業開始在其他地方尋找能夠滿足它

們對特定技能的需求的自由職業者。有鑑於此, 本文探討了有助於印度、菲律賓和美

國自由職業者成功的各種因素。這三個國家被認為是世界上前十名的自由職業者國家

之一。本文採用被認為可預測個人職業發展和成功的三個資本，分別是：人力、社會

和個人資本。經過本文的研究,確定了對受訪者職業成功的影響因素。研究結果如下所

示: 

1. 個人資本中所包含的『職業見解』和『職業韌性』是所有三個國家普遍成功的最主

要預測因素。2. 包括『教育』、『培訓』和『工作經驗』在內的人力資本是印度受訪

者普遍成功的因素。3. 個人資本是菲律賓受訪者取得從普遍和主觀兩個方面的成功的

主要因素。4. 此三個資本對美國受訪者普遍上的成功沒有產生重大影響。 

 

 關鍵詞：自由職業、人力資本、社會資本、個人資本 
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Abstract 

In the past, freelancers have always been merely associated in the creative fields, and 

were generally perceived as less skilled, lower priced substitutes of employees. Now, they are 

at the center of an entrepreneurial economy, where modern businesses are investing less in 

training, and are looking elsewhere to fill their demand for specific skillsets. In light of this, 

this study examined the various factors that contribute to the success of freelancers in India, 

Philippines and United States —three countries that are considered to be among the top ten 

freelance countries of the world. Three capitals that were argued to predict career 

development and success among individuals were human, social, and personal capital. Tests 

were performed in order to determine their impact on the career success of the respondents. 

Results are as follows:  

1. Personal capital in the form of career insight and career resilience, was the most 

dominant predictor of general success in all three countries. 2. Human capital, which consists 

of education, training, and work experiences, is a predictor of general success among Indian 

respondents. 3. Personal capital is a predictor of both general and subjective career successes 

among Filipino respondents. 4. None of the three capitals had a significant impact on the 

general success of American respondents.  

 

Keywords: freelance, human capital, social capital, personal capital 
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I. Introduction and Background of the Study 

1.1 The Rise of Freelancers 

In the past, the term “freelance” had always been used to define people who worked in 

the creative industries: writers, artists, designers, photographers. Now, it already applies to 

every professional who is working independently (Belew, 2018; Laurance, 1988). These 

professionals largely work alone, contracting their skills and selling their work or services to 

various organizations. They work on a project-by-project basis, with no intent to pursue a 

permanent arrangement with a single employer (Belew, 2018). 

The term “freelancer” was often conventionally depicted as less skilled, low price 

substitutes of employees —their counterparts with whom they compete for work (Burke & 

Cowling, 2015). In the early business days, companies hired and kept workers on staff 

because they could not accurately predict workflow (Horowitz, 2012). Due to the advent of 

technology however, Horowitz (2012) stated that firms have begun to adapt a “just-in-time” 

hiring model, by staffing more workers only when necessary, and thereby cutting expenses in 

the balance sheet. These workers are what we call today as “freelancers”. 

Now that freelancers are at the center of a massive shift in the workforce, they are 

gradually being viewed as complements rather than substitutes, especially in uncertain 

business environments that are associated with an entrepreneurial economy (Burke & 

Cowling, 2015). Whereas traditional businesses would hire employees and invest their 

resources in training and skill development, the modern businesses have begun to hire 

freelancers in order to fill their demand for a specific skill that their current team may lack 

(Cran, 2018). This growing demand coupled with a pervading albeit glorified cultural 

narrative of living and working anywhere, has contributed to the rise of freelancers in the 

modern world.  

1.2 Freelance as a Unique Business Model 

DOI:10.6814/THE.NCCU.MBA.021.2019.F08
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Perhaps the most glaring difference between freelancers and employees is in the absence 

of specific working hours and assigned working space. Employees tend to follow a general 

nine-to-five rule for their working hours in company offices, whilst freelancers are able to do 

their work whenever, wherever, and however they wish to; even away from the company’s 

premises. As Laurance (1988) have once explained, “You can temporarily use or borrow 

company facilities and offices, but you cannot be required to work from 9 to 5” (p.5).  

Though evident in their differences to employees, many however often mistake 

freelancers for entrepreneurs. DiPiazza (2016) simplifies this by introducing a different 

concept of time. According to him (2016), whereas entrepreneurs rely on systems, 

automation, and employees to run their business without heavy personal involvement, 

freelancers use their personal time in exchange for money. In simple terms, if one were to 

take himself away from the equation and the business would still be running, then he would 

be an entrepreneur. The opposite can be said for freelancers.  

Needless to say, freelancers are a combination of employee and entrepreneur; a “hybrid” 

as how Van den Born and Van Witteloostuijn (2013) once referred to them. According to 

them (2013), they are employees because they are often hired by firms to offer their 

intangible professional knowledge and skills, yet they are likewise entrepreneurs without any 

guarantee of reward and support. As such, freelance in itself is a unique business model —

one that is garnering attention and relevance in today’s dynamic economy. 

1.3 Challenges in Defining a Successful Freelancer 

Though several bestselling books such as: Tim Ferriss’ The 4-Hour Workweek (2012), 

Sara Horowitz’ The Freelancer’s Bible (2012), Monika Kanokova’s This Year Will Be 

Different: The Insightful Guide to Becoming a Freelancer (2015) have been written in order 

to help freelancers overcome challenges and grow their businesses, few academic studies 

have been made with the objective to determine the general factors that make freelancers 

DOI:10.6814/THE.NCCU.MBA.021.2019.F08
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successful. This is perhaps due to the challenges involved in accessing the freelance 

population (Kuhn, 2016), and that the basic question on how freelancers define their career 

success is by nature open-ended; inviting a multitude of variables to consider. Apart from the 

inherent difficulty of having to limit variables, there is also the absence of reference to market 

factors (Van Den Born & Arjen Van Witteloostuijn, 2013). As Van Den Born and Arjen Van 

Witteloostuijn (2013) mentioned, lack of reference to the external market may have played a 

huge role to the deficiency of their initially proposed Freelancer Career Success Model.  

Fortunately, Van Den Born and Arjen Witteloostuijn (2013) in the course of their 

research, have narrowed down the general freelance success factors into three: human capital, 

social capital, and personal capital in the form of motivation. These three shall be discussed 

in detail in the proceeding chapters of this paper, and shall likewise be used as the foundation 

for this study’s research. As for the issue on the absence and complexity of market factors, it 

seems that past researchers who have conducted relevant studies on this field have narrowed 

their research to a specific industry, a country or a combination of both, in order to 

standardize market conditions to a certain extent. Similarly, this paper will be focusing and 

limiting its research to three countries: India, Philippines and United States.  

1.4 Purpose and Significance of the Study 

The objective of this research is to determine the key success factors of freelancers in 

India, Philippines, and United States. In the age of technology, freelancing is gradually being 

considered as the future of the work. Various sources have already predicted that by 2027, 

freelancers will be constituting majority of the workforce (Cran, 2018; Muhammed, 2018). 

Uber, a freelance technology firm for example, is known for hiring freelance drivers who 

enjoy flexibility and the ability to earn as much or as little as they want (Cran, 2018). In 

addition, with the advent of robotics and automation, freelancers are expected to have 

majority of the job opportunities that will be created as a result. This is primarily attributed to 
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their inherent ability to adapt to their ever-changing environment, to constantly improve their 

skills, and be on a lookout for new opportunities. Van den Born and Van Witteloostuijn 

(2013, p.8) had similarly believed that freelancers tend to “reveal a strong tendency to 

continuously develop themselves to stay ahead of the competition”. Though many predict 

that there lies a promising future ahead for freelancers, few studies have been made to 

determine the key success factors for freelancing.  

Given the growing popularity and appeal of freelancing, the author aims to determine the 

most significant factors that drive freelance success in the India, Philippines, and United 

States in particular. Since human, social, and personal capital in the form of motivation have 

been widely attributed to career success, their roles in freelance success shall likewise be 

studied in depth in this paper. The author aims to identify the relationship among the three 

capitals, and which of the three plays the most important role in the freelancer’s career. The 

primary goal is to provide concrete strategies of success for freelancers in the aforementioned 

countries, and to determine if there is a similarity in the results, or a universal pattern among 

the three countries. Though this study shall only involve participants from India, Philippines, 

and United States, the author believes that to a certain extent, the results of this paper shall 

likewise be applicable and can serve as a valuable source of reference for anyone who wishes 

to dabble in freelancing; regardless of the country. Furthermore, the end results and 

recommendations will not only be useful to the freelancer who seeks to be successful, but 

shall also be written for the stakeholders who employ them, and those who have a stake in 

improving freelancers’ status in the workforce (e.g. legislators, local, state, and national 

government). Most importantly, the author likewise hopes that by identifying the key drivers 

that make freelancers successful in the aforementioned three countries, other academic 

researchers can likewise follow suit and expand the scope of research to freelancers around 

the world.  

DOI:10.6814/THE.NCCU.MBA.021.2019.F08
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1.5 Scope of the Study 

India, Philippines and United States were chosen primarily for two reasons: (a.) They 

belong to the top 10 freelance countries of the world (A. Kazi, Yusoff, Khan & S. Kazi, 2014; 

Guillory, 2017) and (b.) English is considered the primary, or secondary language in these 

countries; thereby facilitating a more efficient communication and data collection process 

between the researcher and the sample target. In addition, the upsurge in the number of 

Filipinos looking to acquire freelance projects from overseas, as well as their propensity to 

use digital payment platforms, have contributed significantly to the flourishing freelance 

industry in the Philippines. Meanwhile in India, the growing preference of large corporate 

firms to hire freelance workers over full-time employees, as well as Indians’ global 

competitiveness have led them to become the top freelance market in the world. On the other 

hand, the United States with roughly 35% of the workforce engaging in freelancing (Guillory, 

2017), has become the top hiring country in the world, and is considered a valuable client 

source of the Philippines and India among many other freelance countries.  

1.6 Research Questions 

All research questions were designed with the intention to examine the effects of various 

factors on freelance success in India, Philippines, and United States. Because freelancing is a 

unique model of its own, many of the factors were derived from both entrepreneurship and 

organizational success literatures. However, such literatures would often cite a broad list of 

factors; thus, the first question shall seek to whittle these down to the most general factors 

that contribute to freelance success: 

Question 1: What are the general factors that contribute to freelance success? 

In Drivers of Freelance Success, Van den Born and Van Witteloostuijn (2013) have 

acknowledged the intelligent career framework, as the foundation on which they developed 

their freelance career success model. Upon further examination, this intelligent career 

DOI:10.6814/THE.NCCU.MBA.021.2019.F08
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framework was derived from a theory that people invest in their career through “three ways 

of knowing” (Parker, Khapova & Arthur, 2009). With the subsequent additions of findings 

from previously conducted researches, the end conclusion was that the three ways were all 

linked to three general capitals. The three capitals in turn, were all argued to predict an 

individual’s career development. For this reason, the researcher decided to further examine 

these three capitals individually, and determine whether they are likewise relevant and bear 

associations to the more specific freelance success.  

Question 2: What are the key factors of human capital that affect freelance success in 

India, Philippines, and United States? 

The first of the three capitals is human capital, which was linked to “knowing-how”. This 

capital mainly examines an individual’s skills, expertise, and knowledge. Over the years, 

people have invested in direct expenditures such as educational and training fees, in order to 

acquire useful skills and knowledge that were relevant to their career success . Perhaps in the 

beginning, it was not obvious that these competencies were in fact a form of capital; one 

which was a “product of deliberate investment” (Shultz, 1961, p. 4). Eventually, this capital 

had grown at a faster rate than the other conventional capitals in the Western societies; with 

its significance on both the economic and personal level, being gradually recognized by other 

researchers and organizations such as the OECD. More specifically, the significance of 

human capital to both freelance and entrepreneurial success, has been brought up in a number 

of literatures. As such, the researcher deemed it necessary to determine if human capital is 

relevant to the success of freelancers in the countries mentioned above.  

Question 3: What are the key factors of social capital that affect freelance success in 

India, Philippines, and United States? 

The second capital is social capital which was linked to “knowing-whom”, and mainly 

examines the relationships of an individual and his reputation. For years, many authors have 

DOI:10.6814/THE.NCCU.MBA.021.2019.F08
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agreed on the significance of relationships, and Bourdieu, who was one of the first theorists 

to use the term “social capital”, further claimed that the existence of such network of 

connection is not naturally given, and is a product of investment strategies that are aimed at 

establishing social relationships for the short or long term (1986). Over time, research has 

shown that this purposive goal to establish networks of connection would bring about certain 

benefits such as access to information, resources and career sponsorships (Seibert, Kraimer & 

Liden, 2001). In other words, the ability to build social capital was perceived to be a critical 

competency in enhancing career success. Moreover, social capital was oftentimes believed to 

be pivotal in securing employment in a freelance labor market (Gandini, 2016). Thus, the 

author aims to further examine the effects of social capital on freelance success vis-à-vis the 

three countries.  

Question 4: What are the key factors of personal capital that affect freelance success in 

India, Philippines, and United States? 

The third capital is personal capital, which is otherwise more popularly known as the 

psychological capital and is linked to “knowing-why”. Personal capital examines an 

individual’s motivation and identity, and has always been a controversial area specifically in 

the field of entrepreneurship research. Critics argue that personality traits are not strongly 

related to entrepreneurship and are poor prediction for performance, such that for a period of 

time, the dominant position was to discontinue further similar studies (Rauch & Frese, 2014). 

Over time however, new personality studies that would debunk the former argument have 

emerged. Fred, Kyle, and Brett Luthans (2003) for example, expanded their competitive 

advantage model to include “positive psychological capital”. In the same vein, Van den Born 

and Van Witteloostuijn (2013) posited that motivation, which is an important aspect of 

personal capital, is capable of influencing one’s career. Several other researchers held the 

same belief: Heslin in Conceptualizing and Evaluating Career Success (2005) and Raymond 

DOI:10.6814/THE.NCCU.MBA.021.2019.F08
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Noe, Ann Noe, and Bachhuber in An Investigation of the Correlates of Career Motivation 

(1990). Given the wealth of empirical research supporting the association between personal 

capital and career success, the author of this paper believes to have sufficient evidence that 

personal capital should be further examined in relation to the freelance success of the three 

countries.  

II. Review of Related Literature 

2.1 On Freelance Success: Identifying Specific Drivers 

Though substantial research was made to affirm the significance and experiences of 

freelancers in various industries, few studies were conducted in order to determine a common 

pattern for freelance success. Furthermore, because researches were executed in varying 

industries with a different sample each time, conclusions were inevitably varied yet in some 

ways, also quite similar to each other.  

Sub and Becker (2013) for example argued that competence was the foundation of 

employability for German freelancers. They believed however that competence is not merely 

manifested at a technical level, but that it also encompasses the social level and aspects of an 

individual’s character. On the other hand, several researches claimed that reputation and 

integrity are the core elements of freelance success. Reputation is believed to be a shared 

value and a form of social capital that extends over a freelance-based labor market (Gandini, 

2016), while integrity, which is an individual’s characteristic, is claimed to be necessary for 

freelance success (Yusoff, Kazi, Arisar, Jamil & Hishan, 2016). Competence, reputation, and 

integrity are just three among what are generally considered freelance success factors. In 

order to streamline all possible answers, two authors, Van den Born and Van Witteloostuijn, 

have categorized such factors in relation to three forms of capital: human, social and personal. 

Their framework can be largely attributed to an earlier paper written by Parker, Khapova 

and Arthur (2009). The researchers (2009, p. 2) stated that “People invest in their career 
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through three ways of knowing”. These three ways of knowing broadly examine an 

individual’s skills and expertise (knowing-how), his relationships and reputation (knowing-

whom), and his motivation and identity (knowing-why) (Parker et al., 2009). The three 

variables are interrelated to one another, and are argued to predict an individual’s career 

development. Despite the theoretical attractiveness of this framework, Van den Born and Van 

Witteloostuijn (2013) noted that much of the empirical work conducted was evaluated from 

the organizational perspective. They (2013) instead highlighted the core drivers of 

entrepreneurial success from previously conducted empirical researches, and found that the 

human, social and personal capital, which are all linked to knowing-how, knowing-whom, 

and knowing-why respectively, likewise indicated a positive effect on freelancer success. As 

such, these three fundamental capitals have become the framework for their research.  

2.2 On Freelance Success: The Role of Human, Social, and Personal Capital 

Perhaps the most notable paper that has been written on the subject of freelance success 

drivers was authored by Van den Born and Van Witteloostuijn (2013). From previously 

conducted empirical researches into the self-employed and small businesses, they first 

identified the drivers of entrepreneurial success as human, social, and personal capital. 

Specifically, Van den Born (2009) believed that varied entrepreneurial experience in the form 

of human capital, networks in the form of social capital, and specific personality traits in the 

form of personal capital, are widely attributed causes for entrepreneurial success. They then 

conducted interviews with 51 freelancers to validate the significance of the aforementioned 

core drivers, and later re-designed their freelance career success draft to account for market 

factors and business strategies.  

Some authors and organizations have likewise asserted the significance of the three 

capitals in the modern business that is increasingly giving importance to freelancers, 

independent contractors, consultants, and small business owners: The OECD (1998) for 
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example addressed that in a knowledge-based economy, emphasis must be given to human 

capital investments as it has the capacity to enhance innovation and employability. Similarly, 

Davidsson and Honig (2003) have provided support that human capital indeed, has a positive 

effect on entrepreneurial discovery. On the other hand, Nardi, Whittaker, and Schwarz (2000) 

observed that under the increasingly rapid pace of organizational change, workers no longer 

rely on “org charts”, and are only empowered when they are able to leverage and maintain 

their own social networks. Meanwhile, Eby, Butts and Lockwood (2003) posited that in an 

environment where the emphasis is on inter-firm mobility and unpredictability, personal 

capital in the form of career motivation is a predictor of career success. Though several 

studies have been made to validate the role of human, social, and personal capital in today’s 

volatile organizational environment and lateral job movements, much has yet to be examined 

in terms of their roles specifically in the freelance industry.  

2.2.1 On career success: the origin and role of human capital. 

Back in the 1960s, economist Theodore Shultz (1961) coined the term “human capital”, 

and argued that investments on such capital accounts for most of the significant rise in the 

real earnings per worker. Schultz (1961) believed that in the past, many economists refused to 

acknowledge the truth that people invest in themselves, as this belief might seem to reduce 

human beings as mere capital goods. However, there were still a few distinguished 

philosophers, who have defined human beings as a form of capital in themselves. Perhaps the 

original concept of the human capital can be traced back to Adam Smith in the 18th century, 

who compared man to an expensive machine, and believed that the degree of investment in 

the human capital accounted for differences in labor wages (Spengler, 1977). Spengler (1961), 

a fellow economist who wrote Adam Smith on Human Capital, believed that there were two 

sources to human capital; experience and education (1977). Shultz on the other hand, named 

five major categories: (1) health facilities and services, (2) on-the-job training, (3) formal 
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education, (4) study programs that are not organized by firms, and (5) migration to adjust to 

changing job opportunities.  

Gary Becker, was likewise one among the most notable economists who emphasized the 

significance of the human capital. Gary Becker (2009) believed that education and training 

were among the most important investments in the human capital, and that parents have the 

power to influence knowledge, skills, values and habits of their children. These assertions 

would eventually lead to researchers delving on the significance of the human capital on 

career success. Wayne, Liden, Kraimer and Graf (1999) based a portion of their research on 

Becker’s human capital theory. This theory proposed that “employees make rational choices 

regarding investments in their own human capital” (as cited in Becker, 1975). This essentially 

means that employees are likely to examine the advantages and disadvantages of such 

investments, including the potential cost and rewards that they can bring. Wayne, Liden, 

Kraimer and Graf (1999) have summarized what prior studies have shown: that educational 

attainment is positively related to managerial advancement, salary progression, and 

assessments of promotability. In other words, individuals who possess higher levels of human 

capital, are most likely rewarded by their organizations. Furthermore, their research has 

shown that training, which is a human capital variable, is positively related to an individual’s 

career satisfaction (Wayne et al., 1999).   

A few researchers would eventually seek to link the role of human capital, specifically to 

the career success of entrepreneurs and workers who are not tied to a single organization. 

Davidsson and Honig (2003) for example, stated that human capital in the form of tacit 

knowledge, has a positive effect on entrepreneurial discovery, but only weakly for carrying a 

start-up process successfully into completion. In addition, Van den Born (2009) stated that 

age, experience and education, brought positive influence on the business performance of 

start-ups in The Netherlands, with highly educated founders making more profits (as cited in 
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Bosma, van Praag, Thurik, and de Wit, 2004). Meanwhile, Eby, Butts and Lockwood (2003) 

examined the role of human capital as a predictor of success in a boundaryless career —a 

career that is not tied or bound to a single organization. In their study, human capital, which 

is an accumulation of career-related skills and knowledge that are accumulated over time, 

was proven to be important in predicting perceived career success. They confirmed that those 

who continuously build on their skill set and engage in active learning, report more 

satisfaction in their career because they feel more well-rounded as a result (Eby et al., 2003).  

2.2.1.1 Human capital variables. 

For this section, the author has narrowed down three main components of human capital: 

(1) Formal Education (2) Training and (3) Work Experience. 

Formal Education  

For some freelancers, pursuing a degree or other formal education is a necessary 

contributing factor to their career success. A survey conducted by Freelancermap, an open 

freelance platform with over 140,000 global members from 135 countries, showed that from 

a sample of over 1,000 freelancers, roughly 76% held a degree or had some form of higher 

education (Schutyser, n.d.). Though Schutyser (n.d.) believed that having a degree does not 

guarantee freelance success, he suggested that depending on the major, having one increases 

the bargaining power to charge a higher rate for services. Schultz (1961) likewise believed 

that formal education not only has a critical role on the accumulation of knowledge for 

intellectual performance, but may also account for a substantial part in increase of earnings. 

In addition, Parker, Khapova and Arthur (2009, p. 2) argued that formal education could 

serve as a “proxy for an individual’s potential productrivity at work”. 

Training 

Shultz (1961) classifies training to be a major form of investment in human capital.  

According to Spencer (2013), freelance training could be categorized into three forms: 
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specialized training, on the job training, and informal training. The first one, specialized 

training, is needed in certain fields where certification programs or special tests are required, 

such as in the field of programming and accounting. The second one, on the job training, 

begins with an actual work experience through a traditional employer. The third one, 

informal training, is simply a matter of educating oneself from online courses and other 

available resources. Van den Born and Van Witteloostuijn (2013) however, utilized a 

different concept of training. They (2013) classified training according to three specific 

skillsets: training in core skills, training in developing new skills, and training in adjacent or 

supporting skills. However, since such skillsets can easily overlap with one another (e.g. 

training for a new, supporting skill), the former’s definition shall instead be used in this paper.  

Work Experience 

Van den Born and Van Witteloostuijn (2013) believed that a person’s work experience is 

an important aspect of the human capital. Davidsson and Honig (2003) held the same belief 

by stating that the human capital is not merely the result of formal education, but rather 

includes all the experiences and practical learnings that take place on the job. It is widely 

accepted that an individual’s work performance could potentially be used as a leveraging 

factor to build trust and bring influence to one’s social world (Parker et al., 2009). In other 

words, relevant work experiences can be used to boost one’s portfolio, and subsequently 

promote trust in one’s authority to prospective clients. In addition, Claussen, Khashabi, 

Kretschmer and Seifried (2018) posited that the presence of skill experience among 

freelancers, is more likely to reduce monitoring and coordination costs from employers.  

2.2.2 On career success: the origin and role of social capital. 

The term social capital first took place at the early 20th century. Prior to this, perhaps the 

first time an author had used the term in a way that was closer to the one many know 

nowadays, can be attributed to Lyda Judson Hanifan (Gudmundsson & Mikiewicz, 2012). 
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Hanifan (1916) stated that by using the phrase social capital, he made no reference to the 

usual appropriation of the term “capital”, and by no means pertained to real estate, personal 

property, or cold cash and the like. More importantly, he defined social capital in the context 

of goodwill, fellowship, mutual sympathy, and social intercourse among groups of 

individuals (Hanifan, 1916). In the next 60 years however, Hanifan’s intuition remained 

mostly unexplored until Pierre Bourdieu, John Richardson, and James Coleman. Pierre 

Bourdieu and John Richardson (1986) stated that social capital is a form of capital, that is 

embedded within networks of relationships and mutual recognition, and is a product of 

investment strategies. They defined it as “the aggregate of the actual or potential resources 

which are linked to possession of a durable network of more or less institutionalized 

relationships of mutual acquaintance and recognition” (p. 51).  James Coleman (1988) added 

that social capital is less tangible than physical capital, for it exists in relations among 

persons. Schuller (2001, p. 5) further expounded on this definition by stating that “social 

capital focuses on networks: the relationships within and between them, and the norms which 

govern these relationships”. 

In 2000, Robert D. Putnam’s Bowling Alone, enabled social capital to enter the popular 

imagination. In his work, he observed that the affluent appeared to have a low rate of civic 

engagement even within their own boundaries, and that as Americans grew wealthier, their 

sense of community deteriorated (Putnam, 2001). In the succeeding years, Parker, Khapova 

and Arthur (2009), supported the idea that social capital is essentially “the advantage that is 

created by a person’s location in a structure of relationships” (as cited in Burt, 2005, p.4). 

However, perhaps the first attempt to truly integrate social capital theory with career success 

can be attributed to Seibert, Kraimer and Liden. They conducted an empirical study 

consisting of 448 employees, where the results showed that the effects of social resources on 

career success were mediated by access to information, access to resources, as well as career 
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sponsorship (Seibert et al., 2001).  Building on this framework, Burton, Wu and Prybutok 

(2010) conducted a specific empirical study in order to assert the positive relationship of 

social network positions to IT professional’s job performance. After controlling human 

capital variables, their results showed that the ability of an IT professional to recognize the 

role of his or her social networks is necessary to obtain a better chance at satisfactory job 

performance (Burton et al., 2010). In addition, supervisor sponsorship in the form of leader-

member and career mentorship, was claimed to be a predictor of internal promotability in an 

organization (Wayne et al., 1999).  

Eventually, a few researchers would examine the role of social capital on the career 

success of individuals who do not work for a single organization. Eby, Butts and Lockwood 

(2003) for example, reported that encouragement from parents and/ or close friends was 

strongly associated with the probability of engaging in entrepreneurship activities, and that 

social capital in itself is positively associated with making the whole entrepreneurial process 

move forward. In addition, Van den Born (2009) asserted that social capital, in the form of 

networks, provide early access to information, which are essential in providing a broad base 

of referrals for freelancers, and in helping entrepreneurs identify opportunities and pitching 

the venture to different prospects. Furthermore, perhaps one of the most interesting findings 

of all, came from Anderson, Park, and Jack. Their empirical results showed that social capital 

is neither a “stock” nor owned, but rather represents a pool of goodwill (2007). Anderson, 

Park, and Jack (2007) viewed social capital as more akin to a key that relies on trust, social 

interaction, and the like among individuals, rather than a resource. Needless to say, they 

strongly believed that “it is through social relations, social interaction and social networks 

that entrepreneurship is actually carried out” (Anderson et al., 2007, p. 265).  

2.2.2.1 Social capital variables. 
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For this section, the author shall focus on three major types of social capital: (1) Personal 

Network (2) Business Network and (3) Support Network.  

Personal Network 

Personal network, as the name suggests, consists of an individual’s personal contacts or 

relevant relationships that would be considered as belonging to his or her inner circle. This 

would include his family, spouse, friends and social acquaintances (Parker et al., 2009). 

Davidsson and Honig (2003, p.8) believed in the importance of strong ties, “such as those 

derived from family relationships, which provide secure and consistent access to resources”. 

Aside from the provision of tangible resources such as loans or other means of financial 

support, members of the personal network are often likely to help out for free and can also 

provide support in times of stressful situations. For example, Van den Born and Van 

Witteloostuijn (2013) stated that several of their interviewees deemed freelancing to be 

stressful; therefore, they strongly believed that partner support is critical.  

Business Network 

The business network consists of high value (e.g. senior management, director, CEO) and 

low value client contacts that make up an individual’s freelance portfolio. In this paper 

however, the author chooses not to classify a freelancer’s business contacts in accordance to 

their job titles or status, but rather in terms of the short and long-term value that they can 

bring to a freelance portfolio. Horowitz (2012) explained this by categorizing the business 

network into four levels: (1) Level 1: The Blue Chips; (2) Level 2: Growth Investments; (3) 

Level 3: One-Shots and Long Shots; (4) Level 4: New Ventures and Growth.  

According to Horowitz (2012), Blue Chips are considered the core of the business 

network, and are comprised of major clients that are considered sources of regular income. 

They serve as hedges against marketplace fluctuations, and are therefore considered priority 

and likely sources of referrals. The second level, Growth Investments, are clients that often 
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come from referrals and networking activities. They help grow the business, and often 

generate income by volume. The third level, One-Shots and Long Shots, consists of 

opportunistic gigs that are oftentimes just meant to “fill time or income gaps” (Horowitz, 

2012). An example of this would be a quick project opportunity that came from professional 

job board listings. The fourth and last level, New Ventures and Growth, consists of clients 

that come from new ventures that a freelancer is currently building on. These new ventures 

are oftentimes created not for the purpose of earning profit for the short-term, but rather “to 

forge alliances that will bring income in the long-term future” (e.g. speaking gigs, free 

seminars, teaching classes) (Horowitz, 2012).  

Support Network 

Because most freelancers lack traditional organizational support and sponsorships, they 

often turn to mentors, network memberships and professional associations to fill this gap 

(Van den Born and Van Witteloostuijn, 2013). A freelancer’s support network plays a 

valuable role in career success by oftentimes providing a steady flow of projects. Furthermore, 

in joining business clubs and organizations, freelancers are not only able to access more 

information and opportunities, but also status and reputation in specific networks, where 

membership is relatively restricted (Nahapiet & Ghoshal, 1998).  

2.2.3 On career success: the origin and role of personal capital. 

As early as the 1900s, scholars have had considerable interest in determining variables that 

would predict career success (Heslin, 2005). Because career success is often influenced by 

different factors, such studies would often consider a wide range of influences such as the 

human capital, motivation, as well as dispositional factors (Boudreau, Boswell & Judge, 

2001). Because human capital and motivation often change over time, much of the focus of 

the earlier studies in the past century have been on the relationship of the enduring 

personality traits to job performance. Researchers have agreed that almost all personality 
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measures, could be categorized according to the big five personality dimensions (Barrick & 

Mount, 1991; Rothmann & Coetzer, 2003). These five dimensions are neuroticism, 

extraversion, openness to experience, agreeableness and conscientiousness. Interestingly, it 

was only in the 1980s when researchers have formally concluded that the big five were all 

fundamental dimensions of an individual’s personality (McCrae & John, 1992). Furthermore, 

according to past empirical researches, these five different dimensions are all variedly related 

to job performance (Rothmann & Coetzer, 2003). For example, neuroticism was linked to 

poor control for impulses and weak task performances, while extraversion was linked to 

creativity and positive task performances (as cited in Hörmann & Maschke, 1996; as cited in 

Clark & Watson, 1991).  

Similarly, in the boundaryless setting, the concept of achievement motivation and its 

relationship to entrepreneurship garnered widespread attention. Motivation, in the context of 

career success, was defined as “a multidimensional construct, which is internal to the 

individual, influenced by the situation, and manifested in career decision and behaviors” (R. 

Noe et al., 1990, p. 340). Many studies were centered on investigating specific individual 

traits and personal motivations that keep entrepreneurs on their chosen path (Kerr, Kerr, Xu, 

2018). Though many researchers conducted a study to validate the assumption that there lies 

a positive relationship between personality traits and business success, there were also a few 

narratives that were seemingly in conflict with the previously established empirical evidence 

for the relationship between the two. For example, Rauch and Freese (2014) stated that 

although there is indeed a positive relationship between the two, the correlation is small to 

moderate. However, they further expounded that smaller correlations are now being 

interpreted as more meaningful through the utilization of meta-analyses; prompting scholars 

to believe that medium-sized correlates dominate in personality research as well as in other 

disciplines (Rauch & Freese, 2014).  
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Many researchers have also sought to study the role of other personality variables as 

predictors of career success. Markus and Ruvolo (1989) argued that career identity, a 

dimension of motivation, is important for an individual’s career success. On the other hand, 

Eby, Butts, and Lockwood (2003) examined three variables in particular: career insight, 

proactive personality, and openness to experience, which was one among the aforementioned 

big five. Specifically, career insight, which encapsulates the extent to which an individual has 

realistic career expectations, was described as the stimulating component of career motivation 

(Noe et al., 1990). Furthermore, their findings support previous reports that individuals who 

score higher on career insight, and are more proactive and open to experiences, are more 

likely to thrive in an unstable working environment and report greater career satisfaction as a 

result (Eby et al., 2003). Seibert, Kraimer, and Crant (2001) likewise supported the prior 

researchers’ work, and argued that proactive personality has a positive relationship to career 

progression and career satisfaction. On the other hand, other researchers believed more in the 

importance of openness to experience, as a determinant of career success. Barrick and Mount 

(1991) for example argued that individuals who demonstrate highly on this trait, are often 

imaginative, curious and active, which are important factors that facilitate training 

proficiency across all occupations. Meanwhile, London (1983) argued that career resilience, 

the third dimension of motivation, involves demonstrating initiative when confronted with 

career constraints, and is thus most essential for coping effectively in a negative work 

situation.  

2.2.3.1 Personal capital variable (motivation). 

For this section, the author shall emphasize on two out of the three dimensions of an 

individual’s career motivation: (1) Career Insight and (2) Career Resilience, as well as the 

two major factors that influence freelance motivation: (1) Financial Motivation and (2) Non-

Financial Motivation 
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2.2.3.1.1 Three dimensions of career motivation. 

Career Identity 

Career motivation, which is perhaps the most important aspect of personal capital in the 

freelance context, consists of three dimensions: career identity, career insight, and career 

resilience. Career identity discusses the extent to which an individual would pursue 

advancement opportunities, and the degree to which he or she will sacrifice non-work 

opportunities to attain organizational goals and objectives (A. Noe et al., 1990). Because a 

freelancer operates and behaves differently from an individual in an organizational setting, 

this definition does not apply to the context of this paper; thus, it will neither be utilized nor 

further discussed in the succeeding chapters.  

Career Insight 

On the other hand, career insight discusses the extent, to which an individual has realistic 

career expectations, and an understanding of his or her strengths and weaknesses in relation 

to career goals (A. Noe et al., 1990). Similarly, Van den Born and Van Witteloostuijn (2013) 

defined career insight as a significant personality-related variable, which could be used to 

represent the personal capital of freelancers. A concrete example of the application of career 

insight in freelance success is knowing which projects to accept, and which to reject in order 

to build a strong freelance portfolio. 

Career Resilience 

Another important dimension of career motivation is career resilience. Career resilience 

involves demonstrating initiative and includes an individual’s ability to maintain performance 

level, and to adopt to situational constraints such as time pressure and lack of resources (A. 

Noe et al., 1990). The presence (or absence) of resilience is most apparent in situations where 

the freelancer faces dry time —"a short dry spell after a busy period, when no project or 

income flow is coming in” (Horowitz, 2012). Since dry time and resource constraints are 
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considered to be among the top realities that majority of the freelancers face, career resilience 

can therefore be considered as the “maintenance component” of career motivation, that 

allows an individual to cope with negative work situations (A. Noe et al., 1990).  

2.2.3.1.2 Two major factors that drive freelance motivation. 

Laurance (1988) believes that every person who decided to become a freelancer would 

first confront a source of frustration, and then become so irritated with the cause of the 

problem that he or she would eventually take action. Though the driving factors behind 

freelancing are varied, this paper shall simplify and categorize them into two: financial and 

non-financial.  

Many pursue a freelancing career for financial reasons —specifically driven by the allure 

of an absence of an income ceiling, and the opportunity to have profit while having fun. Such 

individuals were perhaps, often overworked and severely underpaid office workers in the past 

(Ferriss, 2012). Because freelancing enables one to set his or her own price for services, one 

can charge at a higher rate that what he or she would be earning as an employee doing the 

same work (Duermyer, 2018). As such, desire for higher income can be considered as a major 

factor that drives freelance motivation.  

On another hand, others pursue freelancing for the desire to pursue work-life balance, and 

an autonomous or flexible career. Such reasons are considered non-financial, and are often 

highlighted as the most popular reasons for freelancing (Dam, 2018). For some, freelancing is 

a way for them achieve work-life balance by replacing corporate meetings with quality time 

for their families. For others, freelancing is a way of experiencing autonomy; to be able to 

escape the nine-to-five world, and pursue their lifelong interests instead of being locked into 

a single career path (Horowitz, 2012). Most notably, freelancers are also deemed flexible; 

able to set their own work hours, and are likewise able to work on projects of their own 

choice (Duermyer, 2018).  
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2.3 On Freelance Success: Defining It 

 

Figure 1 Freelance success model patterned from Van den Born and Van Witteloostuijn 

Van den Born and Van Witteloostuijn (2013) measured career success by first 

categorizing it into two: objective and subjective. Their method was adapted from the widely-

used Career Satisfaction Scale of Greenhaus, Parasuraman, and Wormley (1990), who 

conducted a study to examine the effects of race on career outcomes and satisfaction. Success 

was often objectively indicated by salary, salary growth and promotions in the traditional 

workplace; however, due to organizational changes in the past two decades, the relevance of 

these factors began to diminish, such that an increasing number of professionals for example, 

are choosing generic titles such as “contractors” and “consultants”, over the clear 

occupational status and rank (Heslin, 2005). Heslin (2005) stated that in order to deal with the 

deficiency of the traditional objective criteria, satisfaction in one’s career had instead been 

used as a proxy for career success in many studies. In conjunction to this, Boudreau, Boswell, 

and Judge (2001) stated that career success encompasses both intrinsic and extrinsic elements. 

The researchers argued that intrinsic elements are often subjectively defined by an individual 
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(e.g. career satisfaction), while extrinsic elements reflect a more objective set of criteria such 

as salary and promotion (Boudreau et al., 2001). In addition, Van den Born (2009) believed 

that objective success, can be measured using freelance revenue, and that it is superior to 

income as the latter is subject to tax manipulation. Similarly, this paper shall adapt a huge 

component of Van den Born’s framework in defining freelance success.  

2.4 On Freelancers and the Industry: Roles and Experiences 

Many of the earlier studies revolved around organizations and the traditional labor market; 

with little reference to the value and role of freelancers in the economy. It was only in the last 

two decades, when freelancers were acknowledged as a diverse workforce constituting of 

highly paid and highly skilled workers who frequently undertake innovation (Burke, 2015). 

As such, several studies were conducted to further understand the case of the self-employed 

freelancers, and their role in varying industries. Randle and Culkin (2009) for example, wrote 

about the experiences of freelance workers in uncertain industries such as the Hollywood film 

industry. Similarly, Storey, Salaman and Platman (2005), conducted a study on how freelance 

workers understand themselves and their experiences in terms of the media enterprise. 

Meanwhile, Schevchuk and Strebkov (2015) narrowed down their research to a specific 

industry and country, by examining the role of freelancers in the Russian Information and 

Communications Technology (ICT) industry.  

2.4.1 On freelance industry: India. 

India is a country that tops the list of freelance countries in the world. According to Ghosh 

(2018), India has over 10 million people that are engaged in freelancing activities. India’s 

freelancing economy, especially comprised of those who dabble with Internet, has seen a 

boost in the last five years. It is estimated that one in every four freelancers in the world come 

from India, and that the country contributes to 50% of the freelance workforce in the global 

software industry (Das, 2018). Because outsourcing is considered as one of the country’s 
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main exports, Indian freelancers are globally competitive; possessing “high levels of 

education and technical expertise” (Guillory, 2017). Guillory (2017) further states that around 

24% of all online workers live in India. In an extensive survey conducted by PayPal, India is 

now considered as the largest freelance market in the world, and is poised for further growth 

(Mannan, 2018). In addition, most learned about freelancing through word of mouth and 

social media, and dabbled with it in the hopes of earning more income, attaining a flexible 

schedule, and to have the ability to choose who to work for.  

In India, due to a widening access to internet, a lot of homemakers and students have 

turned to freelancing (Ghosh, 2018). In addition, big corporate firms often hire skilled 

freelancers on a contractual basis, rather than hiring full-time human resources. Such demand 

for freelancers is mostly concentrated in the field of web and mobile development, web 

design, data entry and analytics, and Internet research (Das, 2018), while some are also 

engaged in accounting, graphic design, as well as consultancy (Mannan, 2018). Most of the 

Indian freelancers’ clients come from Australia, United States, and United Kingdom. From 

the survey conducted by PayPal, around 80% of the freelancers who have experienced rapid 

growth in the past year worked with both international and domestic clients (Mannan, 2018). 

Mannan (2018) further states that according to the report Insights into the Freelancers 

Ecosystem, the Indian freelance market is comprised mostly of men who are under the age of 

40. 

2.4.2 On freelance industry: Philippines. 

The Philippines, which is hailed as the business process outsourcing — “BPO Capital of 

the World”, has a flourishing freelance industry. According to an October 2017 survey 

conducted by global fintech company PayPal, Philippines was shown to be the most 

optimistic freelancer market, with more than 86% of the freelancers and considerers surveyed, 

claiming that they are anticipating growth and opportunities for the future (De Leon, 2018). 
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In PayPal’s “Global Freelancer Insights Report – Philippines”, autonomy was highlighted as 

the motivation that lures millennials to freelancing (Fenol, 2018). The freedom to work 

anywhere, having flexible schedules, being their own boss, as well as the chance to earn a 

bigger income are some of the most common reasons that make freelancing appealing to 

these younger workers. However, it is also interesting to note that majority of the freelancers 

interviewed have decided to pursue freelancing, because they had seen someone else doing 

succeeding in it (Tayao-Juego, 2018).  

The upsurge of the freelance market in the Philippines can also be attributed to the fact 

that more Filipinos are looking into getting freelance work from overseas. With 2% of the 

country’s population engaging in freelancing, Philippines has become one of the largest 

freelance service providers in the world (Campos, 2018); with many specializing in content 

writing, customer service, and technical support (Guillory, 2017).  In addition, Filipinos’ 

preference in using digital mobile platforms over bank transfer and freelance platforms has 

rendered overseas payment transactions convenient (De Leon, 2018). De Leon (2018) further 

stated that around 60% of Philippines’ international client base comes from the United States. 

As for the gender profile of the Philippines’ freelance market, the population predominantly 

consists of women. De Leon (2018) stated that 90% of freelancers are below 40 years old, 

and most of them are female.  

2.4.3 On freelance industry: United States. 

The United States has consistently ranked high on the top hiring and freelancer countries’ 

charts. In a 2013 Global Online Employment Report that was conducted by Elance, United 

States ranked first in the “Top 10 Hiring Countries” list, as well as the “Top 10 Freelancers 

Countries” (Kazi et al., 2014). Though India has surpassed United States in terms of the size 

of the freelance market, it is estimated that there are about 55 million freelance workers in the 

United States, which constitutes roughly 35% of its workforce (Guillory, 2017). While many 
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Indians consider freelancing as a replacement for a regular paycheck or a source of financial 

resource in the face of retirement, many Americans do not consider freelancing as their 

primary source of income. However, based on a 2017 survey conducted by Edelman 

Intelligence, an independent research firm, 29% of the 6,000 respondents consider 

freelancing as their sole source of income, and that more people are taking their freelance 

business full time (Pofeldt, 2017). Similar to the Philippines, American freelancers are 

likewise driven by desire for autonomy —of being their own boss and having flexibility in 

choosing where they work. It is also interesting to note that based on PayPal’s U.S. 

Freelancer Insights Report, 50% of these workers engaged in freelancing, after seeing 

someone else dabble in it, while many claimed that they heard about it, or seen it on social 

media (2017).  

More than half of American freelancers have clients from the overseas. Most clients 

however are domestic, with 84% coming from the United States territory, and some from 

Canada, United Kingdom, Australia and Mexico (PayPal Inc., 2017). In addition, PayPal, Inc. 

(2017) stated that most freelancers work in data entry or internet research, consultancy, 

customer service, and graphic design or illustration among others. In contrast to the 

Philippines and India, where the demographic of the freelance population is mostly 

comprised of those that are 40 years old and below, the United States freelance demographic 

workforce is much more evenly spread. According to PayPal (2017), about 49% of the 

respondents are below 40 years old, and two thirds of the total surveyed population are 

female.  

III. Methodology 

3.1 Research Design 

In order to facilitate an easier data gathering process, the researcher chose to use the 

quantitative method of distributing online survey questionnaires. The online survey was 
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designed with 5 parts constituting of 25 questions in total, with some items that were based 

from Van den Born and Van Witteloostuijn’s freelance questionnaire (2013). Part I consisted 

of basic demographic questions (e.g. country, age, gender, industry, etc…); with some 

questions specifically added in order to vet out respondents who do not fulfill the criteria. An 

example would be questions such as: In which country have you spent majority of your life 

in?, and In which country do you primarily work in? Responses from freelancers who do not 

respond with any of the three countries for either question, are immediately considered 

invalid. In addition, questions such as: Do you have other sources of income besides the 

income you earn from freelancing?, and To what extent are you (and your family) financially 

dependent on your income as a freelancer? were added in order to roughly determine the 

degree of importance or general role of freelancing in the life of the respondents.  

Part II consisted of questions that are relevant to human capital: education, training and 

work experience. The question for work experience was specifically divided into two —total 

work experience, and freelancer work experience: How many work experience do you have in 

total (as a freelancer, entrepreneur, and employee)?, and How long have you been a 

freelancer? Doing this will enable the researcher to more accurately study the relevance of 

freelance and non-freelance work experience to the success of the respondent in his or her 

freelance career.  

Part III consisted of questions that are relevant to social capital. Since personal network, 

business network, and support network were all considered as key factors of social capital 

that affect freelance success, questions were designed specifically to measure them 

individually. Questions such as: How many family members and relatives (according to your 

best estimate) do you have?, and How many close friends (according to your best estimate) 

do you have? help measure the size of the respondent’s personal network. Questions such as: 

How many people in your personal and social network do you regularly (at least once a year) 
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discuss your business plans and ideas with?, and How many people in your personal and 

social network do you consider your regular clients in your freelance career? help measure 

the size of the respondent’s business network. On the other hand, questions such as: Are you 

a member of any business clubs, networks, agencies, or organizations (including online 

groups and platforms) that primarily aims to provide support to freelancers?, and Do you use 

the support of a personal coach or mentor in developing your business and career? help 

measure the size of the respondent’s support network. In addition, the respondents were also 

asked to list the social media platforms that they use in order to enlarge their freelance social 

network. This allows the researcher to study whether a correlation exists between (1) the 

number of social media platforms and freelance success, and (2) the number of social media 

platforms, and the size of the social capital. Furthermore, the respondents were asked how 

many friends they have on Facebook. Based on the number of Facebook users, India was 

described as the leading country in the world with 294 million users, United States came in 

second with 204 million users, while Philippines ranked 6th with 73 million users (Statista, 

2019).  The inclusion of this question allows the researcher to similarly study whether a 

correlation exists between (1) the number of Facebook friends and freelance success, and (2) 

the number of Facebook friends and the size of the business network.  

Part IV consisted of questions that are relevant to personal capital; specifically, 

motivation. Respondents were first asked what their ambition is in the long term. From 1-5, 

with 1 being the most desired and 5 being the least desired, they were asked to rank five 

possible outcomes in the order of desirability: (a.) A permanent employment contract, (b.) To 

be able to retire as soon as possible, (c.) To continue freelancing, (d.) To further develop and 

grow my brand/ company, and possibly hire staff, and (e.) To set up a partnership with other 

freelancers. This allows the researcher to delineate the respondents’ long term from short 

term career plan. Items designed to measure career insight and career resilience were also 
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asked in the form of a 5-point Likert Scale. Statements such as: I have clearly defined 

objectives regarding my career/ work, I have a clear plan to achieve my career-job objectives, 

and I am aware of my strengths and weaknesses, were designed to assess the respondent’s 

career insight. Meanwhile, statements such as: I actively search for assignments that fit well 

with my career goals, I enjoy meeting challenges and taking obstacles, and I regularly ask my 

colleagues and clients for feedback on my performance, were designed to assess the 

respondent’s career resilience.  

Part V consisted of questions that are relevant to freelance success. Using the same 5-

point Likert Scale, respondents were given statements to assess their perceived satisfaction on 

their income level, autonomy, flexibility, work-life balance, intellectual stimuli and 

challenges, and progress brought about by their freelance career. These major factors that 

drive freelance motivation were cited to be the primary reasons why Filipinos, Indians, and 

Americans are attracted to freelancing (Das, 2018; Fenol, 2018; Paypal Inc., 2017). Lastly, 

respondents were also asked to assess their perceived importance on several key factors that 

may affect the success of their freelance career (i.e. formal education, training, work 

experience, personal network, business network, support network, career insight, and career 

resilience). This enabled the researcher to study whether what the respondents perceive to be 

important is indeed a contributing factor to the success of their freelance career.  

3.2 Participants and Channel 

Because the research is focused on three countries, only respondents from India, 

Philippines, and United States are considered valid. To improve the accuracy of the data 

gathered, instead of using nationality as an eligibility criterion for the respondents, the 

researcher further particularized that only those who: (1) spent most of their life, or primarily 

work in India, Philippines or United States, and (2) have been doing freelance work for at 

least a year now, are eligible to respond to the survey. The reason behind this specificity is 
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that a person cannot simply be generalized to have assimilated or be affected by the culture of 

the country in which he or she has acquired citizenship in. An example would be a person 

who was born in any of the aforementioned three countries, but has migrated to another 

country at a very young age. In addition, since most of the questions require the respondents 

to possess prior freelance experience for them to be able to answer, a criterion of at least one 

year freelance experience was added for all respondents of the survey.  

Survey data were collected from January 15 – January 31, 2019; lasting for a period of 17 

days. All questionnaires were distributed and promoted online; primarily using social media. 

Using the method of convenience sampling and voluntary sampling (non-probability 

sampling), there were three main channels that were used to obtain the responses: (1) 

Freelancer.com (2) freelance groups on Facebook, and (3) LinkedIn. Freelancer.com is a 

global crowdsourcing marketplace that connects freelancers and employers from all over the 

world. With over 31, 000, 000 total users, it has become the world’s largest platform that is 

dedicated to helping freelancers find suitable projects that match their skills and 

compensation requirements. On freelancer.com, 97 freelancers voluntarily responded to the 

survey, with 28 of the responses found to be invalid. In addition, the questionnaire was 

posted on various freelance groups on Facebook (e.g. Indian Freelancers, FreelancersUSA, 

Online Filipino Freelancers, Freelancers etc…). Through LinkedIn Premium, freelancers 

were also individually asked to respond to the questionnaire. Using both channels of 

Facebook and LinkedIn, the researcher has garnered a total of 38 responses, with 6 of them 

found to be invalid. In addition, all 69 respondents who had valid responses from 

Freelancer.com each was given $2 USD in exchange for their time. Meanwhile, another 5 

respondents from other channels were randomly chosen through an online lottery; with each 

receiving $5 USD via Paypal as prize; amounting to a total cost of $163 USD for this 

research.  
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Out of the total 135 responses, there were 34 that were found to be invalid. Among these, 

14 (41.2%) of them were rejected for the reason that the #23, #24, and #25 Likert Scale 

questions had answers that all fell under one category (e.g. selecting “neutral” for all 

questions). In addition, another 14 (41.2%) were rejected for the reason of disqualification 

(e.g. respondent primarily lives or works in a country other than India, Philippines or United 

States, respondent’s total work experience is less than his freelance experience in years, 

respondent is not a freelancer, etc…). The remaining 6 (17.6%) were rejected for the reason 

that their IP addresses were found to be identical to a few respondents’; implying that some 

people may have duplicated their answers. As a result, only 101 responses were found to be 

valid; 41 from India, 32 from the Philippines, and 28 from the United States. In the survey 

collection process, Indian respondents were found to be more enticed with the $2 USD 

payment, and thus more willing to answer the survey in comparison to Filipino and American 

respondents. In contrast, American respondents were mostly indifferent to the payment 

incentive; even with the promise of a $5 USD draw. These differing attitudes toward 

incentive was the primary reason why it was easier to get more responses from Indians than 

Americans. Another reason why United States has a smaller sample size in comparison to the 

two other countries is because of the huge time zone difference. Since survey links were 

mostly uploaded and advertised past noon in Indian and Philippine time, this would roughly 

translate to past midnight or a late night time frame for Americans, where they would be less 

willing to answer surveys.  

3.3 Variables and Measures 

3.3.1 Dependent variables. 

To measure the dependent variable, freelance career success, success was comprised of 

objective career success (OCS) and subjective career success (SCS) on the basis of Van den 

Born and Van Witteloostuijn’s research design (2013). Furthermore, as mentioned in the 
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preceding sections above, people engage in freelancing not only for monetary reasons, but 

also for non-financial motives such as to gain autonomy and achieve work-life balance. 

Therefore, there is a need to split the success variables into two types. To measure OCS, 

respondents were asked to rate their satisfaction on the income level that they achieved from 

freelancing on a 5-point Likert Scale. The range was as follows: strongly disagree, disagree, 

neutral, agree, and strongly agree. Similarly, to measure SCS, respondents were asked to 

rate their satisfaction on autonomy, flexibility, work-life balance, intellectual stimuli and 

challenges, and the progress that they achieved from freelancing. In addition, respondents 

were also asked to rate their general satisfaction on their freelance career.  

3.3.2 Independent variables. 

To study the relationship of human capital to the respondents’ freelance career success, 

independent variables such as education, training, and work experience were utilized in the 

questionnaire. To measure education, respondents were asked to cite the highest level of 

education that they have obtained. To measure training, respondents were asked to cite the 

number of times on average that they have trained for the last 2 years. Choices were as 

follows: No training/ courses, once a year or less, 2-3 times a year, 4-6 times a year, 7-12 

times a year, and more than 12 times a year. To measure total work experience and freelance 

experience, respondents were given choices of 1-2 years, 3-5 years, 7-12 years, 13-20 years, 

and 20 years or more for both questions.  

To study the relationship of social capital to the respondents’ freelance career success, 

independent variables such as personal network, business network, and support network were 

utilized in the questionnaire. To measure the size of the personal network, respondents were 

asked to give an estimate of how many family members, relatives, and close friends they 

have. Choices were as follows: 0-10, 11-30, 31-50, 51-80, and more than 80. To measure the 

size of the business network, the same choices were provided, and respondents were asked to 
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give an estimate of the number of people they regularly discuss their business plans and ideas 

with, as well as an estimate of the number of people they consider to be their regular clients 

in the freelance career. To measure the size of the support network, respondents were asked 

to count the number of business clubs, networks, agencies, and organizations that they belong 

to. Choices were as follows: No, I am not, Yes: 1-3 organizations, Yes: 4-6 organizations, Yes: 

7-12 organizations, and Yes: more than 12 organizations. In addition, respondents were also 

given a yes or no question of whether they use the support of a personal coach or mentor in 

developing their business and career. Meanwhile, respondents were additionally asked to 

identify all the social media platforms that they use in order to enlarge their freelance social 

network, and to list down the number of friends that they have on Facebook. Choices were as 

follows: I don’t have Facebook, 0-150, 151-300, 301-500, 501-1,000, 1,001-5,000, and more 

than 5,000. These questions that are relevant to social media merely serve as an additional 

insight into the social capital of the respondents.  

To study the relationship of personal capital in the form of motivation to the respondents’ 

freelance career success, independent variables such as ambition, career insight and career 

resilience were utilized in the questionnaire. Respondents were asked to rank five varying 

ambitions in the order of most desired (1) to least desired (5), in order to accurately assess 

their long-term from short term career goals. These values were later given weighted values 

in the analysis stage, where the most desired ambition was accorded five points, while the 

least desired ambition was accorded one point. In addition, using a 5-point Likert Scale, 

respondents were asked to rate the extent to which they agree on six statements. The range 

was as follows: strongly disagree, disagree, neutral, agree, and strongly agree.  

3.3.3 Control variables. 

Some demographic variables were treated as control variables because of their possible 

influence on the outcome of the regression analysis. Age, gender identity, field of work, 
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possessing other source of income besides freelancing, and degree of dependence on 

freelancing were considered as control variables. The decision to include field of work as a 

control variable was patterned from Van den Born and Van Witteloostuijn’s Drivers of 

Freelance Success (2013), where they argued that the characteristics of the market where 

their respondents work in are defined by their profession. Most importantly, they believed 

that the exclusion of such market factors (as represented by field of work in this case), might 

very likely lead to an omitted-variable bias (OVB); therefore, rendering its inclusion as an 

imperative. In addition, fields of work: Web, Mobile & Software Development, IT & 

Networking, Data Science & Analytics, and Engineering & Architecture were consolidated 

and combined under the Technology group in the data analysis stage, while Design & 

Creative, Writing, Translation, and Sales & Marketing were classified under the Creative 

group. The remaining groups, Legal, Admin Support, Customer Service, and Accounting & 

Consulting were classified under the Others group. Meanwhile, the responses under the 

variable: possessing other source of income were categorized as: none = 1, while all yes were 

given a value of 2, to facilitate an easier analysis of the subsequent results.  

3.4 Data Processing  

 Data processing in SPSS involved four parts where in the first step, Spearman’s 

correlation was utilized to determine the association between all independent variables of the 

human, social, and personal capital, and the dependent variable freelance success. In the 

second part, the Box’s Test of Equality of Covariance Matrices (Box’s M Test) was reviewed 

prior to the interpretation of the results for Multivariate Analysis of Variance, to ensure that 

there was no violation in the assumption of homogeneity of covariance. Because the sample 

size for all three countries were unequal, the test used the criterion of α < 0.001 to determine 

whether the robustness of Box’s M Test is questionable. Scheffe’s method was likewise used 

for conducting post-hoc test.  
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In the third step, collinearity tests were conducted for all independent variables, and 

results show that in the n=101 data, one variable demonstrated multicollinearity (refer to 

Appendix B and C). Moreover, when data were separated according to country, some 

variables produced tolerance values that were close to zero (<0.2), and had subsequent 

variance inflation factor (VIF) values that were greater than 10. To minimize the probable 

disturbance that multicollinearity can bring to the outcomes of the three countries, the 

stepwise method of regression analysis was utilized for the fourth and final step. A 

confidence level of 90% was selected, given that an analysis of survey data of this kind 

would often require a level of 90% and above (Sauro, 2015). In addition, an R2 statistic value 

that is greater than 10% was deemed as the threshold in determining whether the model is a 

good fit for this particular study. Generally, studies that involve human behavior would 

typically arrive at R2 values that are lower than 50% (Dass, 2015; Frost, 2018 ). Furthermore, 

in comparison to numeric data, outcome variables that involve rating scales would likewise 

often produce R2 values that are lower. Specifically, an adjusted R2 of 15% was already 

perceived to be exceptional by many entrepreneurship literature in similar studies (Parker & 

Witteloostuijn, 2010).  

IV. Presentation of Data 

4.1 Demographic Results 

Table 1 

 Basic demographic results of all respondents 

Nationality Primary Residence 

  Frequency  Percent (%)    Frequency  Percent (%)  

Indian 41                   40.6  India 42                41.6  

Filipino 31                   30.7  Philippines 31                30.7  

American 24                   23.8  United States 25                24.8  

Others 5                     5.0  Others 3                  3.0  
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Total: 101                100.1  Total: 101             100.1  

Primary Workplace Age 

  Frequency  Percent (%)    Frequency  Percent (%)  

India 39                   38.6  25-34 57                56.4  

Philippines 31                   30.7  18-24 23                22.8  

United States 29                   28.7  35-44 12                11.9  

Others 2                     2.0  45-54 7                  6.9  

Total: 101                100.0  55-64 1                  1.0  

     Under 18 1                  1.0  

      Total: 101             100.0  

Gender Education 

  Frequency  Percent (%)    Frequency  Percent (%)  

Male 52                   51.5  Bachelor degree 50                49.5  

Female 49                   48.5  Master degree 19                18.8  

Prefer not to say 0                       -   College diploma 13                12.9  

Prefer to self-

describe as  
0                       -   High school diploma 11                10.9  

Total: 101                100.0  
Technical/ vocational 

training 
5                  5.0  

     Doctorate degree 3                  3.0  

      Total:  101             100.1  

Total Work Experience Freelance Work Experience 

  Frequency  Percent (%)    Frequency  Percent (%)  

3-6 years 32                   31.7  1-2 years 66                65.3  

1-2 years 30                   29.7  3-6 years 25                24.8  

7-12 years 24                   23.8  7-12 years 6                  5.9  

13-20 years 9                     8.9  13-20 years 4                  4.0  

20 years or more 6                     5.9  20 years or more 0                     -   

Total: 101                100.0  Total: 101             100.0  

Other Source of Income Besides Freelancing Dependence on Freelancing 

  Frequency  Percent (%)    Frequency  Percent (%)  

None 49                   48.5  not or hardly dependent 33                32.7  

Yes, a permanent 

job 
37                   36.6  partially dependent 25                24.8  

Yes, others 8                     7.9  slightly dependent 23                22.8  

Yes, a benefit 6                     5.9  greatly dependent 11                10.9  

Yes, a pension 1                     1.0  completely dependent 9                  8.9  

DOI:10.6814/THE.NCCU.MBA.021.2019.F08



‧
國

立
政 治

大

學
‧

N
a

t io
na l  Chengch i  U

niv

ers
i t

y

	
 
 

37	
 

Total:  101                  99.9  Total 101             100.1  

40.6% of the respondents were Indian nationals, 30.7% were Filipinos, 23.8% were 

Americans, while the remaining 5% came from Colombia, Japan, Mexico, and South Africa. 

Meanwhile, 41.6% of the respondents stated India as their primary residence, 30.7% stated 

Philippines, 24.8% stated United States, while the remaining 3% spent majority of their life 

in Colombia, Kyrgyzstan, and South Africa. On the other hand, 38.6% reported to be 

primarily working in India, 30.7% working in the Philippines, 28.7% working in the United 

States, while the remaining 2% primarily worked in Taiwan. Giving more importance to both 

the country of residence and primary workplace over one’s nationality, the researcher has re-

categorized all 101 respondents in the following order: 40.6% Indians (41 respondents), 

31.7% Filipinos (32 respondents), and 27.7% Americans (28 respondents).  

More than half of the respondents (56.4%) belongs to the 25-34 age group, over one-fifth 

(22.8%) belongs to the 18-24 age group, while over one-tenth of the respondents (11.9%) 

belongs to the 35-44 age group. As for gender, 51.5% are males, while 48.5% are females. 

For education, majority of the respondents (49.5%) graduated with a bachelor degree, nearly 

one-fifth (18.8%) graduated with a master degree, while over one-tenth (12.9%) graduated 

with a college diploma.  

Meanwhile, 31.7% of the respondents possessed 3-6 years of total working experience, 

29.7% possessed 1-2 years, while 23.8% possessed 7-12 years of experience. However, more 

than half of the respondents (65.4%) reported to have engaged in freelancing activities for 

only 1-2 years, 24.8% of the respondents for 3-6 years, and 5.9% of the respondents have 

already engaged in freelancing for 7-12 years. Out of all the respondents, nearly half (48.5%) 

reported that they do not have other sources of income besides freelancing, 36.6% reported 

having a permanent job, and 7.9% reported having other sources of income such as a small-

scale business, rent and investments. Though nearly half of the respondents do not possess 

other sources of income, only 32.7% stated that they are not or hardly dependent on 
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freelancing. Possible reasons may include: the respondent’s spouse is the primary 

breadwinner of the family, respondent currently lives with his or her parents, or the 

respondent is a full-time student. Meanwhile 24.8% reported being partially dependent to 

freelance income, and 22.8% reported being slightly dependent.  

 

Figure 2 All respondents categorized according to their field of work 

Table 2 

A comparison of field of work by country 

Field of Work Total (n=101) India (n=41) Philippines (n=32) United States (n=28) 

  Frequency %  Frequency  % Frequency  % Frequency  % 

Writing 41 17.7  20 20.4 10 16.1 11 15.5 

Design & Creative 29 12.6  7 7.1 11 17.7 11 15.5 

Admin Support 25 10.8  8 8.2 12 19.4 5 7.0 

Data Science & Analytics 23 10.0  13 13.3 4 6.5 6 8.5 

Sales & Marketing 21 9.1  8 8.2 7 11.3 6 8.5 

Web, Mobile & Software 

Development 
21 9.1  13 13.3 1 1.6 7 9.9 

Customer Service 20 8.7  8 8.2 5 8.1 7 9.9 

IT & Networking 17 7.4  7 7.1 2 3.2 8 11.3 

18%

13%

11%

10%9%

9%

9%

7%
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5%
3%
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Translation 15 6.5  4 4.1 6 9.7 5 7.0 

Engineering & Architecture 12 5.2  8 8.2 1 1.6 3 4.2 

Accounting & Consulting 7 3.0  2 2.0 3 4.8 2 2.8 

Legal 0 0.0  0 0.0 0 0.0 0 0.0 

Total: 231 100.0  98 100.0 62 100.0 71 100.0 

Majority of the respondents (17.7%) cited writing as their primary field of work, 12.6% 

are in design and creative industry, while 10.8% works in admin support. Most of the Indian 

respondents worked in the fields of writing, data science and analytics, as well as web, 

mobile, and software development. In addition, more than a quarter of 2,100 HR 

professionals that were interviewed in a separate study, believed that the demand for writers 

and bloggers continues to remain high among Indian organizations. This can perhaps explain 

why majority of the respondents in India (20.4%) dabble in the writing field (TimesJobs, 

2018). Meanwhile, IT and technology have always been the largest employers of freelancers 

(Lindzon, 2016), and specific areas such as data analytics, web and mobile development, and 

web design, happen to be the key focus areas of many Indian freelancers (Tnn, 2018).  In the 

Philippines, most respondents worked in the fields of admin support, design and creative, and 

writing. In Upwork —which is the primary platform that Filipino freelancers use to find 

potential clients, more than 50% of Filipinos work in administrative jobs, with 20% engaged 

in marketing and design, while 13% in writing and blogging (Licera Jr, 2017). Similarly, 

most of the American respondents worked in the fields of writing, design and creative, as 

well as IT and networking. According to PayPal (2017), in a survey which involved 1,000 

American freelancers, most respondents came from the data entry and internet research 

industry (14%), while the fourth most common industry was graphic design and illustration 

(8%), and the seventh was in copywriting (5%). Overall, the survey sample is quite similar to 

the general freelance landscape in India, Philippines, and United States.  

Table 3  

A comparison of ambition by country 
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Ambition Total (n=101) India (n=41) Philippines (n=32) United States (n=28) 

 Mean Mean Mean Mean 

Permanent Employment 3.079 3.171 3.094 2.929 

Retirement 2.485 2.049 2.781 2.786 

Freelancing 3.297 3.293 3.219 3.393 

Brand/ Company Development 3.436 3.512 3.563 3.179 

Partnership with Freelancers 2.703 2.976 2.344 2.714 

Out of all ambitions, brand or company development garnered the highest mean (x̄ = 

3.436), while retirement was the least desired (x̄ = 2.485). The same can be said for Indian 

and Filipino respondents; with the difference that Filipinos least desire to form a partnership 

with other freelancers (x̄ = 2.344). Similarly, Americans desired to continue freelancing the 

most (x̄ = 3.393) , and least desired to partner with other freelancers (x̄ = 2.714). In terms of 

permanent employment, Indians desire it the most, while Americans desire it the least. In 

terms of retirement, Americans desire it the most, while Indians desire it the least. In terms of 

continuing freelancing, Americans desire it the most, while Filipinos desire it the least. In 

terms of brand or company development, Filipinos desire it the most, while Americans desire 

it the least. Lastly, in terms of forming a partnership with other freelancers, Indians desire it 

the most, while Filipinos desire it the least.  

4.2 Freelance Success Results 

Table 4 

A comparison of satisfaction ratings on freelance success by country 

Satisfaction  Total (n=101) India (n=41) Philippines (n=32) United States (n=28) 

   Mean SD Mean SD Mean SD Mean SD 

a General 3.168 0.9703 3.171 0.8032 3.219 0.9413 3.107 1.2274 

b Income Level 2.762 1.0114 2.488 0.8978 3.063 0.6690 2.821 1.3623 

c Autonomy 3.396 1.0303 3.220 1.0371 3.531 0.7177 3.500 1.2910 

d Flexibility 3.812 0.9666 3.683 0.9859 4.000 0.6222 3.786 1.2280 

e Work-Life Balance 3.713 0.9417 3.829 0.8917 3.875 0.6599 3.357 1.1930 

f 
Intellectual Stimuli and 

Challenges 
3.792 0.9200 3.683 0.9338 4.188 0.7378 3.500 0.9623 
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g Progress 3.317 1.1039 3.171 1.1380 3.469 0.9832 3.357 1.1930 

  GS = x̄a 3.168   3.171   3.219   3.107   

  OCS =  x̄b 2.762  2.488   3.063   2.821   

  SCS = (x̄c + x̄d + x̄e + x̄f  + x̄g) /5 3.606  3.517   3.813   3.500   

  
Average of (OCS + SCS) = { x̄b 

+ (x̄c + x̄d + x̄e + x̄f  + x̄g) /5 } / 2 
3.184   3.003   3.438   3.161   

  p 0.837 0.167 0.007 0.786 

To determine whether the average of the sum of OCS and SCS is equivalent to the 

generally perceived success of respondents (as represented by the statement: I think I 

generally have a successful freelance career), the formula x̄a = { x̄b + [(x̄c + x̄d + x̄e + x̄f  + x̄g) 

/5] } / 2 was tested out. Satisfaction a represented the generally perceived success of 

respondents, satisfaction b represented OCS, while satisfaction c, d, e, f, and g each 

represented SCS. Substituting the equation with the respective means, one can infer that the 

generally perceived success factor of all 101 respondents (x̄a = 3.168) is approximately equal 

to the average of the sum (3.184) of their OCS (2.762) and SCS (3.606) means. To validate 

that the x̄a 3.168 is indeed equal to 3.184, a one-sample t-test was conducted, where the 

obtained p-value 0.837 is less than 0.05. Therefore, in this case, the generally perceived 

success alone is sufficient enough to represent the dependent variable freelance success. 

However, contrary can be said for the Philippines. Since its p-value 0.007 is less than 0.05, 

this implies that its x̄a 3.219 is not equal to 3.438. Therefore, in the case of the Philippines, 

the generally perceived success, OCS, and SCS shall all be used in representing the 

dependent variable freelance success.  

It is interesting to note that most respondents expressed agreement on their satisfaction 

towards the flexibility, work-life balance, and intellectual stimuli and challenges (3.812, 

3.713, and 3.792 respectively) that their freelance career offers. This is in contrast to their 

attitude towards their achieved income level, which only garnered an average satisfaction 

rating of 2.762 out of 5. Meanwhile, majority seemed to possess a neutral attitude when 
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asked regarding about their general satisfaction, achieved autonomy and progress (3.168, 

3.396, and 3.317 respectively).  

Indian respondents expressed greater satisfaction on their work-life balance, flexibility, 

and intellectual stimuli and challenges (3.829, 3.683, 3.683 respectively) compared to other 

aspects of freelance success. The same can be said for Filipino respondents, who expressed 

greater satisfaction towards the intellectual stimuli and challenges that their freelance careers 

offer, their flexibility, and work-life balance (4.188, 4.000, 3.875 respectively). Similarly, 

American respondents expressed greater satisfaction towards flexibility, autonomy, and 

intellectual stimuli and challenges (3.786, 3.500, 3.500 respectively). Generally, Filipino 

respondents proved to be the most optimistic by expressing the highest satisfaction across all 

aspects of freelance success in comparison to India and United States. Meanwhile, Indians 

were the least satisfied towards income level, achieved autonomy, flexibility, and progress, 

while Americans were the least satisfied towards generally perceived success, work-life 

balance, and intellectual stimuli and challenges. It can also be observed that in comparison to 

all aspects of freelance success, income level has consistently scored the lowest while 

flexibility has scored highly among all three countries.  

4.2.1 Perception on the importance of capitals on freelance career success. 

Table 5 

A comparison on the perceived importance of capitals on freelance success by country 

Attitude Total (n=101) India (n=41) Philippines (n=32) United States (n=28) 

 Mean Mean Mean Mean 

Formal Education 3.644 3.683 3.531 3.714 

Training 4.218 4.073 4.344 4.286 

Work Experience 4.188 4.122 4.313 4.143 

Personal Network 3.960 3.927 4.094 3.857 

Business Network 4.238 4.268 4.344 4.071 

Support Network 3.861 4.024 3.906 3.571 

Career Insight 4.218 4.146 4.375 4.143 
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Career Resilience 4.366 4.341 4.469 4.286 

Averaging a total of 101 responses, career resilience was shown to be the highest-rated 

contributor of freelance success (x̄ = 4.366), while formal education was the lowest; 

averaging a score of 3.644. Separating the responses by countries, the same can be said for 

Indian, Filipino, and American respondents, who rated career resilience higher than all the 

other variables (4.341, 4.469, and 4.286 respectively). Similarly, Indian and Filipino 

respondents rated formal education lower than the other variables (3.683 and 3.531 

respectively). However, for American respondents, they believed that training is just as 

important as career resilience, while support network is the least-rated among all other 

variables ((x̄ = 3.571).  

4.3 Correlation Results 

In this section, the degree to which the independent variables of human, social, and 

personal capital, and dependent variable —general success (GS) are associated was tested out 

for all three countries. Note that for Philippines, all variables were compared against three 

measures of success: (1) general, (2) objective career success, and (3) subjective career 

success. The results are as follows:  

Given a total sample size of 101 respondents, the correlation coefficient of all human 

capital variables indicate positive albeit weak association to general success (GS), with no 

significance at the 0.05 and 0.01 level. The same can be said for social capital, except for 

social media (4), which bears a weak, negative association to general success. For personal 

capital, ambition: permanent employment (8), ambition: retirement (9), and ambition: 

partnership with freelancers (12) all bear weak, negative association to general success. 

Partnership with freelancers entail sharing clients or merging companies. Because the success 

of the partnership is dependent on the rapport between both parties involved, there are many 

pitfalls that can happen if there is no good fit. This can perhaps explain why the ambition to 

partner with other freelancers has a negative association to general freelance success. On the 
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other hand, ambition: freelancing (10) has a weak, positive association to general success. 

There was no association between ambition: brand or company development (11) and general 

success. Meanwhile, Spearman correlation indicated that there was a significant positive 

association between career insight (13) and general success, and between career resilience 

(14) and general success.  

Table 6 

Correlation matrix for total sample size 

Correlation: Total (n=101) 

 1 2 3 4 5 6 7 8 9 10 11 12 13 14 GS 

HC                

1 1 -.115 .212* -.116 .045 -.041 -.041 -.122 -.066 -.019 .109 .179 .110 .088 .073 

2 - 1 .071 -.084 -.046 .003 .112 -.081 .035 .019 -.059 .108 .075 .173 .084 

3 - - 1 -.122 -.011 -0.048 .197* -.054 .085 -.123 .013 .068 .024 -.163 .124 

SC                

4 - - - 1 .356** .269** .108 .066 -.035 -.054 -.057 .097 .137 .238* -.069 

5 - - - - 1 .339** .320** .028 .027 -.125 .005 .013 .159 .220* .074 

6 - - - - - 1 .323** .054 -.056 .093 -.084 .005 .041 .154 .049 

7 - - - - - - 1 -.157 .146 -.129 -.033 .173 .076 .068 .076 

PC                

8 - - - - - - - 1 -.464** -.178 -.329** -.269** -.110 -.006 -.008 

9 - - - - - - - - 1 -.177 -.168 -.303** -.180 -.215* -.022 

10 - - - - - - - - - 1 -.341** -.134 .083 .046 .086 

11 - - - - - - - - - - 1 -.022 .110 .028 .000 

12 - - - - - - - - - - - 1 .052 .190 -.068 

13 - - - - - - - - - - - - 1 .593** .265** 

14 - - - - - - - - - - - - - 1 .222* 

GS - - - - - - - - - - - - - - 1 

HC = human capital, SC = social capital, PC = personal capital, GS = general success, 1 = formal education, 2 = training, 3 = work 

experience, 4 = social media, 5 = personal network, 6 = business network, 7 = support network, 8 = ambition: permanent employment, 9 = 

ambition: retirement, 10 = ambition: freelancing, 11 = ambition: brand or company development, 12 = ambition: partnership with 

freelancers, 13 = career insight, 14 = career resilience. 

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

**. Correlation is significant at the 0.01 level (2-tailed). 
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The Spearman correlation results from Indian respondents roughly mirrored the results 

that were obtained from the total sample size. All human capital and social capital variables 

indicate weak, positive association to general success (GS), with no significance at the 0.05, 

and 0.01 level; with the exception of social media (4) which instead has a weak, negative 

association to general success. Although India ranked second in terms of the country that has 

the most Facebook users, 2019 Statista data showed that the country’s active social network 

penetration is merely at 23%, which is considered to be one of the lowest in the world. This 

could perhaps explain why social media has a negative association to general success. 

Meanwhile, for personal capital, ambition: permanent employment (8), ambition: retirement 

(9), and ambition: freelancing (10) all bear weak, negative association to general success, 

while ambition: brand or company development (11), ambition: partnership with freelancers 

(12), and career insight (13) all bear weak, positive association to general success. Only 

career resilience (14) was significant with a weak, positive association to general success.  

Table 7 

Correlation matrix for India 

Correlation: India (n=41) 

  1 2 3 4 5 6 7 8 9 10 11 12 13 14 GS 

HC                

1 1 .122 .342* -.057 .072 .075 -.110 -.004 -.261 -.048 .198 .192 .397* .446** .183 

2 - 1 .001 .018 .118 -.064 .249 -.428** -.115 .162 .156 .377* .281 .338* .184 

3 - - 1 -.257 .013 -.204 .077 .079 -.139 .030 .252 -.207 .082 .031 .197 

SC                

4 - - - 1 .366* .371* .202 .028 -.010 -.214 -.053 .257 .043 -.019 -.226 

5 - - - - 1 .308 .338* -.035 -.075 -.237 .069 .327* .172 .123 .105 

6 - - - - - 1 .137 .112 -.199 .109 -.198 .205 -.044 .052 .086 

7 - - - - - - 1 .100 -0.108 -.200 .092 .178 -.001 -.034 .136 

PC                

8 - - - - - - - 1 -.503** -.319* -.373* -.147 -.248 -.055 -.030 

9 - - - - - - - - 1 .003 -.107 -.418** -.082 -.252 -.063 

10 - - - - - - - - - 1 -.299 -.253 .097 .010 -.136 
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11 - - - - - - - - - - 1 .077 .043 -.076 .158 

12 - - - - - - - - - - - 1 .217 .329* .078 

13 - - - - - - - - - - - - 1 .662** .110 

14 - - - - - - - - - - - - - 1 .348* 

GS - - - - - - - - - - - - - - 1 

HC = human capital, SC = social capital, PC = personal capital, GS = general success, 1 = formal education, 2 = training, 3 = work 

experience, 4 = social media, 5 = personal network, 6 = business network, 7 = support network, 8 = ambition: permanent employment, 9 = 

ambition: retirement, 10 = ambition: freelancing, 11 = ambition: brand or company development, 12 = ambition: partnership with 

freelancers, 13 = career insight, 14 = career resilience. 

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

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

For Philippine respondents, results indicate that all human capital and social capital 

variables likewise bear no significance at the 0.05, and 0.01 level. For human capital, formal 

education (1) and work experience (3) bear weak, positive association to general success (GS) 

and objective career success (OCS), while training (2) bears a weak, negative association to 

the aforementioned success variables. This can perhaps be attributed to the fact that many of 

the respondents worked in the field of admin support in which training is largely favoured, 

but is considered to have the lowest average hourly rate of $5.3 USD among other industries 

(Licera Jr, 2017). However, the exact opposite can be said for all human capital variables in 

relation to subjective career success (SCS). Based on the 2018 Global Competitiveness 

Report, mean years of schooling in the Philippines is 9.6 years, which is significantly longer 

in comparison to India that has a mean of 6 years. Perhaps the lengthy time required to obtain 

a degree is affecting their perceived satisfaction on the progress of their freelance career.  

Meanwhile, all social capital variables denote weak, positive association to all the three 

success variables. For personal capital, the ambition: freelancing (10) variable is moderately 

and positively associated to general success, and is significant at the 0.05 level. It is also 

interesting to note that general success in itself is likewise moderately and positively 

associated to objective career success, and is significant at the 0.01 level. This can perhaps 

explain why the freelance career success equation: GS = OCS + SCS, was earlier rejected for 
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the Philippines. Furthermore, it might be the case that Filipino respondents tend to define 

general success in terms of objective career success; specifically income success. This is 

further supported by the apparent similarities under the results of general success and 

objective career success columns, in contrast to the results of subjective career success. 

Meanwhile, career insight (13) bears a moderately positive association to subjective career 

success.  

Table 8 

Correlation matrix for Philippines 

Correlation: Philippines (n=32) 

 1 2 3 4 5 6 7 8 9 10 11 12 13 14 GS OCS SCS 

HC                  

1 1 -.316 .431* .106 .186 -.088 .167 -.334 .204 -.190 .220 .098 -.259 -.181 .101 .099 -.341 

2 - 1 -.081 .018 -.198 .137 -.121 .273 -.016 -.080 -.050 -.195 .004 .131 -.093 -.174 .124 

3 - - 1 -.228 .032 .004 .299 -.415* .445* -.520** .148 .364* -.105 -.303 .025 .020 -.020 

SC                  

4 - - - 1 .244 .161 -.222 -.002 -.113 .232 .002 .006 -.008 .299 .074 .012 .085 

5 - - - - 1 .381* .400* -.215 .049 -.022 .187 -.030 .296 .287 .309 .162 .137 

6 - - - - - 1 .435* -.109 -.005 .247 .018 -.135 .292 .361* .197 .185 .149 

7 - - - - - - 1 -.395* .186 -.074 .124 .242 .273 .214 .050 .323 .310 

PC                  

8 - - - - - - - 1 -.463** .060 -.469** -.320 -.118 .008 .107 .118 -.251 

9 - - - - - - - - 1 -.356* -.152 -.198 -.157 -.137 -.093 -.183 .012 

10 - - - - - - - - - 1 -.359* -.118 .257 .412* .371* .289 .103 

11 - - - - - - - - - - 1 .013 .007 -.133 -.100 -.254 .108 

12 - - - - - - - - - - - 1 .075 -.063 -.311 .164 .175 

13 - - - - - - - - - - - - 1 .647** .217 .115 .478** 

14 - - - - - - - - - - - - - 1 .109 .173 .308 

GS - - - - - - - - - - - - - - 1 .482** -.093 

OCS - - - - - - - - - - - - - - - 1 .119 

SCS - - - - - - - - - - - -   - - - 1 

HC = human capital, SC = social capital, PC = personal capital, GS = general success, 1 = formal education, 2 = training, 3 = work 

experience, 4 = social media, 5 = personal network, 6 = business network, 7 = support network, 8 = ambition: permanent employment, 9 = 

ambition: retirement, 10 = ambition: freelancing, 11 = ambition: brand or company development, 12 = ambition: partnership with 
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freelancers, 13 = career insight, 14 = career resilience. 

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

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

Similar to the preceding results, all human capital and social capital variables bear no 

significance at the 0.05 and 0.01 level for American respondents. Formal education (1) bears 

weak, negative association to general success (GS), while training (2) and work experience (3) 

bear weak, positive association to general success. Similar to the Philippines, the 2018 

Global Competitiveness Report stated that the mean years of schooling in United States is 

13.5 years, which is significantly longer than most countries. The lengthy time required to 

obtain a degree and a concurrent dissatisfaction on the achieved income level (refer to table 4) 

may therefore be the cause of a negative association between both variables.  

While social media (4) indicates a weak, negative association to general success, United 

States is likewise the only country where personal network (5), and business network (6) 

indicate negative association to general success. These can perhaps be attributed to the fact 

that there has been a decline of trust in individuals (Paxton, 1999), and that Americans have 

been trusting each other less than they were 40 years ago (Ortiz-Ospina & Max Roser, 2019). 

For personal capital, ambition: permanent employment (8), ambition: brand or company 

development (11), and ambition: partnership with freelancers (12) all bear weak, negative 

association to general success. On the other hand, ambition: retirement (9), ambition: 

freelancing (10), and career resilience (14) all bear weak, positive association to general 

success. Only career insight (13) bears a moderately positive association to general success, 

and is significant at the 0.05 level.  

Table 9 

Correlation matrix for United States 

Correlation: United States (n=28) 
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 1 2 3 4 5 6 7 8 9 10 11 12 13 14 GS 

HC                

1 1 -.312 -.107 -.118 -.007 -.117 -.174 -.145 .071 .172 -.112 .073 .273 .127 -.001 

2 - 1 .230 -.073 .041 .136 .232 .214 .360 -.179 -.240 -.299 .137 -.010 .236 

3 - - 1 .213 -.023 .092 .220 .166 -.031 .089 -.321 .071 .318 -.125 .173 

SC                

4 - - - 1 .314 .173 .226 .264 -.247 -.007 -.179 .182 .208 .450* -.073 

5 - - - - 1 .241 .202 .311 .147 -.040 -.320 -.232 -.126 .232 -.203 

6 - - - - - 1 .437* .123 .113 -.094 -.122 -.038 -.272 -.115 -.119 

7 - - - - - - 1 -.205 .440* -.115 -.354 .170 -.127 -.001 .012 

PC                

8 - - - - - - - 1 -.394* -.216 -.218 -.401* -.016 -.006 -.117 

9 - - - - - - - - 1 -.234 -.256 -.156 -.040 -.182 .115 

10 - - - - - - - - - 1 -.351 .001 -.026 -.256 .131 

11 - - - - - - - - - - 1 -.194 .122 .236 -.097 

12 - - - - - - - - - - - 1 -.049 .208 -.007 

13 - - - - - - - - - - - - 1 .348 .449* 

14 - - - - - - - - - - - - - 1 .102 

GS - - - - - - - - - - - - - - 1 

HC = human capital, SC = social capital, PC = personal capital, GS = general success, 1 = formal education, 2 = training, 3 = work 

experience, 4 = social media, 5 = personal network, 6 = business network, 7 = support network, 8 = ambition: permanent employment, 9 = 

ambition: retirement, 10 = ambition: freelancing, 11 = ambition: brand or company development, 12 = ambition: partnership with 

freelancers, 13 = career insight, 14 = career resilience. 

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

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

 
 
4.4 Multivariate Analysis of Variance (Manova) Results 

In this section, the multivariate test was performed in order to determine whether or not 

mean differences exist among the dependent variables of freelance success and the 

independent variable country. The results are as follows: 

Pre-analysis results showed that the Box’s Test of Equality of Covariance Matrices had a 

p-value of .006 > .001, meaning that the test met the assumption of homogeneity of 

covariance. Furthermore, Pillai’s Trace had a p-value of .003 < .05, which means that there 

exists evidence of a significant main effect. Supporting this, one can see from Table 10 that 
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the dependent variables income level and intellectual stimuli and challenges have p-values of 

(borderline) 0.05 and 0.008 respectively. This means that both dependent variables are 

statistically significant, and a further analysis should be made in order to determine exactly 

which pairs of means are different. From the pairwise comparisons analysis, results show that 

India and Philippines have a mean difference of -.575 on income level. In addition, a new 

variable work life balance, was shown to be significant for both India and United States with 

a mean difference of .472, while Philippines and United States had a significant mean 

difference of .518. Lastly, intellectual stimuli and challenges was significant for both India 

and Philippines with a mean difference of -.505, while  Philippines and United States had a 

significant mean difference of .688. 

Table 10 

Manova result for freelance success 

Freelance Success Sig Country Mean SD 

General Success  0.907 

India 3.171 0.803 

Philippines 3.219 0.941 

USA 3.107 1.227 

Total 3.168 0.970 

Income Level  0.050 

India 2.488 0.898 

Philippines 3.063 0.669 

USA 2.821 1.362 

Total 2.762 1.011 

Autonomy  0.364 

India 3.220 1.037 

Philippines 3.531 0.718 

USA 3.500 1.291 

Total 3.396 1.030 

Flexibility  0.379 

India 3.683 0.986 

Philippines 4.000 0.622 

USA 3.786 1.228 

Total 3.812 0.967 

Work-Life Balance  0.060 
India 3.829 0.892 

Philippines 3.875 0.660 
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USA 3.357 1.193 

Total 3.713 0.942 

Intellectual Stimuli and Challenges  0.008 

India 3.683 0.934 

Philippines 4.188 0.738 

USA 3.500 0.962 

Total 3.792 0.920 

Progress  0.511 

India 3.171 1.138 

Philippines 3.469 0.983 

USA 3.357 1.193 

Total 3.317 1.104 

4.5 Regression Results 

In this section, each analysis consisted of four models, with the purpose of determining 

the isolated contribution of every set of predictor variables to the variance in the dependent 

variable. Stepwise regression analysis with a confidence interval of 90% was conducted, and 

predictor variables that are significant at the 5% and 1% level were denoted by: * and ** 

respectively. The results are as follows: 

Model 1 consisted of a set of control variables, and results show that for the total sample 

size, this set accounted for 5.8% of the variation. However, with the addition of human 

capital in model 2, R2 became larger and rose to 9.9%. The variation in the outcome remained 

the same even with the addition of social capital in model 3. However, with the inclusion of 

personal capital in model 4, R2 rose further to 21.0%; with this capital accounting for most of 

the variation in the outcome. 

Table 11 

R2 result for total sample size 

Regression (n=101) 
M1 M2 M3 M4 

B B B B 

C     

Age 0.133 0.051 0.051 0.169 

Gender Identity 0.054 0.066 0.066 0.089 

Field of Work: Web, Mobile & Software Developer  0.143 0.098 0.098 0.106 
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Field of Work: IT & Networking -0.061 -0.106 -0.106 -0.093 

Field of Work: Data Science & Analytics 0.139 0.096 0.096 0.437* 

Field of Work: Engineering & Architecture 0.012 -0.005 -0.005 0.002 

Field of Work: Design & Creative -0.065 -0.028 -0.028 -0.055 

Field of Work: Writing 0.012 0.033 0.033 -0.023 

Field of Work: Translation 0.133 0.134 0.134 0.099 

Field of Work: Admin Support 0.142 0.141 0.141 0.11 

Field of Work: Customer Service 0.104 0.094 0.094 0.072 

Field of Work: Sales & Marketing 0.115 0.102 0.102 0.106 

Field of Work: Accounting & Consulting 0.103 0.071 0.071 -0.011 

Other Source of Income Besides Freelancing -0.466* -0.512** -0.512** -0.617** 

Dependence on Freelancing 0.042 0.003 0.003 0.017 

HC - 0.306* 0.306* 0.129 

SC - - 0.141 0.073 

PC - - - 1.063** 

R2 0.058 0.099 0.099 0.210 

Adj. R2 0.049 0.081 0.081 0.186 

* p < 0.05, ** p <0.01 

C = control, HC = human capital, SC = social capital, PC = personal capital, M = model 

M1 = C, M2 = C + HC, M3 = C + HC + SC, M4 = C + HC + SC + PC 

For India, results show that model 1 (control) did not have at least one predictor variable 

that contributed to any variance in the dependent variable; thus, model 1 did not generate any 

R2 value. The addition of human capital however (model 2) accounted for 10.9% of the 

variance. This however remained unchanged with the addition of social capital (model 3), 

and the subsequent addition of personal capital (model 4).  

Table 12 

R2 result for India 

Regression (n=41) 
M1 M2 M3 M4 

B B B B 

C     

Age - 0.167 0.167 0.167 

Gender Identity - 0.069 0.069 0.069 

Field of Work: Web, Mobile & Software Developer  - 0.104 0.104 0.104 

Field of Work: IT & Networking - -0.153 -0.153 -0.153 
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Field of Work: Data Science & Analytics - -0.009 -0.009 -0.009 

Field of Work: Engineering & Architecture - -0.102 -0.102 -0.102 

Field of Work: Design & Creative - -0.124 -0.124 -0.124 

Field of Work: Writing - -0.241 -0.241 -0.241 

Field of Work: Translation - 0.139 0.139 0.139 

Field of Work: Admin Support - 0.244 0.244 0.244 

Field of Work: Customer Service - 0.005 0.005 0.005 

Field of Work: Sales & Marketing - 0.234 0.234 0.234 

Field of Work: Accounting & Consulting - -0.238 -0.238 -0.238 

Other Source of Income Besides Freelancing - -0.195 -0.195 -0.195 

Dependence on Freelancing - -0.017 -0.017 -0.017 

HC - 0.416* 0.416* 0.416* 

SC - - 0.073 0.073 

PC - - - 0.181 

R2 - 0.109 0.109 0.109 

Adj. R2 - 0.086 0.086 0.086 

* p < 0.05, ** p <0.01 

C = control, HC = human capital, SC = social capital, PC = personal capital, M = model 

M1 = C, M2 = C + HC, M3 = C + HC + SC, M4 = C + HC + SC + PC 

For Philippines, results show that model 1 accounted for 24.6% of the variation in general 

success. The addition of human capital (model 2) did not contribute to any variation; however, 

together with the subsequent addition of social capital (model 3), R2 rose to 34.3%. The 

variation increased slightly further to 34.5% with the inclusion of personal capital (model 4).  

Table 13 

R2 result for Philippines in relation to general success 

Regression (n=32) (GS) 
M1 M2 M3 M4 

B B B B 

C     

Age -0.001 -0.001 0.001 0.027 

Gender Identity 0.017 0.017 0.135 0.033 

Field of Work: Web, Mobile & Software Developer  0.018 0.018 0.029 0.047 

Field of Work: IT & Networking -0.114 -0.114 -0.090 -0.153 

Field of Work: Data Science & Analytics 0.144 0.144 0.118 0.136 

Field of Work: Engineering & Architecture 0.230 0.23 0.142 0.222 
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Field of Work: Design & Creative 0.162 0.162 0.107 0.181 

Field of Work: Writing 0.991** 0.991** 1.012** 1.025** 

Field of Work: Translation -0.042 -0.042 0.010 -0.013 

Field of Work: Admin Support -0.131 -0.131 -0.120 -0.143 

Field of Work: Customer Service -0.143 -0.143 -0.106 -0.097 

Field of Work: Sales & Marketing -0.110 -0.11 -0.069 -0.052 

Field of Work: Accounting & Consulting 0.148 0.148 0.177 0.118 

Other Source of Income Besides Freelancing -0.239 -0.239 -0.238 -0.261 

Dependence on Freelancing -0.040 -0.04 -0.020 0.048 

HC - 0.005 0.020 0.084 

SC - - 0.524* 0.216 

PC - - - 0.822* 

R2 0.246 0.246 0.343 0.345 

Adj. R2 0.221 0.221 0.298 0.300 

* p < 0.05, ** p <0.01 

C = control, HC = human capital, SC = social capital, PC = personal capital, M = model 

M1 = C, M2 = C + HC, M3 = C + HC + SC, M4 = C + HC + SC + PC     

With respect to the dependent variable objective career success, model 1 accounted for 

13.5% of the variation in the outcome, and remained unchanged even with the subsequent 

additions of all three capitals in models 2, 3, and 4. Thus, one can infer that control variables 

account for all of the variation in the dependent variable.  

Table 14 

R2 result for Philippines vis-à-vis objective career success 

Regression (n=32) (OCS) 
M1 M2 M3 M4 

B B B B 

C     

Age -0.029 -0.029 -0.029 -0.029 

Gender Identity 0.027 0.027 0.027 0.027 

Field of Work: Web, Mobile & Software Developer  -0.070 -0.070 -0.070 -0.070 

Field of Work: IT & Networking 0.000 0.000 0.000 0.000 

Field of Work: Data Science & Analytics 0.145 0.145 0.145 0.145 

Field of Work: Engineering & Architecture -0.070 -0.070 -0.070 -0.070 

Field of Work: Design & Creative -0.152 -0.152 -0.152 -0.152 

Field of Work: Writing 0.256 0.256 0.256 0.256 
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Field of Work: Translation 0.183 0.183 0.183 0.183 

Field of Work: Admin Support -0.500* -0.500* -0.500* -0.500* 

Field of Work: Customer Service 0.114 0.114 0.114 0.114 

Field of Work: Sales & Marketing -0.031 -0.031 -0.031 -0.031 

Field of Work: Accounting & Consulting 0.344 0.344 0.344 0.344 

Other Source of Income Besides Freelancing -0.173 -0.173 -0.173 -0.173 

Dependence on Freelancing -0.102 -0.102 -0.102 -0.102 

HC - -0.005 -0.005 -0.005 

SC - - 0.272 0.272 

PC - - - 0.201 

R2 0.135 0.135 0.135 0.135 

Adj. R2 0.106 0.106 0.106 0.106 

* p < 0.05, ** p <0.01 

C = control, HC = human capital, SC = social capital, PC = personal capital, M = model 

M1 = C, M2 = C + HC, M3 = C + HC + SC, M4 = C + HC + SC + PC 

With respect to the dependent variable subjective career success, the additions of control 

variables, human capital and social capital in models 1, 2, and 3 respectively, did not account 

for any variation. However, the addition of personal capital (model 4) accounted for 18.5% of 

the variance in the dependent variable.   

Table 15 

R2 result for Philippines vis-à-vis subjective career success 

Regression (n=32) (SCS) 
M1 M2 M3 M4 

B B B B 

C     

Age - - - 0.017 

Gender Identity - - - -0.102 

Field of Work: Web, Mobile & Software Developer  - - - 0.031 

Field of Work: IT & Networking - - - -0.055 

Field of Work: Data Science & Analytics - - - 0.102 

Field of Work: Engineering & Architecture - - - -0.008 

Field of Work: Design & Creative - - - 0.106 

Field of Work: Writing - - - -0.109 

Field of Work: Translation - - - -0.174 

Field of Work: Admin Support - - - 0.045 
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Field of Work: Customer Service - - - 0.168 

Field of Work: Sales & Marketing - - - -0.096 

Field of Work: Accounting & Consulting - - - 0.04 

Other Source of Income Besides Freelancing - - - 0.206 

Dependence on Freelancing - - - 0.168 

HC - - - -0.022 

SC - - - 0.087 

PC - - - 0.573* 

R2 - - - 0.185 

Adj. R2 - - - 0.157 

* p < 0.05, ** p <0.01 

C = control, HC = human capital, SC = social capital, PC = personal capital, M = model 

M1 = C, M2 = C + HC, M3 = C + HC + SC, M4 = C + HC + SC + PC 

For United States, the result was similar to Table 14, in which only model 1 accounted for 

any variation in the outcome (17.9%), and that the subsequent additions of all three capitals 

in models 1, 2, and 3 did not further contribute to any variation.  

Table 16 

R2 result for United States 

Regression (n=28)  
M1 M2 M3 M4 

B B B B 

C     

Age 0.154 0.154 0.154 0.154 

Gender Identity -0.050 -0.050 -0.050 -0.05 

Field of Work: Web, Mobile & Software Developer  0.314 0.314 0.314 0.314 

Field of Work: IT & Networking 0.047 0.047 0.047 0.047 

Field of Work: Data Science & Analytics 0.085 0.085 0.085 0.085 

Field of Work: Engineering & Architecture -0.189 -0.189 -0.189 -0.189 

Field of Work: Design & Creative 0.069 0.069 0.069 0.069 

Field of Work: Writing -0.074 -0.074 -0.074 -0.074 

Field of Work: Translation -0.141 -0.141 -0.141 -0.141 

Field of Work: Admin Support 1.330* 1.330* 1.330* 1.330* 

Field of Work: Customer Service 0.168 0.168 0.168 0.168 

Field of Work: Sales & Marketing 0.071 0.071 0.071 0.071 

Field of Work: Accounting & Consulting 0.107 0.107 0.107 0.107 

Other Source of Income Besides Freelancing -0.167 -0.167 -0.167 -0.167 
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Dependence on Freelancing -0.059 -0.059 -0.059 -0.059 

HC - 0.253 0.253 0.253 

SC - - -0.098 -0.098 

PC - - - 0.223 

R2 0.179 0.179 0.179 0.179 

Adj. R2 0.147 0.147 0.147 0.147 

* p < 0.05, ** p <0.01 

C = control, HC = human capital, SC = social capital, PC = personal capital, M = model 

M1 = C, M2 = C + HC, M3 = C + HC + SC, M4 = C + HC + SC + PC 

 

V. Discussions, Summary and Conclusion 

5.1 Discussions 

5.1.1 Discussions from a general perspective. 

Taking into account all 101 responses, one can infer that personal capital is indeed a 

dominant predictor of general success for freelancers in India, Philippines, and United States. 

This consists of the variables career insight and career resilience, which are dimensions of 

motivation. Interestingly, there lies an abundance of literature that asserts the positive effects 

of these two variables on both academic, organizational, and career success. For example, 

Steiner (1979, p.13) stated that career insight in the form of planning, “deals with the futurity 

of current decisions”, and is essentially designing one’s ideal future and identifying ways to 

actualize it. Steiner (1979) believed that planning provided basis for making better current 

decisions, which in turn would allow a company to better exploit opportunities and thwart 

threats. In addition, a quantitative study has proven that in the field of acquisitions in firms, 

the planners significantly performed better than the non-planners, which resulted in 

substantial differences in objective financial measurements (Ansoff, Avner, Brandenburg, 

Portner & Radosevich, 1970). Meanwhile, resilience, such as in the form of having a positive 

response to failure or adversity, has long been used as a measure of “grit”, which in turn has 

been proven over time to predict academic success over talent (Perkins-Gough, 2013). 
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Furthermore, Duckworth in encapsulating over two decades of research, argued that grit is 

important in achieving success and having a healthier emotional life (as cited in Puiu, 2017).  

Human capital is also perceived to be a predictor of general success for all respondents in 

models 2 and 3. Similar to personal capital, a wealth of literature supports the positive effects 

of education, training, and work experiences to organizational and career success. Rod 

Gerber and Colin Lankshear (2002) for example, stated that possessing and utilizing expertise 

enables an individual to accomplish objectives more effectively and efficiently. In addition, 

Bates argued that human capital was perceived to be a significant variable in 

entrepreneurship, and is typically found to have a large impact on survival (as cited in Bonnet, 

De Lema & Van Auken, 2010).  

Meanwhile, possessing another source of income besides freelancing was significantly 

and inversely associated (B=-.617, M4, p<.01) to general freelance success. This means that 

holding a permanent job, receiving a pension, a benefit, or running a small-scale business has 

a negative impact on general success. Out of the total sample, 51.4% (n=52) had other 

sources of income, and 76.9% (n=40) of those respondents stated that they most desire to 

further develop their own brand/ company while possibly hiring staff, have a permanent 

employment contract, or retire as soon as possible. This means that majority of the 

respondents who possessed other sources of income, primarily engaged in freelancing only as 

a means to achieve another non-freelance long-term goal. This might lead to dual-goal 

difficulties, where respondents expect to achieve both goals, but have to make the decision of 

whether to allocate the bulk of one’s resources towards the pursuit of a single goal, while 

disengaging from the other partially or as a whole (Schmidt & Dolis, 2009). Since the 

concurrent pursuit of multiple and difficult goals may lead to the partial or complete 

abandonment of one goal, it is very likely that respondents may not feel successful in their 

freelance career.  
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5.1.2 Discussions on India. 

Human capital is a dominant predictor of general freelance success in India. According to 

the Payoneer committee (2016), the most sought-after skills in India require knowledge of 

technology. It is not unusual then, to see that nearly half (41.9%) of the Indian respondents on 

this study are working in technology-related fields. According to Stephanie Kasriel, CEO of 

Upwork, these fields are dependent on specific skillsets that freelancers are twice as likely to 

proactively upgrade; in comparison to traditional employees (as cited in Upwork, 2018).Thus, 

human capital in the form of education, training, and experience, play a vital role in 

freelancing, especially in India’s knowledge economy. It is likewise interesting to note that in 

comparison to Philippines and United States, Indian respondents garnered the highest mean 

in terms of formal education (x̄India=4.146, x̄ave=3.693) (the value “4” was arbitrarily assigned 

to represent bachelor degree). 

5.1.3 Discussions on the Philippines. 

In the Philippines, personal capital are predictors of both general success and subjective 

career success. When asked regarding their ambitions, Filipino respondents desired the 

ambition to further develop their own brand or company, and to continue freelancing the 

most. In addition, when asked regarding their attitude towards the importance of career 

insight and career resilience to freelance success, Filipino respondents not only rated these 

two variables the highest across all capitals, but also rated them higher than Indian and 

American respondents (refer to table 5).  

In addition, social capital is a predictor of general success in model 3. An interesting 

thing to note is that in almost all variables of the social capital, Filipino respondents scored 

higher means in comparison to India and United States. Filipino respondents had a larger 

personal network size in the form of family and relatives (x̄Philippines=2.875,  x̄ave=2.574), as 

well as close friends (x̄Philippines=1.750,  x̄ave=1.574) (the value “1” was arbitrarily assigned to 
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represent 0-10 count range). 56.3% of the Filipino respondents reported having close friends 

within the 11-30 count range, while majority of the Indian (63.4%) and American 

respondents (71.4%) have less than 11 close friends. Meanwhile, Filipino respondents 

likewise have more confidants with whom they discuss their business plans and ideas with 

(x̄Philippines=1.531,  x̄ave=1.376), and belong to more support networks and organizations that 

primarily aim to provide support to freelancers (x̄Philippines=1.118,  x̄ave=0.821). This does not 

come as a surprise given that majority of Filipino freelancers rely on online platforms, 

networks and organizations to find clients; 56% of them primarily finding jobs in Upwork, a 

web-based network that connects freelancers and clients from around the globe (Licera Jr, 

2017).  

5.1.4 Discussions on the United States. 

Last but not least, none of the capitals were shown to be a dominant predictor of general 

freelance career success. Perhaps the reason why none of the capitals appeared to be 

predictors of general success in United States can be attributed to two reasons: First, the 

sample size for United States is less than 30 (n=28), and it is the least in comparison to India 

and Philippines. Second, success for American freelancers is perhaps more definitively 

shaped by market factors, as well as the choice of strategies that one implements in his or her 

freelance career. Needless to say, further analysis should be conducted in order to validate 

these assumptions. Interestingly, the control variable administrative support however, has a 

positive effect on general freelance career success for American respondents. Based on a 

survey of 1,000 American freelancers conducted by Payoneer, a third of the respondents 

claimed to be engaged in non-specialized fields such as administrative work (Bahler, 2017). 

According to the Bureau of Labor Statistics (2018), most administrative support occupations, 

such as clerks, secretaries, and assistants often require relatively low educational qualification. 

This ease of entry, coupled with a growing demand, could be one of the reasons why 
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American freelancers who work in this field may find it easier to land assignments in contrast 

to those in more highly specialized and competitive fields. However, given that only 7% of 

the American respondents in this survey reported working in the field of administrative 

support, this has yet to qualify for a strong argument, and more studies should be done in 

order to support this theory.  

5.2 Summary 

As mentioned above, the model of this research was patterned after Van den Born and 

Van Witteloostuijn’s 2013 study of freelancers in Netherlands. Though possessing a common 

ground in a few findings such as personal capital being an important driver of career success, 

much of the results are still varying and there is more to be examined when dealing with a 

study that involves multiple countries. One of the most important findings of this research is 

that different countries yield different results, as seen by the varying factors that affect 

freelance success in India, Philippines and United States.  

Though from a general perspective, career insight and career resilience which are two 

dimensions of motivation, bear positive impact on the three countries, much of the success 

factors behind every country are still shaped by the market factors, personal values, and 

culture that permeate and are unique to the country. India for example is the only country 

where a human capital variable has a significantly positive impact on general success. 

Surprisingly, India has one of the highest gap in human capital development in the world, and 

possesses a lower human capital index (0.44) compared to Philippines (0.55) and United 

States (0.76) (World Bank Group, 2018). It is no surprise then that the labor markets of India 

are currently facing challenges such as unskilled workforce and competency mismatch 

(Mukerjee, 2017). In addition, in the 2018 Global Competitiveness Report, India ranked 

lower in terms of ease of finding skilled employees (34th), as compared to Philippines (20th) 

and top performer United States (1st) (World Economic Forum, 2018). Perhaps, this may be a 
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few of the reasons why in India, human capital is necessary, and has a significantly positive 

impact on success.  

On the other hand, Philippines is the only country where a social capital variable 

appeared to be significant in at least one of the regression models. On the 2018 Legatum 

Prosperity Index, Philippines performed best in terms of social capital in comparison to all 

other pillars that contributed to the nation’s prosperity (Legatum Institute, 2018). In addition, 

Philippines scored 69.91% in this category in comparison to India and United States which 

scored 48.95% and 72.26% respectively. Based on the 2018 Global Competitiveness Report, 

though its social capital in the world rankings (21st)  is not as high as that of United States’ 

(9th; India: 78th), it is sufficient to say that a wealth of literature can be found to support the 

pervasiveness of and dependence on relationships in Philippine societies (Abad, 2005).  

Meanwhile, United States is the only country where none of the three capitals has a 

significantly positive impact on freelance success. This comes as a surprise given that in the 

2018 Global Competitiveness Report, United States was one of the best performers in terms 

of skills —ranking 3rd in the world, social capital —ranking 9th in the world, and attitudes 

toward entrepreneurial risk —ranking 2nd in the world (World Economic Forum, 2018). 

However, when the respondents of this survey were asked regarding their satisfaction 

towards their perceived freelance success, American respondents had the lowest satisfaction 

ratings in general success, work-life balance, and intellectual stimuli and challenges (refer to 

table 4) in comparison to Indian and Filipino respondents. Manova results also show that 

there are indeed significant mean differences on the last two variables for this country (refer 

to table 10). Further research with a larger sample size has to be conducted in order to 

provide further insights on these results.  
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Although all of these explanations simply contribute to an overview of the dynamics 

among various factors at play, this study seeks to provide preliminary insights into how 

freelance success for every country is shaped both on an individual and macro-level scale.  

5.3 Limitations and Future Research 

While this study may be limited in some ways, it is important to point out that this is the 

first time that an attempt was made to examine and specifically understand the factors that 

make Indian, Filipino, and American freelancers successful. Much of the studies on 

freelancing have been about exploring demographics and how they freelance, but not much 

has been done to identify possible success factors. As such, the author seeks to encourage 

future researchers to likewise push for a deeper examination on this matter, as freelancers are 

no longer merely a growing trend, but rather a substantial part of the workforce. In light of 

this, the author would like to address that this research has limitations that could be taken into 

account in the subsequent researches to follow:  

First of all, due to time constraint, this study did not seek to delve deeper into the market 

conditions of every country. For example, field of work: writing is positively associated 

(B=1.025, M4, p<.01) to general success, while field of work: admin support is negatively 

associated (B=-.500, M4, p<.05) to the objective career success of Filipino respondents. 

Perhaps it is because for Filipino freelancers specifically, admin support jobs have the lowest 

average rate among industries; paying an average hourly rate of $5.30 USD. Writing jobs are 

in contrast considered much more lucrative, such that average hourly rate is set at a range of 

$11.72 - $15.75 USD (Licera Jr, 2017). This disparity in earnings could be one among the 

many possible explanations behind the role of the two variables on freelance success, but one 

would have to dig deeper in order to validate this reasoning. Similarly, market data such as 

the size of the client market, competition level and transaction cost for every country are 

unavailable or difficult to obtain. The inclusion of these variables however would bring in 
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stronger insights and strengthen the analysis of the results. Second, this study involved 101 

respondents in various industries from three different countries. Most studies on freelancing 

have used a sample size of at least 500 with a focus of only one country. A comparative study 

involving a larger sample size and a smaller geographic scope is recommended for future 

work, in order to accurately assess the differences among countries. Third, this research 

leaves a wealth of topics yet to be examined, as it did not attempt to study the impacts of 

gender differences on freelance success, nor did it seek to delve deeper on the success 

differences among the countries. Fourth, for ease of execution, this study did not incorporate 

all variables pertaining to the human, social, and personal capital. As with most studies 

involving career success, there is still much to be examined as what truly makes a freelancer 

successful is shaped by the aggregate of choices and the environment he or she resides in.   

5.4 Conclusion 

For freelancers 

In the world of freelancing, freelancers have to carve their own value in the marketplace, 

and create opportunities for themselves. A number of books have been written in order to 

guide the modern-day aspiring freelancers on how to stay on top of their game. Some books 

such as Sara Horowitz’ The Freelancer’s Bible (2012) discussed about the value of building 

social capital. Others such as Timothy Ferriss’ The 4-Hour Workweek (2012) emphasized on 

harnessing one’s own competencies and capitalizing on strengthening career insight, to build 

a more productive and rewarding lifestyle. Regardless of whichever strategy works best for 

the freelancer, the common denominator is that freelancers are not tied to a nine to five work 

lifestyle, have no bosses to instruct them on what to do, and have no assurance of a steady 

paycheck. Thus, freelancers have to decide on what is important every hour of the day. This 

means that before anything else, one must act in a purposive behavior towards actualizing a 

concrete goal, and have the motivation to see it through. Having a great strategy, or building 
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human and social capital may open doors, but without proper career insight and resilience, it 

is easy to end up frustrated and feel dissatisfied when a stumbling block comes along. 

Needless to say, though personal capital may be the first step to a successful freelance career, 

it should however work in conjunction with other capitals. The best way is to observe the 

industry and market in which one operates. If the competitive landscape is similar to that of 

India’s, then perhaps investing in one’s human capital is the best way to get credibility and 

land clients. On the other hand, if it is similar to the Philippines, then perhaps being more 

insightful and resilient towards one’s career, as well as building a larger social capital is a 

befitting strategy. Lastly, for developed markets similar to United States, having a more in-

depth understanding of the market dynamics in which one operates in, might lead to better 

use of capitals and implementation of strategies, that can be used to propel one’s freelance 

career forward.  

For government 

One of the primary concerns of many freelancers is the threat of financial instability, and 

lack of benefits that they would otherwise get as regular employees. This sentiment is echoed 

by the respondents of this survey, as results show that for all three countries, income 

generated the lowest satisfaction ratings among all other factors (refer to table 4). In light of 

this, the government should take action by providing necessary support to this growing 

workforce. The first step as in all cases is to acknowledge that the freelance workforce is no 

longer a minority or a new profession, and that they must seek to properly identify this 

population. Currently in United States for example, a portion of the freelance population has 

yet to be identified properly, as many freelancers are more involved in side hustles over the 

weekend, or working as independent contractors who are often misclassified as employees on 

the payroll (Pearce, 2018). Getting an accurate demographic representation of the workforce 

will in turn, allow legislators to see a bigger picture of their impact on the country’s national 
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GDP; and allow for better policies that would cater to their demands. Examples of beneficial 

policies would be tax cuts, healthcare, and equal benefits amongst others. 
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Appendices 

Appendix A 

 Survey A 

This survey was designed by a Masters of Business Administration (MBA) candidate from 

the National Chengchi University of Taiwan. The objective of this research is to determine 

the key success factors of freelancers in India, Philippines, and the United States. 

*** Please note: Only freelancers who (1) spent most of their life, or primarily work in 

India, Philippines or United States, and (2) have been doing freelance work for at least a 

year now, are eligible to answer this survey. 

This survey has a total of 25 questions and roughly takes 6 - 8 minutes to answer. 

In return for properly completing the survey and meeting the critera, every respondent will 

receive $2 USD by February 1, 2019. Please note that all of your answers will be kept strictly 

confidential. Thank you! 

 Survey B 

This survey was designed by a Masters of Business Administration (MBA) candidate from 

the National Chengchi University of Taiwan. The objective of this research is to determine 

the key success factors of freelancers in India, Philippines, and the United States. 

*** Please note: Only freelancers who (1) spent most of their life, or primarily work in 

India, Philippines or United States, and (2) have been doing freelance work for at least a 

year now, are eligible to answer this survey. 

This survey has a total of 25 questions and roughly takes 6 - 8 minutes to answer. 

In return for properly completing the survey, your email address will be entered into an 

online lottery draw, where 5 respondents will be receiving $5 USD straight into their PayPal 

account (or $5 Amazon gift card if preferred) by February 1, 2019. Please note that all of 

your answers will be kept strictly confidential. Thank you! 

DOI:10.6814/THE.NCCU.MBA.021.2019.F08



‧
國

立
政 治

大

學
‧

N
a

t io
na l  Chengch i  U

niv

ers
i t

y

	
 
 

78	
 

 

 

This survey was designed by a Masters of Business Administration (MBA) candidate from the 
National Chengchi University of Taiwan. The objective of this research is to determine the key 
success factors of freelancers in India, Philippines, and the United States. 
 
*** Please note: Only freelancers who (1) spent most of their life, or primarily work in India, 
Philippines or United States, and (2) have been doing freelance work for at least a year now, are 
eligible to answer this survey. 
 
This survey has a total of 25 questions and roughly takes 6 - 8 minutes to answer. 
 
In return for properly completing the survey, your email address will be entered into an online lottery 
draw, where 5 respondents will be receiving $5 USD straight into their PayPal account (or $5 
Amazon gift card if preferred) by February 1, 2019. Please note that all of your answers will be kept 
strictly confidential. Thank you! 
 
 

* 1. What is your email address?  
(Optional —only if you wish to participate in the online draw) 

 
 
 
 

* 2. What is your nationality? 
 

  Indian 
 

  Filipino 
 

  American 
 

  Other (please specify) 
 
 
 
 

* 3. In which country have you spent majority of your life in? 
 

  India 
 

  Philippines 
 

  United States 
 

  Other (please specify)  
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* 4. In which country do you primarily work in? 
 

  India 
 

  Philippines 
 

  United States 
 

  Other (please specify) 
 
 
 
 
* 5. What is your age?  
 

Under 18 45-54 

18-24 55-64 

25-34 65+ 

35-44   
 
 
* 6. To which gender identity do you most identify? 
 

  Male 
 

  Female 
 

  Prefer not to say 
 

  Prefer to self-describe as  
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* 7. What is your field of work as a freelancer?  
(Multiple answers are possible) 

  
Web, Mobile & Software Development  

 
IT & Networking  

 
Data Science & Analytics  

 
Engineering & Architecture  

 
Design & Creative  

 
Writing  

 
Translation  

 
Legal  

 
Admin Support  

 
Customer Service  

 
Sales & Marketing  

 
Accounting & Consulting  

 
Other (please specify)  

 
 
 
 
 
* 8. Do you have other sources of income besides the income you earn from freelancing? 
 

  None 
 

  Yes, a permanent job 
 

  Yes, a pension 
 

  Yes, a benefit 
 

  Yes, other (please specify) 
 
 
 
 
* 9. To what extent are you (and your family) financially dependent on your income as a freelancer?   

not or hardly dependent slightly dependent partially dependent greatly dependent completely 
dependent  
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* 10. What is your highest level of education?  
(If currently enrolled, select the highest degree received)  

 
High school diploma Bachelor degree 

Technical/ vocational training Master degree 

College diploma Doctorate degree 

Other (please specify)  
   

    
 
* 11. How much training on average have you spent in the last 2 years specifically on training and 

development courses to further develop your skills in your field? 
  

No training/ courses  
  
4-6 times a year 
  

Once a year or less  
  
7-12 times a year 
  

2-3 times a year 
  
more than 12 times a year 
 

 
* 12. How many years of work experience do you have in total (as a freelancer, entrepreneur, and 

employee)? 
  

1-2 years  
 

3-6 years  

  
13-20 years 
 
20 years or more 
  

7-12 years 
 
 
* 13. How long have you been a freelancer?  
 

1-2 years  
 

3-6 years  

 
 
13-20 years 
 
20 years or more 
  

7-12 years 
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* 14. Which social media platforms do you use to enlarge your freelance social network? 
 (Kindly tick all relevant platforms) 

  
Facebook  Instagram 

 

Facebook Messenger 

 

Tumblr 

 

 
 

 
 

Twitter 

 

Flickr 

 

 
 

 
 

LinkedIn 

 

Reddit 

 

 
 

 
 

Google+ 

 

Snapchat 

 

 
 

 
 

YouTube 

 

WhatsApp 

 

 
 

 
 

Pinterest 

 

Viber 

 

 
 

 
 

Other (please specify) 

   

  
 

    
 

    
  

 

* 15. How many friends do you have on Facebook?  
 

I don't have Facebook 501-1,000 

0-150 1,001-5,000 

151-300 more than 5,000 

301-500   
 
 
* 16. How many family members and relatives (according to your best estimate) do you have?  
 

0-10 51-80 

11-30 more than 80 

31-50   
 
 
* 17. How many close friends (according to your best estimate) do you have?  
 

0-10 51-80 

11-30 more than 80 

31-50   
 
 

* 18. How many people in your personal and social network do you regularly (at least once a year) 
discuss your business plans and ideas with? 

  
0-10 51-80 

11-30 more than 80 

31-50   
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* 19. How many people in your personal and social network do you consider your regular clients in your 
freelance career? 

  
0-10 51-80 

11-30 more than 80 

31-50   
 
 

* 20. Are you a member of any business clubs, networks, agencies, or organizations (including online 
groups and platforms) that primarily aims to provide support to freelancers? 

  
No, I am not  

  
Yes, 7-12 organizations 
  

Yes, 1-3 organizations  
  
Yes, more than 12 organizations 
  

Yes, 4-6 organizations 

* 21. Do you use the support of a personal coach or mentor in developing your business and career? 
 

  No 
 

  Yes 
 

* 22. What is your ambition in the long-term?  
(Kindly rank them in order of desirability from 1-5, where1 is most desired and 5 is least desired)  

 
A permanent employment contract  

 
 

To be able to retire as soon as possible  
 
 

To continue freelancing  
 
 

To further develop and grow my brand/ company, and possibly hire staff  
 
 

To set up a partnership with other freelancers 
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* 23. To what extent do you agree with the following statements: 
 
                                             strongly disagree            disagree                    neutral                       agree              strongly agree   

a.) I have clearly 
defined objectives 
regarding my career/ 
work 

b.) I have a clear plan   
to achieve my 
career-job 
objectives   
c.) I am aware of my 
strengths and 
weaknesses 

 
d.) I actively search for 
assignments that fit 
well with my career 
goals   
e.) I enjoy meeting 
challenges and 
taking obstacles 

 
f.) I regularly ask my 
colleagues and 
clients for feedback 
on my performance  
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* 24. The following questions measure to what extent your freelance career is successful. To what extent 
do you agree with the following statements: 

 
strongly disagree disagree neutral agree strongly agree   

a.) I think I generally 
have a successful 
freelance career 

 
b.) I am satisfied with 
the income level that 
I have achieved from 
freelancing   
c.) I am satisfied with 
the achieved 
autonomy in my 
freelance career 

 
d.) I am satisfied with 
the achieved flexibilit y 
in my freelance career   
e.) I am satisfied with 
the achieved work-
life balance in my 
freelance career 

 
f.) I am satisfied with 
the intellectual stimuli 
and challenges that 
my freelance career 
offers me   
g.) I am satisfied with 
the progress that I see 
in my freelance career 
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* 25. The following questions measure to what extent the following contribute to your freelance success. 
To what extent do you agree with the following statements: 

 
                                             strongly disagree           disagree    neutral             agree      strongly agree   

a.) Formal education 
is an important factor 
to the success of my 
freelance career 

 
b.) Training (i.e.  
specialized, on the 
job, informal) is an 
important factor to 
the success of my 
freelance career   
c.) Work experience 
is an important factor 
to the success of my 
freelance career 

 
d.) My spouse,  
family, and friends’ 
support is an important 
factor to the success of 
my freelance career   
e.) Clients and  
people in my 
business network are 
an important factor to 
the success of my 
freelance career 

 
f.) Organizational  
support, network  
memberships, and 
mentors are an 
important factor to 
the success of my 
freelance career   
g.) Career planning, 
realistic career 
expectations, and 
knowledge of my 
own strengths and 
weaknesses are  
important factors to the  
success of my  
freelance career 

 
h.) Initiative,  
perseverance, and 
adaptability are 
important factors to 
the success of my 
freelance career  
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Appendix B 

Tolerance 

 Total (n=101) India (n=41) 
Philippines 

(n=32) 

United 

States 

(n=28) 

 GS GS GS, OCS & SCS GS 

DV     

Formal Education 0.602 0.055 0.051 0.215 

Training 0.528 0.070 0.055 0.114 

Total Experience 0.317 0.047 0.000 0.045 

Freelance Experience 0.520 0.118 0.099 0.021 

Counts of Social Media  0.412 0.018 0.000 0.000 

Friends on Facebook 0.449 0.023 0.022 0.062 

Personal Network: Family & Relatives 0.583 0.174 0.115 0.040 

Personal Network: Close Friends 0.416 0.052 0.027 0.000 

Business Network: Confidants 0.460 0.045 0.041 0.082 

Business Network: Clients 0.520 0.014 0.025 0.149 

Support Network: Organizations 0.561 0.048 0.170 0.226 

Support Network: Mentors 0.631 0.089 0.264 0.055 

Ambition: Permanent Employment 0.418 0.000 0.063 0.000 

Ambition: Retirement 0.000 0.040 0.000 0.042 

Ambition: Freelancing 0.436 0.059 0.056 0.228 

Ambition: Brand/ Company Development 0.345 0.069 0.060 0.000 

Ambition: Partnership with Freelancers 0.432 0.016 0.000 0.193 

Career Insight: Objectives and Goals 0.339 0.020 0.000 0.000 

Career Insight: Planning 0.285 0.028 0.000 0.092 

Career Insight: Strengths and Weaknesses 0.428 0.009 0.029 0.000 

Career Resilience: Active Pursuit 0.452 0.025 0.000 0.223 

Career Resilience: Challenges and Obstacles 0.571 0.021 0.118 0.341 

Career Resilience: Feedback 0.360 0.029 0.069 0.217 

C     

Age 0.357 0.029 0.221 0.098 

Gender Identity 0.606 0.238 0.164 0.157 

Field of Work: Web, Mobile & Software Developer  0.532 0.046 0.080 0.028 

Field of Work: IT & Networking 0.566 0.028 0.259 0.118 

Field of Work: Data Science & Analytics 0.501 0.064 0.091 0.093 
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Field of Work: Engineering & Architecture 0.506 0.098 0.070 0.000 

Field of Work: Design & Creative 0.470 0.035 0.026 0.315 

Field of Work: Writing 0.390 0.040 0.243 0.152 

Field of Work: Translation 0.566 0.049 0.044 0.000 

Field of Work: Admin Support 0.450 0.088 0.084 0.000 

Field of Work: Customer Service 0.511 0.074 0.161 0.000 

Field of Work: Sales & Marketing 0.775 0.051 0.329 0.000 

Field of Work: Accounting & Consulting 0.546 0.038 0.054 0.038 

Other Source of Income Besides Freelancing 0.646 0.064 0.186 0.065 

Dependence on Freelancing 0.556 0.062 0.110 0.187 

DV = dependent variable, C = control 

 

Appendix C 

Variance Inflation Factor (VIF) 

 Total (n=101) India (n=41) 
Philippines 

(n=32) 

United 

States 

(n=28) 

 

 
 

GS GS GS, OCS & SCS GS 

DV     

Formal Education 1.662 18.170 19.709 4.652 

Training 1.896 14.224 18.043 8.799 

Total Work Experience 3.156 21.495 . 22.153 

Freelance Experience 1.923 8.448 10.117 47.977 

Counts of Social Media  2.425 54.681 . . 

Friends on Facebook 2.228 44.390 44.565 16.003 

Personal Network: Family & Relatives 1.716 5.735 8.704 24.919 

Personal Network: Close Friends 2.403 19.379 37.569 . 

Business Network: Confidants 2.174 22.052 24.242 12.145 

Business Network: Clients 1.923 73.596 39.720 6.716 

Support Network: Organizations 1.783 20.837 5.887 4.416 

Support Network: Mentors 1.584 11.174 3.794 18.141 

Ambition: Permanent Employment 2.395 . 15.772 . 

Ambition: Retirement . 25.272 . 23.718 

Ambition: Freelancing 2.291 16.907 18.016 4.390 

Ambition: Brand/ Company Development 2.901 14.442 16.604 . 
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Ambition: Partnership with Freelancers 2.317 63.678 . 23.718 

Career Insight: Objectives and Goals 2.948 49.122 . . 

Career Insight: Planning 3.508 36.167 . 4.390 

Career Insight: Strengths and Weaknesses 2.336 111.205 34.177 . 

Career Resilience: Active Pursuit 2.212 39.772 . 4.486 

Career Resilience: Challenges and Obstacles 1.750 48.484 8.455 2.932 

Career Resilience: Feedback 2.780 34.689 14.457 4.615 

C     

Age 2.804 34.456 4.523 10.243 

Gender Identity 1.651 4.196 6.080 6.350 

Field of Work: Web, Mobile & Software Developer  1.878 21.616 12.440 36.119 

Field of Work: IT & Networking 1.767 35.098 3.862 8.463 

Field of Work: Data Science & Analytics 1.996 15.589 11.014 10.744 

Field of Work: Engineering & Architecture 1.975 10.192 14.327 . 

Field of Work: Design & Creative 2.128 28.701 38.666 3.174 

Field of Work: Writing 2.566 25.163 4.113 6.567 

Field of Work: Translation 1.767 20.277 22.906 . 

Field of Work: Admin Support 2.222 11.343 11.973 . 

Field of Work: Customer Service 1.958 13.449 6.221 . 

Field of Work: Sales & Marketing 1.290 19.708 3.042 . 

Field of Work: Accounting & Consulting 1.833 26.010 18.593 26.452 

Other Source of Income Besides Freelancing 1.548 15.658 5.369 15.372 

Dependence on Freelancing 1.800 16.059 9.120 5.346 

DV = dependent variable, C = control 
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