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Abstract 

This study explores the eudaimonic well-being of women entrepreneurs in the United Kingdom. 

Frequently discussed in the literature on enterprise and gender is that women face more challenges 

than men when starting a business (Marlow and McAdam, 2013). Women’s start-up rate is half that 

of UK men and their businesses do not scale or profit to the same degree (Rose, 2019). Within the 

literature on enterprise and well-being, a paradox is revealed that despite experiencing increased 

work stressors, entrepreneurs have greater well-being than the employed population (Andersson, 

2008; Stephan, 2018). It is suggested that eudaimonic aspects of well-being such as autonomy and 

meaning are largely responsible for this finding (Lange, 2012; Stephan, 2020) (in deference to hedonic 

or ‘day-to-day pleasure’ aspects of well-being). This thesis intersects these two fields of research by 

uniquely examining the eudaimonic well-being of women entrepreneurs through a lens of social 

constructionist feminism. Findings are of importance as previous study of UK entrepreneurs has not 

explored gender differences in entrepreneurial eudaimonia and UK government policy is to 

encourage women’s increased participation in enterprise (Devine and Foley, 2020). 

Mixed methods were used to answer three questions: 1) Are there measurable differences in the well-

being of men and women entrepreneurs?, 2) What are the facets of women’s eudaimonic 

entrepreneurial well-being? and 3) What is the role of gender and circumstance in women’s 

eudaimonic entrepreneurial well-being?. 

Results evidenced no difference in the prevalence of eudaimonic entrepreneurial well-being between 

men and women through quantitative analysis of 291 UK-based questionnaire respondents (168 

women and 123 men). Qualitative analysis of 40 interviewees (35 women and five men) suggested 

four facets of eudaimonic well-being for women entrepreneurs, namely: autonomy, authenticity, 

meaning, and engagement. Granular qualitative examination demonstrated the role of gender and 

circumstance in eudaimonic well-being elements of: 1) time and financial autonomy (due to gender 

roles, women entrepreneurs placed greater emphasis on time autonomy than financial autonomy and 

experienced constrained choice regarding paid and unpaid labour) and 2) authenticity (women 

entrepreneurs had significantly less confidence than men and expended effort constructing authentic 

‘feminine’ identities whilst pursuing ‘masculine’ entrepreneurial endeavour).  

These findings contribute new knowledge to the literature as they: 1) examine gender differences in 

entrepreneurial eudaimonia, 2) establish four facets of women’s eudaimonic entrepreneurial well-

being and 3) illuminate women’s constraints within this.  
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CHAPTER 1 Introduction  

The eudaimonic well-being of UK women entrepreneurs is a convergence of two bodies of research: 

gendered entrepreneurship and entrepreneurial well-being. An exploration of this intersection 

contributes new knowledge to the entrepreneurial well-being literature by examination through a 

gendered lens.  

This research is important to governments, individuals and society. Governments worldwide support 

an economic rationale for encouraging women’s enterprise. Unequivocally, small businesses are the 

backbone of the UK economy (Dowden, 2018). The Global Entrepreneurship Monitor (GEM) 2018-

2019 Women’s Report states that, globally, women own businesses at two-thirds the rate of men 

(6.2% women: 9.5% men). However, in the UK, the Alison Rose Review of Female Entrepreneurship 

(Rose, 2019) shows that UK women start businesses at half the rate of UK men (5.6% women: 11.2% 

men, a gender ratio of 0.5). Furthermore, UK female-led businesses are five times less likely to scale 

to £1 million annual turnover compared with their male counterparts (Rose, 2019). For economic 

reasons, the UK government aims to close this gap (Devine and Foley, 2020) and policy encourages 

women to start new ventures with equivalency to their male counterparts in order to release the 

‘’untapped potential of women’’ (McTague and Walbey, 2016, pp.4). Viewed alongside best-practice 

peer countries, we see that the UK is lagging at a rate of 5.6%: in Canada, the rate of women’s 

business ownership is 15%, in the United States it is 11% and in Australia and the Netherlands it is 9% 

(Rose, 2019). Further, UK female/male gender parity rates do not compare favourably: 0.5 in the UK, 

0.6 in Canada, 0.7 in America, 0.8 in Spain and 0.9 in the Netherlands. The Rose Review (Rose, 2019) 

positions that up to £250 billion would be added to the UK economy if women started and scaled 

their businesses to the same degree as UK men.  

It is axiomatic within the field of gender and entrepreneurship that women face increased barriers to 

success (McAdam, 2012; Rose, 2019). This thesis summarises and labels these issues as the domestic 

gap, the social gap and the finance gap: 

1) The domestic gap is defined here as the disparity of paid versus unpaid work of women and

men entrepreneurs, with women entrepreneurs, on average, performing more unpaid

domestic and caring labour than men.

2) The finance gap is defined here as the disparity between the financial capital acquired by

women and men entrepreneurs, with women entrepreneurs, on average, earning less than

men.
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3) The social gap is defined here as the disparity of identity work required more by women

entrepreneurs who experience both dissonance and discrimination in the performance of

enterprise, traditionally considered a ‘masculine’ pursuit.

Whether entrepreneurship is a desirable career path is therefore pertinent to women at an individual 

level. From a government perspective, there is increasing recognition of the imperative to provide not 

only growth in gross domestic product (GDP), but an improvement in the well-being of their 

populations. Since 2009, OECD countries (Organisation for Economic Co-operation and Development) 

have been measuring the well-being of nations based on the recommendations of the Commission of 

the Measurement of Economic Performance and Social Progress. Societally, Lepeley (2019) illuminates 

a global perspective on women’s enterprise which demonstrates that women’s entrepreneurial well-

being not only impacts women as individuals but is consequential for the well-being of their 

households, in particular their children and society by extension. Accordingly, we see a threefold 

implication for this research: for individual women, governments and society at large. 

The academic imperative for this research initially stemmed from a special call for papers on 

entrepreneurship and well-being by Wiklund et al. (2017) in the Journal of Business Venturing. They 

cite limited research available regarding entrepreneurial well-being, and specifically call for further 

research into aspects of eudaimonic entrepreneurial well-being such as ‘‘flourishing, meaning, 

purpose, vitality, self-esteem, optimism and positive engagement’’ (Wiklund et al, 2017, pp. 2). 

Furthermore, Shepherd (2015) calls for more entrepreneurship research where the ‘’head engages 

the heart’’ (Shepherd, 2015, pp.489). Stephan (2018) and Ryff (2019) cite a need for specific research 

into eudaimonic aspects of well-being for entrepreneurs where information is scant compared with 

that for hedonic well-being. From a feminist perspective, Lepeley’s (2019) exploration of women 

entrepreneurs’ well-being globally calls for a different measure of entrepreneurial success for women 

(such as work-life balance) compared with traditional extrinsic or financial standards of success. 

Yadav and Unni (2016) opine that research within the female entrepreneurship field is still in an 

‘’adolescence stage’’ (Yadav and Unni, 2016, pp.1) and call for the lens of feminist theories to be 

applied to women entrepreneur research. They suggest a constructivist approach in contrast to the 

positivist paradigm which has previously dominated the field. Ahl (2006) and Marlow (2014; 2020) 

additionally call for a feminist analysis of entrepreneurship and critique hegemonic practice which 

tends to a male-centric discourse.  

We see therefore a twofold academic interest in this research: 

1) Wiklund et al. (2017; 2019), Stephan (2018), Shepherd (2015), and Ryff (2019) call for further

research into eudaimonic aspects of entrepreneurial well-being, and



3 

2) Marlow (2014; 2020), Lepeley (2019), Yadav and Unni (2016) and Ahl (2006) call for a feminist

lens to be applied to the subject matter.

Rationale for examining women entrepreneurs’ eudaimonia stems from assertions in the established 

literature on entrepreneurial well-being which positions eudaimonic variables of well-being (for 

example: autonomy, meaning and engagement) as largely responsible for the increased well-being of 

entrepreneurs compared with the employed population (Lange, 2012; Saiz Alvarez and Coduras, 

2019; Stephan, 2018; 2020). Hedonic variables of well-being (i.e. day-to-day pleasure) as well as 

stressors are measured primarily to provide context. Previous study on eudaimonic entrepreneurial 

well-being is gender blind for UK women entrepreneurs therefore this research will provide a unique 

contribution to knowledge. In the context of the UK government’s encouragement of women to 

participate in enterprise, it is important not only for governments to understand this field of enquiry 

but for women as individuals to understand what the consequences of a career in enterprise are for 

their own well-being. Therefore, in an attempt to inform not only women as individuals but 

pertinently to influence government as policy makers, this thesis explores the eudaimonia of UK 

women entrepreneurs from a social constructionist feminist perspective with the purpose of 

informing policy. A detailed outline of the social constructionist feminist methods employed (in line 

with Ahl’s (2006) thesis) and their salience to women entrepreneurs will be expanded in section 2.1.4 

of the literature review.  

This thesis investigates three major questions: 

1) Are there measurable differences in the well-being of men and women entrepreneurs?

2) What are the facets of women’s eudaimonic entrepreneurial well-being?

3) What are the roles of gender and circumstance in women’s eudaimonic entrepreneurial

well-being?

Mixed methods were chosen to ensure rigour and facilitate an insight which provided a broad 

quantitative perspective regarding what women’s eudaimonic well-being within enterprise entailed 

and also a detailed qualitative examination as to why this may be the case.   

A quantitative survey was executed first, from which interviewees were subsequently purposively 

selected from the respondent group. These tasks were performed sequentially with analysis of 

qualitative data taking precedence over quantitative. This is designated: quant  QUAL (Jogulu and 

Pansiri, 2011). Respondents were recruited using a variety of methods including the use of social 

media. 326 respondents answered the survey and data were cleaned to leave 291 surveys (168 

women, 123 men) for analysis. Respondents were asked 61 questions relating to demographics, 
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business circumstances and self-reported levels of well-being. Three different scales were used to 

measure well-being:   

1) Office for National Statistics Well-being Survey measurements (Dolan et al., 2011)

2) Warwick-Edinburgh Mental Well-Being Scale measurements (WEMWBS) (Tennant et al.,

2007)

3) An internally devised scale for eudaimonic, work-related, well-being questions only.

As nationally recognised well-being measurement tools, the first two scales were used to both 

promote replicability (with questions previously tried and tested on the UK population) and to 

facilitate descriptive comparisons of this sample with these national datasets. The third scale was 

internally devised in order to focus specifically on eudaimonic well-being in enterprise. Given the 

niche genre of this work, although comparative scales could be found for eudaimonic well-being and 

workplace well-being, no other comparative scales were identified which specifically examined 

eudaimonic well-being in the context of entrepreneurial work, hence the need to internally devise the 

third scale from a comprehensive review of the well-being and enterprise literature.   

A consideration of the distinction between the terms ‘enterprise’ and ‘entrepreneurship’ is important 

here, especially as their literatures are somewhat distinct and this thesis is framed more in terms of 

'enterprise' than 'entrepreneurship'. From an academic perspective, the term ‘enterprise’ typically 

relates to the performance of a business or other purposeful endeavour (the study of which primarily 

concerns issues of policy and government) and the term ‘entrepreneurship’ relates more to a 

Schumpeterian and purist perspective on the innovating, risk-taking and scalable nature of a new 

business for the purpose of profit (Mehmood et al., 2019). This research project engages with the 

wider concept of 'enterprise' rather than focussing purely on ‘entrepreneurship’. This is for two 

reasons: 1) the focus of the thesis is not the theory of entrepreneurship but the relationship between 

women who own a business and what this means for their well-being and 2) because many of the 

types of businesses that women own may not be encompassed by a more purist Schumpeterian 

definition of entrepreneurship. Indeed, as Lepeley (2019) argues, women’s businesses rarely follow 

the archetypal definitions of a high growth, profit driven, and uniquely innovating endeavour. 

Further, Ahl and Marlow (2012) argue that the traditional academic study of entrepreneurship has for 

too long been focussed on this narrow definition of enterprise historically construed as ‘masculine’. 

This thesis attempts to redress that balance. 

Questionnaire responses were collated and quantitatively assessed through both t-tests and chi-

squared analysis using the software Statistical Product and Service Solutions (SPSS). Purposive 

sampling was subsequently used to identify 40 questionnaire respondents (35 women and five men) 

to participate in semi-structured interviews. Interviewees were selected to represent a wide range of 
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demographics and business circumstances (i.e. age, ethnicity, parental status, marital status, 

educational qualifications, geographical location in UK, breadwinner within family unit, home or 

office working, part-time working, industry, business partner, employees, years-of-experience in 

business, financial success of business) and self-reported well-being (measured using the three scales 

outlined above). A wide variety of circumstances was desirable to both identify common themes of 

eudaimonic well-being (regardless of circumstance) and to additionally analyse where well-being may 

vary because of circumstance. Thematic iterative analysis was used to code the interviews using five 

rounds of coding: the first round analysed content, the second interpreted first round coding to 

position latent meanings (for example, the code ‘money’ as identified in the first coding round may 

have been reclassified in the second round as ‘security’ or ‘ambition’), the third round grouped the 

code words into eudaimonic well-being themes, the fourth re-examined the data for words relating to 

‘stressors’ (in order to provide context and balance to the well-being themes identified) and the fifth 

coding round focussed on the role of gender and circumstance in the four identified themes of 

eudaimonic well-being established in the third round of coding.   

This thesis proceeds as follows: in Chapter 2, the review identifies gaps in the literature regarding 

women’s eudaimonic entrepreneurial well-being by examining three genres in turn (specifically, 

‘gender and enterprise’, ‘well-being and enterprise’ and finally, ‘well-being, gender and enterprise’) 

and then funnelling what is known in broad overview of these topics to what is known in the specific 

niche of ‘women entrepreneurs’ eudaimonic well-being’. Chapter 3 details the methodology with a 

rationale for using mixed methods, a presentation of methods used for both the quantitative and 

qualitative research and ends with a justification of the rigour and quality of the research.  

Chapters 4, 5, 6, 7 and 8 are the results chapters. Chapter 4 examines the first research question: Are 

there measurable differences in the well-being of men and women entrepreneurs?. It summarises 

findings from quantitative analysis including descriptive comparisons of well-being with results from 

national datasets. The next four chapters provide answers to the second two research questions: 

What are the facets of women’s eudaimonic entrepreneurial well-being? and What is the role of 

gender and circumstance in women’s eudaimonic entrepreneurial well-being? through a granular 

examination of the evidence presented during qualitative interviews. Four common themes of 

women entrepreneurs’ eudaimonic well-being are identified: autonomy, authenticity, meaning and 

engagement. These four chapters provide evidence not only of the existence of these facets of 

eudaimonic entrepreneurial well-being, but the specific role of gender and circumstance within them. 

Chapter 9 synthesises findings from the results chapters. A summary depiction of unique findings is 

below: 
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Figure 1.1: Summary Findings: The Eudaimonic Well-being of UK Women Entrepreneurs 

The discussion in Chapter 9 explores reasons for the findings that despite equivalence in overall 

measured eudaimonic well-being between genders, difference in elements within each facet of 

eudaimonic entrepreneurial well-being is present between the genders. Of particular consequence 

are gender differences in:  

1) time and financial autonomy and evidence of women’s constrained choice regarding paid

and unpaid labour and consequently experiencing more time but less financial autonomy

2) authenticity and the identity work women entrepreneurs perform to avoid dissonance in

enacting the ‘masculine’ endeavour of enterprise and the resultant effects on women’s

confidence in entrepreneurial endeavour.

A commentary explores reasons for these findings including theories relating to: Akerlof and 

Kranton’s (2000) ‘Gender Identity and Economics’, Leahy and Doughney’s (2006) ‘Adaptive 

Preference’, Gawdat’s ‘Happiness Equation’ (2017), Rothbard and Dumas’ (2006) ‘Enrichment 

Perspective’, Taylor’s (2000) ‘Social-Relational Well-being’ and Lyubomirsky’s (2008) ‘Circumstances of 

Well-being’. Limitations of the study are explored and policy recommendations based on findings are 

outlined. Arguments are made that more emphasis should be given to government policies which:  
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1) prioritise universal childcare and shared parental leave (to balance women’s current

constrained choice between time autonomy and financial autonomy) and

2) emphasise role models and mentoring schemes (to assist women’s authenticity and

confidence in their practice of enterprise).

Chapter 10 concludes by providing an overview of the unique contribution to knowledge and makes 

recommendations for future research.  

In summary, this thesis examines the eudaimonic well-being of UK women entrepreneurs. There are 

three reasons this study is important: 1) for individuals to understand whether entrepreneurship is a 

worthwhile endeavour, 2) for governments to enable growth in GDP and the improved well-being of 

their citizens and 3) for societies to progress gender equality and global well-being. An additional 

academic imperative for this research stems from: 1) a call for further research into eudaimonic 

entrepreneurial well-being (Ryff, 2019; Shepherd, 2015; Stephan, 2018; Wiklund et al., 2017, 2019) 

and 2) a need to look at entrepreneurship through a feminist lens (Ahl, 2006; Lepeley, 2019; Marlow 

2014, 2020; Yadav and Unni, 2016). Finally, a unique contribution to knowledge is provided by: 

defining the facets of UK women’s entrepreneurial eudaimonia, determining their gender differences 

and discussing the reasons and possible solutions for these disparities. 



8 

CHAPTER 2 Literature Review 

This review is divided into three sections: 1) ‘Gender and Enterprise’, 2) ‘Well-being and Enterprise’, 

and 3) ‘Well-being, Gender and Enterprise’ which is the intersection of the first two areas of enquiry. 

The review starts broadly and then narrows in scope to illuminate gaps in the existing literature 

relating to the eudaimonic well-being of UK women entrepreneurs. This study is interdisciplinary 

comprising academic thought from the fields of psychology, business and gender studies.  

Section one examines the genre of ‘gender and enterprise’, identifying and explaining the challenges 

women entrepreneurs experience defined as the domestic gap, the finance gap and the social gap. It 

ends by outlining the social constructionist feminist approach to enterprise described by Ahl (2006) 

and adopted in this work. Section two reviews ‘well-being and enterprise’, including definitions of 

well-being and an explanation of tools used to measure well-being. The differences between hedonic 

and eudaimonic well-being are explained, evidence is presented regarding the increased eudaimonic 

well-being of entrepreneurs compared with employees and the interdependent relationship between 

these variables is highlighted. Finally, section three discusses the intersection of these two academic 

genres (‘gender and enterprise’ and ‘well-being and enterprise’) with a precis of the existing literature 

on ‘well-being, gender and enterprise’ starting with an examination of women’s general well-being, 

women’s well-being at work, and ultimately narrowing to describe women entrepreneurs’ well-being 

(with no current findings specifically for UK women entrepreneurs’ eudaimonic well-being).    

2.1. Gender and Enterprise 

The section explains the term ‘entrepreneur’ and then explores how this term relates specifically to 

women entrepreneurs as entrepreneurial endeavour has historically been construed as ‘masculine’ 

(Marlow, 2014). It will define and explore the challenges women face in the field of enterprise.  

2.1.1 Defining Entrepreneur 

The traditional Schumpeterian (1942) definition of entrepreneur is ‘’individuals who exploit market 

opportunity through technical and/or organizational innovation’’ (Schumpeter, 1942, pp. 142). More 

recently, Lepeley (2019) relates women entrepreneurs as ‘’those free spirits who will change the 

world with their creativity’’ (Lepeley, 2019, pp. 12). Enterprise is generally accepted as an endeavour 

which is innovative regardless of its profit motivation. When considering academic research, it is an 

extant challenge to distinguish between entrepreneurs and the self-employed and, as such, many 

studies incorporate both (Gorgievski and Stephan, 2016). This study adopted the same combined 

approach as Gorgievski and Stephan (2016) and asked entrepreneurs to self-identify as those 

individuals who had ‘’founded or co-founded a UK business currently in operation’’. The innovating 

nature of their enterprise was determined as the fact they had either founded or co-founded a 
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business. This approach was a practical solution to the inherently difficult task of determining 

endeavours as uniquely innovative and helpfully resulted in a good selection of respondents from a 

variety of circumstances.  

2.1.2 Women Business Owner Demographics and Motivations in Enterprise 

From a global perspective, increasing numbers of women are now in the workplace. Women make up 

40% of the workforce in 80 countries worldwide, covering a wide range from 52.2% in Malawi to 

13.5% in Qatar (GEM Global Women’s Report, 2018/19). In the UK, figures released by the Office for 

National Statistics (ONS) in March 2020 confirmed that the female employment rate for the UK is 

72.9% compared with UK men at 80.4% (Leaker, 2020). More UK women now work outside the home 

than ever before and this figure has increased by more than 1.2 million women over the last 20 years. 

In America, women are the primary breadwinners in more than 40% of households; a four-fold 

increase since the 1960’s (Steinberg, 2017). 

Policy discourse expounds the imperative for women to increase their workforce participation in the 

field of enterprise. In the UK, a report by the Federation of Small Businesses (FSB) entitled Women in 

Enterprise: The Untapped Potential concludes that the UK economy is missing out on more than 1.2 

million new enterprises due to the ‘’untapped business potential of women’’ (McTague and Walbey, 

2016, pp.4). Furthermore, a report by Deloitte (Sproul et al., 2016) estimates that if women-led small 

and medium enterprise (SME) businesses were started at the same rate as those of men, they could 

potentially double the UK’s 2014 gross value added (GVA) to £180 billion by 2025. Women’s 

participation in enterprise is indeed growing. The FSB report (2016) shows a 40% increase in the 

number of UK women in self-employment since the 2008 recession. Globally, total early-stage 

entrepreneurial activity (TEA) for women has been increasing for the last 20 years and the gender gap 

in TEA has narrowed by 5% (GEM 2018/19). 

Despite this progression of gender equality, gender gaps remain and differ worldwide. UK women 

have a total entrepreneurial activity (TEA) rate of half that of UK men (5.6%: 11.9%) (TEA ratio 0.5). 

This compares with American women’s TEA rate of 11.6% (nearly the same as that of UK men) and a 

female to male ratio of 0.7 (GEM 2017/18). The greater uptake of enterprise in American women is 

believed, in part, to be in response to a government initiative in 1988 under the Bush administration 

called the Women’s Business Act which put in place long-term infrastructure to support women’s 

enterprise development (Prowess, 2020). By comparison, in factor-driven economies in Africa, female 

TEA rates (at 25.9%) are much higher again than those in the Global North with female to male ratios 

higher too at 0.8 (GEM 2017/18). However, this finding should be viewed with caution as necessity 

motivations are much higher in Africa (35.7%) versus both America and Europe (14%) (GEM 2017/18) 

and entrepreneurial well-being is primarily correlated with opportunity entrepreneurship rather than 
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necessity (Stephan, 2018). ‘Pushing’ women into enterprise, particularly within the context of their 

greater financial insecurity (Yuen, 2018) is a dubious aim of social policy (Martinez-Dy et al., 2020). 

Identity also plays an interesting role in these findings between factor-driven and innovation-driven 

economies. In developing countries, despite having less education, women see themselves as being 

more capable of starting and running their own business than their European counterparts (GEM 

2018/19). It is paradoxical therefore, that women in high income countries with presumably greater 

access to opportunity entrepreneurship, do not take it up to the same degree, despite global gender 

parity in the opinion of men and women about entrepreneurship being a high-status job (GEM, 

2018/19). The greater the economic development of a country, the fewer women who become 

entrepreneurs and the higher the level of women’s education, the fewer capabilities women perceive 

themselves to have (GEM, 2016/17).  

Regarding government policy which addresses these gender gaps, in a study of 61 countries 

worldwide, Klyver et al. (2013) acknowledge a paradox which exists within women’s enterprise. 

Family friendly policies emanating from socially democratic countries (such as the Scandinavian 

countries) with greater gender equality are found to result in less women’s enterprise because they 

hold women in employment rather than pushing them into enterprise (as is more likely in liberal 

welfare regimes such as America). We now know there is a direct link between the family-friendly 

policies of the Scandinavian countries enabling a faster trend towards gender equality in unpaid 

work-time compared with those liberal welfare regimes such as the UK and the USA (Gershuny, 

2010). However, a full gender revolution has yet to be realised in any country. In a study of 22 

countries, Tonoyan et al. (2013) further acknowledge that although professional women do well in 

self-employment, there is a direct relationship between non-professional women with low levels of 

education entering into self-employment and poor governmental family policies. It is evidenced in the 

literature that disadvantaged entrepreneurs, when coming from a position of no employment, low 

income or limited human capital, experience lower levels of well-being than those approaching 

enterprise with greater levels of human, financial and social capital (Binder, 2017; Ryff, 2019). It is 

therefore important to consider circumstances when examining women’s entrepreneurial well-being.   

A parallel issue, but one which may elucidate and provide commentary on women’s motivation to 

become entrepreneurs is the gender-equality paradox reflected in the graduation gap between males 

and females studying science, technology, engineering and mathematics (STEM). Stoet and Geary’s 

(2018) research presented a paradox when they found that countries with increased gender equality 

had a consistently increased gender graduation gap in STEM subjects. Those countries exhibiting 

greater gender equality produce fewer female STEM graduates. Discourse in the popular press on 

release of this study cited this as evidence that those women having more choice in countries with 
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greater gender equality, do not choose male oriented fields such as STEM and instead greater 

proportions opt to study more feminised subjects when economic and life-quality pressures do not 

push them into STEM. Rhetoric and popular discourse among men’s rights activists (Farrell, 2005) 

extol this concept as women’s inherent preference to work part-time, or in feminised industries with 

the extant wage gap results. They say clearly this is what women want as it seems when given the 

choice in more gender equitable countries, women do not choose to ‘do male’. 

I counter this argument with the assertion that no country in the world can yet claim gender equality 

(World Economic Forum, 2020). Indeed, Epsing-Anderson (2009) claim that continuing gender 

inequality is a threat to social stability. From positivist principles, the Stoet and Geary paper (2018) is 

arguably not a ‘fair’ experiment as the choices for entrepreneurs are not binary. There is no 

bifurcation between a completely gender equal country and a non-gender equal country: the 

situation is fluid and identity plays an influential role in the choices people make. Even if opportunity 

is measurably greater in the Global North or in those countries with greater gender equality, there is 

still a binary polarisation from a societally normative perspective. Do women really have completely 

free choice or does society push them onto the path of least resistance when the financial 

consequences of choosing that path are less severe? Both ‘Gender Identity and Economics Theory’ 

(Akerlof and Kranton, 2000) and ‘Adaptive Preference Theory’ (Leahy and Doughney, 2006) are 

considered. Akerlof and Kranton’s (2000) ‘Gender Identity and Economics Theory’ suggests that 

human beings behave in ways based on what both they and others think is expected of their gender 

and that some people may choose their identity but for others, identity is proscribed. It demonstrates 

how identity influences economic outcomes and why women often make choices which are not in 

their economic interests due to the identity pull of gender-congruent roles. ‘Adaptive Preference 

Theory’ (Leahy and Doughney, 2006) is a critique of Hakim’s preference theory (2000) which 

describes a socially mandated paid-work role for men but a ‘free choice’ for women. Hakim divides 

women into three categories: 20-40% who choose to be work-centered, 20-40% who choose to be 

home-centered and 40-80% who choose a combination of the two (Hakim, 2000). Leahy and 

Doughney (2006) criticise Hakim’s preference theory as not a straight ‘choice’ for women’s preferred 

modus operandi but rather an ‘adapted’ preference based on a still incomplete gender revolution 

(Leahy and Doughney, 2006), a position this thesis similarly adopts. 

Notwithstanding the difference between European take up rates of entrepreneurship versus those in 

the Global South; more significantly problematic and pertinent to this thesis is that the UK lags behind 

best-practice peer countries. 6% of UK women currently own a business compared with 15% in 

Canada, 11% in the US and 9% in Australia and the Netherlands. Gender parity ratios for UK women 

entrepreneurs is 0.5, contrasting with nearly 0.9 in the Netherlands, 0.8 in Spain, 0.7 in America and 
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more than 0.6 in Canada, and Israel (Rose, 2019). These statistics leave little doubt that there is a 

significant (and I suggest problematic) gender gap in UK women’s rates of business ownership 

compared with that of men.  

2.1.3 Women as ‘Other’ to the Male Entrepreneurial Norm   

Both political and popular cultural discourse typically frame the entrepreneurial subject as male, with 

personal characteristics ascribed such as aggression, risk-taking and competitiveness while women 

entrepreneurs are positioned as limited and lacking (Ahl and Marlow 2012; Marlow, 2014). 

Historically, men are perceived to be ‘agentic’ and women are perceived to be ‘communal’ (Byrne et 

al., 2019).  In 2017, the Female Founders Business Forum (a subsidiary of The Entrepreneurs Network 

(TEN)) authored a paper in partnership with Barclays bank entitled Untapped Unicorns: Scaling Up of 

Female Entrepreneurship.  The title of the report, positioning the species ‘female entrepreneur’ as 

rare unicorns gives insight as to popular discourse. However, Marlow (2020) suggests that both the 

positioning of women entrepreneurs as ‘other’ and the implication women should solve their 

problems in an agentic individualistic way, fails to recognise the many structural barriers women 

entrepreneurs face. Additionally, Marlow and McAdam (2013) contend that the poor performance of 

women’s businesses is not due to their gender but a consequence of the sectors and sizes of business 

in which women entrepreneurs engage. A 2012 UK industry report by the Royal Bank of Scotland 

entitled Women in Enterprise: A Different Perspective demonstrated that when characteristics such as 

size, sector, age and funding are controlled, female firms are shown to outperform those owned by 

men. Robb and Watson (2012) confirm this finding for women entrepreneurs in the United States; 

there is no difference in performance of men’s and women’s businesses if performance is 

appropriately and comparatively measured.   

Alternatively, Lepeley (2019) explores the problem of the failure for women entrepreneurs to succeed 

by suggesting that traditional extrinsic, financial rewards are not the correct way to measure ‘success’ 

for women’s business. Measuring growth, scale and financial success is arguably a ‘male’ parameter 

of achievement which overlooks the contributions of women entrepreneurs to society. She finds that 

women entrepreneurs value different parameters for success than men; largely based around work-

life balance rather than financial achievement. Lepeley argues for policy makers not to try and 

eliminate the differences between men and women entrepreneurs worldwide but to help women by 

including them more in national development policies. Indeed, the GEM report 2016/17 also 

questions cultural assumptions that women-owned businesses should model those built by men in 

process and outcomes. Of course, women are not a homogenous group and both Lepeley and GEM 

studies represent global perspectives of women entrepreneurs. As Stephan (2018) explains, 

circumstances of disadvantaged or necessity enterprise do not lead to good well-being outcomes for 
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women. Women as a global group are more likely than men to be disadvantaged and to have less 

human and financial capital. However, this thesis argues that more needs to be done to address this 

gender imbalance because it is not sufficient to accept setting different standards for women’s 

business ‘success’ if that ‘success’ results in significantly different financial outcomes for men and 

women. Women worldwide are still responsible for most of society’s unpaid, caring labour and it is 

lamentable for women to be content with the well-being boost of an ameliorated work-life balance if 

limited financial success is the corollary. If financially entrenched hegemonic power structures 

continue to be accepted in society, gender equality will not be progressed.  According to the 2020 

Global Gender Gap report from the World Economic Forum, at current rates, it will take a further 99.5 

years to close the gender gap (Crotti et al., 2020). In line with a social constructionist feminist 

perspective (Ahl, 2006), this thesis contends that women entrepreneurs can continue to experience 

the same level of well-being as their male counterparts and be as financially successful if some of the 

socially constructed gender barriers they face are removed. What follows is an explanation of the 

challenges faced by women entrepreneurs: the domestic gap, the finance gap and the social gap.   

2.1.3.1 Domestic Gap 

Women entrepreneurs who are parents identify caring responsibilities as their primary barrier to 

success (Rose, 2019). Women are more likely to cite work-life balance as a reason to start a business 

then men (McGowan et al., 2012; Walker and Webster, 2007; Walker et al., 2008) although women 

entrepreneurs whose motive is to pursue work-life balance are less likely to succeed financially than 

those with risk-oriented motives (Rey Marti et al., 2015) and the work-family strategies which women 

employ are found to be a significant determinant of their business growth (Shelton, 2006).  

The term ‘domestic gap’, as determined by this thesis, is the gap between the rate of paid versus 

unpaid work between men and women, with women typically performing more unpaid domestic and 

caring labour than men. In the UK, 53% of self-employed women work part-time compared with 17% 

of self-employed men (ONS Labour Market Statistics, 2014). In OECD countries, self-employed women 

are twice as likely to work from home as self-employed men (OECD, 2019). Numerous time-budget 

studies reveal that, whilst women have been increasing their participation in the workforce since the 

1970’s, on average, men have not compensated by increasing the equivalent hours in unpaid work in 

the home (Scott and Plagnol, 2012). Notwithstanding, a review of 12 OECD countries has established 

an ameliorating situation with a closing gender gap of paid and unpaid work between men and 

women and the millennial generation as the medial point for this change. Generation Y professional 

couples are found to be less constrained by gender stereotypes than previous generations and 

looking for a kaleidoscope career model with balance in their home lives (Clarke, 2015).  
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In the 1960’s, UK women’s share of unpaid work-time was 80%; but by the early 2000’s it was 63% 

(65% in the USA) (Scott and Plagnol, 2012). Unpaid work can be divided into three categories: 1) core 

domestic work (for example, cleaning, laundry and cooking), 2) caring work (for dependents) and 3) 

other non-core domestic unpaid work (for example, gardening and household repairs). Men tend to 

spend most of their time on non-core domestic work and women on core domestic work and caring 

work. Women’s contribution to care time in absolute terms is 2.5 times that of men (Gershuny and 

Kan, 2012). Furthermore, the additional strain of ‘emotional labor’ relating to women’s caring work is 

greatly discussed in both online social media forums such as Facebook’s The Career Mum and Women 

Helping Women Entrepreneurs (member-only groups and not available for reference, accessed by the 

author weekly between 2017 and 2021) in addition to the popular press (Emma, 2017). There is a 

‘mental load’ which women primarily purport to carry relating to their caring roles including nurturing 

the emotional well-being of their dependents. In the UK, 83% of women have children (Knipe, 2015) 

and caregiving for the elderly is primarily a female role (Mutschler, 2015).  

Therefore, we see that, although diminishing, Hochschild’s ‘second shift’ (1990) whereby women 

return from a day’s paid work to continue their work through domestic activity in the home, is still 

relevant today (Van Gorp, 2013). Additionally, contemporary hegemonic discourse surrounding ‘good 

mothering’ extols the imperative for presenteeism (Ekinsmyth, 2013; Johnston and Swanston, 2006; 

Rottenberg, 2014) and, as such, may be perceived as antithetical to the ‘good worker’. McDowell 

(2005) has argued that women’s ‘’moral commitment to care’’ can be viewed as a trade-off between 

‘’love and money’’ (McDowell, 2005, pp. 366). Hegemonic, middle-class parenting is intensive and 

requires both labour and finances not previously mandated. Many working parents now spend more 

time on childcare activities than they did 50 years ago (Dotti-Sani and Treas, 2016). Activities range 

from ‘mother and me’ classes and academic tutoring groups to intensive sporting clubs and clean-

food culture. This is a predominantly middle-class phenomenon and some of the respondents 

interviewed here fell into this category.  

Not only have the expectations of ‘good mothering’ in the domestic sphere increased but Akins and 

Jokinen (2008) delineate evidence of state encouraged models of ‘good mothering’ which require 

women’s participation in the paid labour market. The resultant effect is that women who have been 

raised to expect gender equality and choice are left with an incomplete gender revolution and a 

painful and often lonely choice regarding how to navigate the motherhood and work boundary 

(Ekinsmyth, 2014).  The choice women make to ‘stay at home’, ‘work part-time’ or be a ‘career 

mother’ isolate them in social categories which can be difficult to escape and which may impact their 

well-being.  
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As a solution to this identity quandary, some women entrepreneurs with dependents have started to 

identify as ‘mumpreneurs’. The concept of the ‘mumpreneur’ has existed in popular culture since 

2005 and is described as a woman who has configured her business around caring for her children 

(Ekinsmyth 2013). Mumpreneurship is predominantly driven by a desire to achieve ‘work-life balance’ 

and for women to participate in productive labour while still prioritising their reproductive and caring 

labour (Ekinsmyth, 2011). It is hotly contested whether this performance is emancipatory (women 

doing entrepreneurship ‘on their terms’) or detrimental to women’s progress for gender equality 

(Ekinsmyth, 2014). For many women, mumpreneurship is seen as an empowering life choice and one 

which either resolves or mitigates work-life balance issues. It can be a gateway to the business world 

which women may otherwise not have courage to access; and once their children are grown and 

priorities shift, women have a tangible opportunity to take their businesses further. Conversely, 

mumpreneurs’ prioritisation of the domestic sphere over the productive sphere has consequences in 

terms of business performance with the corresponding gender pay gap and societal power gap which 

this dialectic of control engenders. Critically, the consequences of UK women’s reduced uptake in 

entry to entrepreneurship and scaled business growth compared with men in the field is detrimental 

not only for national gross domestic product (GDP) but for women as individuals. Gershuny and Kan 

(2012) argue that in a traditional family setting, when women accumulate money, they have more 

choice and more bargaining power within the family. The increased level of unpaid work which 

women do compared with men limits their earning potential and therefore their accumulation of 

human capital which is fundamentally important in determining life chances in economic terms.  

2.1.3.2 Finance Gap 

The ‘finance gap’ as defined here is the disparity between the financial capital acquired by men and 

women entrepreneurs, with men entrepreneurs earning, on average, more than women. Not only are 

UK women half as likely to own businesses as men, their businesses do not grow or scale to the same 

degree and they therefore do not achieve the same level of financial success (Rose, 2019). This is, in 

part, due to the domestic gap and women’s propensity for part-time and home-based employment 

but also, Harding (2006) notes, to the ‘feminised’ sectors within which women’s businesses are more 

inclined to operate. Harding finds that women entrepreneurs are more likely to start businesses in 

the areas of ‘social reproduction’ such as care, nurture, shelter, food, clothing, health, or education. 

These types of ‘feminised’ roles are often not well-paid activities and can be difficult to scale. 

However, two further factors affect women’s relationship with money: 1) societal norms affecting 

women’s financial confidence and 2) discriminatory barriers in relation to business funding. A 

discussion of these two points follows.    
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Women’s relationship with money has been said to be the final frontier for gender equality 

(Steinberg, 2017). Culturally, gender normative discourse prevails to the extent that within many 

social groups, it is still ‘unseemly’ when women talk about money; whereas finance is a natural 

discourse for men, who tend to talk about money and business in the same way they talk about sport 

(Steinberg, 2017). A 2015 study from Fidelity Investments found that although 82% of women 

claimed confidence in managing household finances and budgeting, only 27% had the confidence to 

handle planning for their long-term financial needs. 92% of women said they wanted to know more 

about financial planning but 80% of women refrained from discussing finances with their close family 

and friends. To explain this disparity, a third of women agreed with the statement, ‘It is 

uncomfortable’ or ‘I was raised not to talk about finances’ (Fidelity, 2015). A recent report by the 

Association of Independent Professionals and the Self-Employed (IPSE) (Yordanova, 2020) finds a 43% 

pay gap in the day-rates of solo self-employed women (£117) versus men (£182) which they attribute 

primarily to women’s confidence in pricing their services. 

Women have an inherent history of financial inequality and the study of epigenetics might support 

the claim that it is unsurprising women lack confidence in this arena. In 12thcentury England, 

coverture was established by English common law. This dictated that married men and women were 

treated as one entity for financial purposes and consequently, married women could not own 

property, run stores or sue in court (with deleterious financial consequences). Over time, this law was 

corrupted to mean that women were the property of their husbands. The Married Women’s Property 

Act of 1882 restored the identity of wives as separate from their husbands and revoked coverture, 

enabling women in the UK to own their own property. (Notably, women in Ireland were not able to 

own their own property until 1976). In more recent history, it was only a strike leading to the Equal 

Pay Act of 1970 which finally required equal treatment of men and women in the same employment. 

Until the Equal Credit Opportunity Act of 1974, American women could not own a credit card, 

requiring a man to co-sign any credit application regardless of their income. Thus, it is not surprising 

that in 2019, the UK pay gap is 17% in favour of men and there are no industry sectors where men 

and women receive equal pay (Smith, 2019). Within the employed sector, patterns of part-time and 

‘feminised’ industry sector work in addition to active discrimination (which, although illegal, still 

occurs) are to blame. Women entrepreneurs experience these same challenges.  

Regarding funding, in every size and sector of business, women start up with around one third the 

level of finance of their male counterparts (Carter and Shaw, 2006). In the UK, only 9% of the 

investment in British start-up companies in 2016 went to females. A review by The Entrepreneurs 

Network (TEN) with the support of Barclays Bank revealed that male entrepreneurs are 86% more 

likely than their female counterparts to raise venture capital funding in the UK and are 56% more 
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likely to win angel investment (Denham et al., 2017). Only 14% of UK Business Angels are women 

while 86% are men. Increasing the number of women business angels would have a positive effect on 

the flow of money to women entrepreneurs (Harrison and Mason 2007).  

Juxtaposed with this position is that women entrepreneurs who do succeed financially in business 

succeed extremely well and often better than their male counterparts. (However, fewer women 

succeed.) When characteristics such as size, sector, age and funding are controlled, women’s firms 

are shown to outperform those owned by men (Marlow, 2012). According to a 2017 BNP Paribas 

Global Entrepreneur Report, companies helmed by women entrepreneurs had 13% higher revenues 

than those run by men and finished 9% above the average for all entrepreneurs surveyed. The 2,600 

individuals surveyed for this report were ‘ultra-high’ net-worth entrepreneurs from 18 different 

countries. A 2010 report by Beauhurst demonstrated a 34% business failure rate for male 

entrepreneurs compared with 23% of female founders. In addition, female entrepreneurs have been 

shown to bring in 20% more revenue with 50% less money invested (Denham et al., 2017). In 

corporate culture, it has long been recognised that boards with gender balance perform better 

financially (Desvaux et al., 2007). 

By contrast, it must be noted that the vast majority of entrepreneurs are not ‘ultra-high’ net-worth 

entrepreneurs and Lofstrom (2013) finds that, for low-skilled workers, waged employment is more 

financially rewarding than self-employment. The UK’s Office for National Statistics finds that 

entrepreneurs earn less than the employed and women entrepreneurs earn less than men (Yuen, 

2018). HM Revenue and Customs reported that average income for a self-employed man in the UK 

was £17,000 and for a self-employed woman it was only £9,800 (Reuben and Yau, 2014). As a result, 

some academics in the field of gender and enterprise (Luckman, 2015; Taylor, 2015) have expressed 

concern at the low level of income generation that ‘Etsy-type’ sole-trader crafting businesses have for 

women. Women’s relative lack of desire (compared with men) to enter the field of enterprise may be 

influenced by the very real prospects that women have more to lose than men; women are twice as 

likely as men to live in poverty and benefits and tax credits comprise 20% of women’s income 

compared with 10% of men’s (Rummery, 2015).  

In conclusion, women are more likely work in ‘feminised’/low-paying industries, to work part-time 

and at home, to lack financial confidence, to live in poverty and to experience direct venture capitalist 

funding discrimination. This thesis argues that governments and society must make every endeavour 

to level the playing field as women’s overall well-being does not stand in isolation from the financial 

benefits their businesses bring.  

2.1.3.3 The Social Gap 
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The ‘social gap’ defined by this thesis relates to disparity of identity work required more by women 

entrepreneurs who may experience both dissonance and discrimination in the performance of 

enterprise, traditionally considered a ‘masculine’ pursuit. Drencheva (2019) positions women 

entrepreneurs’ ‘identity work’ as their ‘’reflexive efforts to create a coherent sense of self that is 

accepted as legitimate within the various environments they encounter in response to multiple (and 

potentially conflicting) roles, scripts and subjects in both work and non-work domains’’ (Drencheva, 

2019, pp. 288). Three factors are expanded below which contribute to the social gap in women’s 

entrepreneurship: 1) social acceptability, 2) confidence and 3) networks.  

2.1.3.3.1 Social Acceptability  

Anthropological studies evidence what we inherently suspect: that human beings are fundamentally 

socially motivated. The Terman Study (Vaillant et al., 2010) (the largest known longitudinal study on 

well-being conducted by the University of Harvard) found that above all, good relationships are the 

key to well-being. Human beings’ behaviour is related to social approval and any behaviour which is 

considered outside of cultural norms is not accepted by the larger group. This may lead to societal 

rejection; human beings go to great lengths to avoid this kind of dissonance (Festinger, 1957).  

Assertive, authoritative and dominant behaviours which are socially acceptable for men to 

demonstrate in business are often not acceptable for women and a negative correlation has been 

demonstrated between power and likeability for women: successful women are less ‘likeable’ than 

successful men. Eagly and Karau’s (2002) ‘Role Congruity Theory’ posits that it is the perceived 

incongruity between leadership roles and the female gender role which engenders prejudice against 

women in two ways: ‘’a) perceiving women less favourably than men as potential occupants of 

leadership roles and b) evaluating behaviour that fulfils the prescriptions of a leader less favourably 

when it in enacted by a woman’’ (Eagly and Karau, 2002, pp, 573). An American study by the 

University of Columbia, frequently quoted in popular press (Sandberg, 2013), asked students to 

appraise matching curriculum vitae (CV) for a man and a woman: Heidi and Howard. Although 

students were provided with exactly the same CV, and both candidates were rated as competent and 

worthy of respect, Heidi was considered ‘’selfish’’ and ‘’not the type of person you would want to hire 

or work for’’ (Sandberg, 2013, pp. 132). In this social context, it is unsurprising that women feel such a 

strong pull towards ‘gender congruent’ roles that they may make decisions which are not in their 

financial interests (Akerlof and Kranton, 2000). It also seems self-evident why many women 

entrepreneurs invest time and energy on identity work in order to be socially accepted (Drencheva, 

2019). Lewis (2014; 2013), describes the obfuscated nature of women entrepreneurs ‘doing 

femininity at work’, using a postfeminist critique. She explains how many women entrepreneurs feel 

an imperative to create new, hybrid, male-female work identities in order to demonstrate ‘masculine’ 



 
 

19  

behaviours (agentic and capable) but in a ‘feminine’ manner (agreeable and aesthetically pleasing). A 

requirement to be competent and successful but to smile and wear the right clothes and lipstick 

whilst doing it. 

2.1.3.3.2 Confidence 

Confidence is purportedly a pre-requisite to entrepreneurship: taking an innovative leap into the 

unknown with uncertainty of outcome seems to demand this skill. The Global Entrepreneurship 

Monitor (GEM, 2016/17) reports that in factor-driven economies, 67% of women believe they have 

the capability to start a business but this belief declines to just under 35% among women in 

innovation-driven economies, despite their economic advantages. In the United Kingdom 39% of 

women rated themselves as capable of starting a business and this compared with men at a ratio of 

0.7. Women are more likely than men to cite ‘fear of failure’ as a reason to not start a business and 

are less confident than men in believing they have the skills to start a business (Snowball, 2017). 

The ‘imposter phenomenon’ is described as: ‘’an internal experience of intellectual phoniness that 

appears to be particularly prevalent and intense among a select sample of high achieving women’’ 

(Clance and Imes, 1978, pp. 242). Some outwardly successful women feel they don’t belong in 

business and fear they will be accused of ‘faking it’. This phenomenon is commonly said to be less 

prevalent in men (Kay and Shipman, 2014; Sandberg, 2013) who typically feel more inherently 

justified in having a ‘seat at the table’. Antithetical to the imposter phenomenon is the Dunning-

Kruger effect (Dunning, 2011) defined as ‘’a cognitive bias where people of low ability have an illusory 

superiority, mistakenly assessing their cognitive ability as greater than it is’’(Dunning, 2011, pp. 247). 

Ehrlinger and Dunning (2003) demonstrate that women have a higher propensity to underestimate 

their abilities than men. 

Stereotype threat compounds this problem: Danaher and Crandall (2008) established that if the 

gender ‘tick-box’ question was moved to the end of a mathematics test instead of the beginning, 

more women would pass. Simply reminding young women at the beginning of the exam that their 

gender was of relevance (with women being stereotypically less competent than men at 

mathematics) meant fewer women passed the exam. Shapiro and Williams (2011) argue that 

stereotype threat is one of the key reasons so few women enter STEM. As previously discussed, there 

are parallel patterns of behaviour between entrepreneurship uptake and STEM uptake in women and 

this is likely to be salient here. 

2.1.3.3.3 Social Networks 

Both men and women prefer social association with members of their own sex: like attracts like 

(Seabright, 2013).  There are more male entrepreneurs and more men in positions of power, 
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consequently limiting women’s social business networks (Schuller, 2017). This disadvantages women 

entrepreneurs financially as the cultural capital acquired through social networks assists business 

growth and performance. Policy response to the gendered division of enterprise has been to support 

creation of women-only networks (European Commission, 2015). For some women entrepreneurs, 

for instance those who identify as ‘mumpreneurs’, women-only networks can provide camaraderie 

and a congenial environment to do business which they may otherwise not access (Ekinsmyth, 2011). 

However, women-only networks have been critiqued (McAdam et al., 2019) through examination 

using Bourdieu’s theories of social and cultural capital (Bourdieu, 1986), for the role they play in 

ghettoising women’s enterprise. Contrary to policy-makers’ intentions, women-only networks can 

reinforce entrepreneurship as ‘male’ and may limit women’s ability to access the increased forms of 

social and cultural capital required for business growth (McAdam et al., 2019). Role models have been 

found to be a key factor to encourage more women into business (Sproul et al., 2016; Rose, 2019). If 

women can see someone like them pursing entrepreneurship, they are more inclined to do so. In the 

UK, 30% of women know a female entrepreneur (this is 50% in Sub-Saharan Africa) (GEM2016/17) 

and this may partly explain the increased propensity for African women to believe themselves 

capable of enterprise compared with those in Europe (GEM 2018/19).  

Concluding, this thesis argues that the domestic gap, finance gap and social gap are socially 

constructed. The discussion chapter will elaborate suggestions for closing these gaps to ensure both 

eudaimonia and financial well-being for women entrepreneurs. The section which follows outlines 

aspects of feminist theory, in particular Ahl’s (2006) arguments for social constructionist feminism as 

they relate to women entrepreneurs. 

2.1.4 Feminism 

Core feminist theory states that men and women should be equal politically, economically and 

socially (Allen, 2016). There are several branches of feminist theory. Three significant groups are:  

1) Liberal feminism. Liberal feminists believe in ‘equality as same’. They follow individualistic and 

libertarian philosophies with a focus on barriers both men and women face due to their 

gender and believe the sexes have ‘adequate similarities’. Research is often cited which 

establishes that there are greater variances within men and women as individual groups than 

there are statistically significant differences between the means of the two groups (Doyle and 

Paludi, 1998; Fausto-Sterling, 1992; Hyde, 2005). 

2) Cultural feminism. Cultural feminists believe in ‘equality as difference’. They argue there are 

fundamental biological differences (biological determinism) between men and women which 

lead to their differing roles in society but that each of these roles should be celebrated and 

valued equally. For example, cultural feminists may refer to ‘women’s collaborative 
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leadership style’ as a benefit over ‘men’s top-down approach’. The criticism here is the 

homogenisation of ‘women’ and ‘men’ into groups. In addition, Beauvoir (1949) and others 

have criticised cultural feminism for the financial limitations that this approach may place on 

women, rendering social but not necessarily financial equality. 

3) Social constructionist feminism. This places less emphasis on whether men and women are 

different or the same but relates the differences in equality of outcome to social constructs 

rather than biological mechanisms. Social constructionist feminist theory positions gender as 

something that is ‘performed’ (Butler, 1990) rather than inherent. 

This thesis concurs with Ahl’s 2006 position, viewing research pertaining to women entrepreneurs 

from a social constructionist standpoint. Ahl (2006) critiques liberal feminism for its male normative 

bias and excessive emphasis on women’s agency and critiques cultural feminism for its limitation and 

homogenisation of the male and female repertoire. Fine’s excellent work (2010, 2017) has 

additionally influenced this perspective on social constructionist feminism and the strong influence 

societal norms and behaviours have on gender roles and consequential outcomes. Fine (2010, 2017) 

and others (Ahl, 2006; Fine, 2010, 2017; Hyde, 2005; Zell et al., 2015) explain that it is problematic to 

homogenise men and women into groups. They demonstrate the importance of recognising that 

there are greater differences between men and women as individuals than there are between the 

means of collective groups of men and women. In other words, differences in women entrepreneurs 

as individuals are much greater than any average differences between men and women 

entrepreneurs. Note, this thesis ascribes the original sense of the word ‘gender’ to distinguish the 

socially constructed gender divisions of man and woman rather than the biological sex terms male 

and female. For this reason, the term ‘woman entrepreneur’ and not ‘female entrepreneur’ is used 

throughout (Acker, 1992; Drencheva, 2019). 

Despite adopting a social constructionist feminist position, the results of this study have encouraged 

an empathetic perspective on the views of liberal and cultural feminists and contends that there are 

multiple methods for progressing gender equality. Within academia, liberal feminists are sometimes 

criticised for an emphasis on an individual’s agentic capacity to solve their own problems and 

insufficient recognition or criticism of the structural barriers which cause these problems (Marlow, 

2020). Women may be weighed down by considerations not only of gender but also of class and 

ethnicity and may not have the social or financial capital (Bourdieu, 1986) required to add impetus to 

their enterprise. However, within entrepreneurship research, it should be recognized that the very 

nature of the entrepreneurial character is agentic and many of the women entrepreneurs interviewed 

for this study would classify themselves as liberal feminists; they pushed the debate forward and 

accomplished their objectives in agentic, individualistic ways with limited attention to structural 

obstacles.   
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In relation to cultural feminism, a number of interviewees classified themselves as ‘mumpreneurs’; 

likely viewing their feminism as cultural and taking empowerment from diversity. If some women feel 

empowered by the self-ascribed businesses if they felt there was no way to do it other than on the 

same terms as men. 

I believe each of these forms of feminism can lead to increased gender equality. However, as the 

author of this study, my intention is to influence government and improve the system. As such, it is 

social constructionist standpoint from which I will be framing my arguments.  

As well as Fine’s (2010, 2017) influence on my social constructionist feminist perspective, the other 

writing which has greatly influenced my feminist thinking is Simone de Beauvoir’s The Second Sex. 

Although written in 1949, Beauvoir touches on many issues highlighted again in more recent times 

including the importance of intersectional feminism (Crenshaw, 1991) and a critical stance on cultural 

feminism. The quote below resonated with me in its criticism of the deleterious consequences of 

segregative practices:  

‘’To prove women’s inferiority, antifeminists began to draw not only, as before on religion, 

philosophy and theology, but also on science: biology, experimental psychology, and so forth. 

At most they were willing to grant ‘separate but equal status’ to the other sex. That winning 

formula is most significant: it is exactly that formula the Jim Crow laws put into practice with 

regard to black Americans; this so-called egalitarian segregation served only to introduce the 

most extreme forms of discrimination.’’ (Beauvoir, 1949, c2015 pp. 23) 

I concur with Beauvoir on the dangers of the segregation and ‘othering’ of women as well as the 

importance of intersectionality. Beauvoir explains that class as well as ethnicity and gender is 

pertinent, describing women workers at a Renault factory in France as, ‘’economically independent 

only within an economically oppressed class’’ (Beauvoir, 1949, c2015, pp. 31) and pointing out that 

their factory jobs had not freed them from their domestic duties at home. Her observations in 1949 

were still being evidenced in 1990 in Hochschild’s ‘second shift’ (when women came home from a 

day’s paid work to start their second unpaid job in the home). Beauvoir further claims that, ‘’being a 

woman poses unique problems to an autonomous human being today’’ (Beauvoir, 1949, c2015, 

pp.33) as women’s choices are constrained by their gender. In the context of well-being academic 

literature, autonomy is paramount for well-being (Ryan and Deci, 2000).  

Another feminist writer who highlights well-being as part of feminism is Betty Friedan in The Feminine 

Mystique (1963). Friedan describes ‘’the problem that has no name’’ and refers to the 1960’s 

American woman’s discontent and malaise with their homemaking role. In so doing, Friedan touches 

on the issues of identity and meaning for American women in this era; two themes additionally 
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identified in this research as central to the well-being of UK women entrepreneurs today. Friedan 

coined the term ‘feminine protest’ to describe the technique of exaggerated feminine identity some 

women employed to avoid the criticism heaped on early feminists and spoke of the dissonance in 

women’s identities when anatomy is perceived as destiny and the frustrations women feel with the 

assumption they should be content to strive vicariously through their husbands.   

What follows here is a brief history of feminism. Sometimes criticised for being overly simplistic in 

premise, progress for women’s equality in recent history is said to have come in waves, 

metaphorically representing the motion of the tide persistently edging forward (Allen, 2016). 

Although it should be recognised that agitation for women’s rights has been going on for centuries 

(Alexander and Mohanty, 1997), first wave feminism is said to have started with a women’s rights 

convention in Seneca Falls, New York in 1848 with calls for suffrage and votes for women (granted in 

the UK in 1918 to women over the age of 30). The second wave roughly coincided with Friedan’s fight 

for the liberation of the American housewife in the 1960’s and scientific progress in the field of 

contraception. Progress in the third wave was largely attributed to Butler’s theories on the 

‘performance of gender’ (1990) and was welcomed for its intersectional perspective, which the first 

two movements were criticised for ignoring. Crenshaw (1991) popularized the term intersectionality, 

defining structural intersectionality as the ‘’ways in which the location of women of color at the 

intersection of race and gender makes our actual experience of domestic violence, rape and remedial 

reform qualitatively different to that of white women’’ (Crenshaw, 1991, pp. 1245). Crenshaw uses 

the analogy of a car crashing at an intersection to describe the intersecting variables which compound 

problems of discrimination. The most recent, fourth wave of feminism is attributed to the ‘Me Too’ 

campaign, which was initiated by American community organiser Tarana Burke in 2006 and gained 

traction via viral social media celebrity appeal in 2017 after allegations of sexual misconduct were 

made against a famous Hollywood movie producer. In the UK, Laura Bates started the Everyday 

Sexism project in 2012 to collate stories of UK women in recognition of the pervasiveness of sexual 

harassment (Bates, 2014). In America, the 2016 election of a President who was accused multiple 

times of sexual assault and who was recorded bragging about sexually assaulting women further 

fuelled impetus for fourth wave feminism (Rivers, 2017). 

The backwards motion of the wave metaphor is characterised by some as the inevitable backlash 

against progress towards gender equality (Faludi, 1991). Faludi’s 1991 book by the same name, 

Backlash: The Undeclared War Against Women, rails against the ‘blaming the victim’ mentality, 

evident in the media in the 1980s with popular discourse asserting the women’s movement itself was 

to blame for women’s struggle to ‘have it all’. The concept of postfeminism has evolved, critiqued by 

many scholars, whereby feminism is observed to be ‘out of date’ and depicted as a problem which 
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has already been solved (Gill, 2017). Indeed, in the academic literature on gendered 

entrepreneurship, Lewis (2014) correctly critiques postfeminist thinking which claims that women are 

no longer constrained by gender. Lewis depicts entrepreneurial femininities as, ‘’individualised, 

maternal, relational and excessive’’ (Lewis, 2014, pp. 1845). She laments the modern requirement for 

women entrepreneurs to ‘perform gender at work’ and explains that there is now a new, hybrid 

male/ female work personality demanded of women.  

Self-reflexively, as a child born in the Global North in the 1970’s, it is a third wave intersectional 

feminist approach which has influenced my thinking most. I concur with Lewis that postfeminism is 

not helpful for women entrepreneurs in the Global North and am fully cognisant of the latent 

progress towards gender equality in the Global South (with issues such as child marriage, girls’ 

education, human trafficking and female genital mutilation taking precedence (Plan UK, 2020)).  

In summary, this thesis adopts a social constructionist feminist position, with a specific focus on UK 

women entrepreneurs, influenced by the works of Beauvoir (1949), Butler (1990) and Fine (2010, 

2017) and the academic positioning of Ahl (2006) in the context of gendered entrepreneurship. 

Notwithstanding my greater empathy for liberal feminism than cultural feminism, from a self-

reflexive position as a woman entrepreneur, I believe that all forms of feminism add valid and 

important contributions to the debate. 

2.2 Well-being and Enterprise 

The second body of literature explored is entrepreneurial well-being. This section will first present 

definitions of hedonic and eudaimonic well-being, then measurements of well-being and finally 

entrepreneurial well-being.   

2.2.1 Defining Well-being 

Well-being is the scientific term for happiness. Philosophers and religious figures have examined this 

concept for millennia. Aristotle says in his Nicomachean Ethics that ’’happiness is the meaning and 

purpose in life, the whole aim and end of human existence’’ (Aristotle, 2014, Cambridge University 

Press). The Dalai Lama XIV claims the meaning of life is ‘’to be happy and useful’’ (Dalai Lama XIV and 

Cutler, 1998, pp. 12). The founding fathers of American democracy claim a right to ‘the pursuit of 

happiness’ in their constitution. Axiomatically, the study of well-being is of great significance for 

individuals and societies; human beings’ very purpose is happiness (Ahmed, 2010).  

Prior to World War II, measurements of well-being were focussed on the absence of disease and 

disability. In 1946, the World Health Organisation (WHO) expanded this definition to describe well-

being as ‘’a state of complete physical, mental, and social well-being and not merely the absence of 

disease and infirmity’’ (Constitution of the World Health Organisation, 1946). This ‘flourishing’ 
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definition of well-being has had a renaissance in academic focus since the advent of the discipline of 

positive psychology led by Seligman around 1998. The focus is not simply to fix ill-health but to 

understand what promotes optimal well-being: how humans go from ‘good’ to ‘great’. Seligman 

(2003) expounded three components of well-being: the pleasant life, the good life and the 

meaningful life. He found that both the good life and the meaningful life increased life satisfaction but 

that the pleasurable life did not. An analogous example may be that of raising children: research 

shows that the day-to-day care of children does not necessarily make parents happier in the moment 

but as children grow up and leave home, the meaning and purpose that children bring makes parents 

happier in totality (Stanca, 2012; Veenhoven, 2015). 

Currently, the most influential approach to defining well-being bifurcates the subject into categories 

of hedonic and eudaimonic well-being (Diener et al., 1999; Lent 2004; Ryan and Deci 2001). Hedonic 

well-being concerns ‘’pleasure attainment and pain avoidance’’ and eudaimonic well-being 

constitutes ‘’meaning, self-actualisation and the degree to which a person is fully-functioning’’ (Ryan 

and Deci, 2001, pp. 141). Dolan (2014) summarises this distinction between hedonic and eudaimonic 

well-being as a dichotomous ‘’combination of pleasure and purpose’’(Dolan, 2014, pp. 1). Humans 

require a balance of both joy and contentment alongside purpose and fulfilment. Stephan (2018) 

states that the field of entrepreneurship is suited to the supposition that eudaimonic well-being 

stems from ‘’succeeding in effortful, self-determined activities’’ (Stephan, 2018, pp 292). Furthermore, 

Ryff’s 2019 paper confirms the application of her 1989 eudaimonic framework (Ryff, 1989) for well-

being (which includes: autonomy, environmental mastery, personal growth, positive relations with 

others, purpose in life and self-acceptance) as a worthy framework within which to examine 

entrepreneurial endeavour. 

2.2.2 Circumstances of Well-being and Well-being Behaviour 

Lyubomirsky (2008) finds that only 10% of well-being is due to the circumstances of life, 50% is 

attributed to genetics (a sunny disposition) and a significant 40% of well-being is under the influence 

of behaviours which human beings can control. In his meta-analysis, Veenhoven (2015), puts different 

estimates on well-being; he asserts that circumstances of life account for +- 25% of human well-being 

(cf. Lyubomirsky’s 10%), +-30% is due to genetics (cf. Lyubomirsky’s 50%), +- 25% is learned skills and 

life choice, leaving +- 20% unaccounted for. These findings are summarised in Table 2.1 below: 
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Table 2.1: Components of Well-being 

 Circumstances of 

Life 

Genetic 

predisposition 

Well-being 

behaviours 

Unknown 

Lyubomirsky 

(2008) 

10% 50% 40%  

Veenhoven 

(2015) 

+/-25% +/- 30% +/- 25% +/-20% 

 

Whether it is Lyubomirsky’s 40% or Veenhoven’s +- 25%, there is a reasonable assumption to be 

made that human beings do indeed have some capacity to control their personal levels of well-being 

through their behaviour. In fact, Veenhoven’s 2015 paper (comprising a meta-analysis using more 

than 8,000 books and articles from his online ‘World Happiness Database’) is convincing with regard 

to the level of evidence which exists to claim that happiness can be impacted by behaviour. Those 

who take active control of their lives in this regard demonstrate well-being levels consistently higher 

than those who do not. This is pertinent because if humans can affect their level of well-being 

through behaviour and life choices, they should be empowered to do so.  

Therefore, with regard to these three domains, it is likely that a significant 30-50% of well-being is 

fixed at birth and cannot be influenced. Of the minority 10-25% quotient for the circumstances of life, 

research in the domain of positive psychology has repeatedly demonstrated the following findings:  

1) Money increases well-being, particularly for those on very low incomes. However, there is a 

threshold beyond which increasing income no longer continues to increase well-being 

(Helliwell et al., 2012; Kahneman and Deaton, 2010; Muresan et al., 2020). 

2) Having a job rather than being unemployed increases well-being (Gregory and Connelly, 2008; 

Roelfs et al., 2015; van der Meer, 2014; Veenhoven; Wood and Burchell, 2018). 

3) Commuting long distances to work decreases well-being (Craig et al., 2012; Hilbrecht et al., 

2014). 

4) Being married increases well-being (with married men happier than married women) (Dolan, 

2014; Seligman, 2003; Veenhoven, 2015). 

5) Having children increases well-being only after children leave home. Otherwise childless 

couples have typically greater well-being than those with children. The dip in happiness on 

becoming parents is greatest for young parents and highly educated mothers (Hansen, 2012; 

Veenhoven, 2015). 

6) Age is not strongly correlated with well-being (apart from the mid-life crisis) (Dolan, 2014; 
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Seligman, 2003). 

7) Education is minorly correlated with increased well-being in low income brackets; high levels 

of education (e.g. PhD level) are minorly correlated with decreased well-being. (Dolan, 2014; 

Veenhoven). 

 

Finally, with reference to the 25-40% of well-being which humans can influence or control, research 

suggests that active implementation of the following ten behaviours increases well-being:  

1) Keep learning new things 

2) Have goals to look forward to 

3) Be authentic- comfortable with who you are 

4) Cultivate meaning- be part of something bigger 

5) Connect with people 

6) Give to others 

7) Find ways to bounce back 

8) Look for what is good 

9) Take care of your body  

10) Live mindfully 

 

These behaviours are promoted on the UK’s Action for Happiness organisation website 

(www.actionforhappiness.org) by leading academics and government advisors within the well-being 

field of research (King, 2016; Layard, 2005; Lyubomirsky, 2008). 

Notably, entrepreneurial activity enables actors to exercise agency in several of the areas above and 

so to impact their own well-being. For instance, entrepreneurs are often engaged in learning new 

things, connecting with people, and setting goals. Many entrepreneurs work creatively or on self-

directed projects and this increases the meaning associated with that work (Stephan et al., 2020). 

Giving to others can be engendered by social enterprise and the time flexibility many entrepreneurs 

experience can enable behaviours such as exercise and healthy eating (‘taking care of your body’) and 

practising mindfulness. 

Findings in the results chapters of this thesis will further elucidate four identified themes of 

eudaimonic well-being as they relate to women entrepreneurs: autonomy (including time flexibility 

and lifestyle choices), authenticity (including personal identity), meaning (including purpose, 

achievement, social enterprise and connecting with others) and engagement (including learning and 

creation/ passion). Notably, these themes are broadly connected with the behaviours of well-being 

identified above which are within the individual’s capacity to influence.  
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2.2.3 Measuring Well-being 

A variety of approaches have been used to measure well-being but academic consensus on 

methodology has been hard to obtain. Research suggests that measuring well-being is fraught with 

difficulty due to its subjective nature (Gilbert, 2006) and while many well-being measures exist, there 

is considerable disagreement within the field about which is the best. A review by Cooke et al. (2016) 

identified 42 different instruments of well-being analysis, all of which varied in length and 

psychometric properties. They clarified four main approaches to measuring well-being which are 

outlined below: 1) hedonic, 2) eudaimonic, 3) quality of life and 4) wellness. As previously positioned, 

hedonic and eudaimonic methods are currently in favour (i.e. pleasure versus purpose (Dolan, 2014)) 

and as such have been chosen for use in this study.  

Hedonic models of well-being examine pleasure and typically measure three elements, collectively 

termed ‘subjective well-being’ and comprising: satisfaction with life, the absence of negative affect 

and the presence of positive effect (Diener et al., 1999).   

Eudaimonic measurements of well-being are variable and primary models identified in the literature 

are summarised in Table 2.2 below: 
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Table 2.2: Eudaimonic Well-being Measurements From the Literature 

Ryff (1989)  
• Purpose in life 
• Autonomy 
• Self-acceptance 
• Environmental mastery 
• Personal growth 
• Positive relations with others 

Ryan and Deci (2000) 
• Autonomy 
• Competence 
• Relatedness 

Lent (2004) 
• Fulfilling potential 
• Functioning optimally 
• Authenticity  

Diener  et al. (2010) 
• Purposeful and meaningful life 
• Feeling competent and capable  
• Engagement and interest in one’s 

activities 
• Positive social relationships 

Seligman (2011)  
• Positive emotion (NB hedonic indicator) 
• Engagement 
• Meaning 
• Relationships 
• Accomplishments 

Gatt et al. (2014) 
• Life satisfaction (NB hedonic indicator) 
• Mastery 
• Achievement 
• Positivity 
• Composure 
• Own-worth 

 

It is evident that models of eudaimonia vary and overlap in several places. Ryff (1989) is the best 

established model of eudaimonic well-being but the others provide a helpful perspective on 

emphasis. In the table above, autonomy, engagement and authenticity are all referenced twice and 

purpose/ meaning, mastery and relationships are all cited four times. Ryff applied her theories of 

eudaimonia specifically to entrepreneurial study for the first time in a 2019 paper adding further 

weight to suggestions within the enterprise and well-being academic field that enterprise should be 

examined particularly through the lens of eudaimonic well-being in preference to hedonic well-being. 

Ryff, (in line with Wiklund, 2017) asserts that hedonic and eudaimonic elements of well-being are 

correlational but distinct and eudaimonic well-being is the likely mechanism through which 

entrepreneurs experience well-being, claiming that ‘’purposeful striving and personal growth are 

demanding, if not stressful approaches to living that may not always be conducive to feelings of 

happiness and contentment’’ (Ryff, 2019, pp. 647). The implication is therefore that despite the 

impact that the stressors of enterprise have on hedonic well-being, they are offset by circumstances 

of eudaimonia delivered by the pursuit of enterprise.   

A third approach to well-being measures ‘quality of life’. Definitions tend to be broader than the 

hedonic and eudaimonic models and many include aspects of physical, social and psychological well-
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being. This measure is often used in medical contexts such as the UK’s National Institute for Clinical 

Excellence’s (NICE’s) ‘Quality Adjusted Life Years’ (QALY) assessment (Cooke et al. 2016).   

The fourth and final approach to measuring well-being is referred to generally as ‘wellness’ and these 

concepts are mainly rooted in counselling literature and are often less clearly defined than those of 

hedonic and eudaimonic well-being (Roscoe, 2009).  

 

As outlined in the introduction, the academic rationale for examining specific eudaimonic aspects of 

well-being in enterprise in preference to hedonic or other well-being elements are two-fold:  

 

1) The literature suggests that it is eudaimonic aspects of well-being which are likely to 

account for the difference in well-being of entrepreneurs versus the self-employed (Lange, 

2012; Saiz Alvarez and Coduras, 2019; Stephan, 2018, 2020; Ryff, 2019).  

 

2) An academic imperative from Wiklund (2017; 2019), Shepherd (2015), Stephan (2018) and 

Ryff (2019) who call for more research into eudaimonic aspects of entrepreneurial well-being. 

 

Evidence from the literature regarding entrepreneurial well-being is now examined below.  

2.2.4 Entrepreneurial Well-being 

This section first defines entrepreneurial well-being and then provides evidence from the literature 

regarding the increased well-being of entrepreneurs compared with the employed. It proceeds to 

discuss the facets of eudaimonic entrepreneurial well-being which are said to be responsible for this 

phenomenon of increased well-being of entrepreneurs and depicts the relationship between these 

facets and their prevalence in comparison to one another.  

2.2.4.1 Defining Entrepreneurial Well-being 

Wiklund et al. (2019) define entrepreneurial well-being as ‘’the experience of satisfaction, positive 

affect, infrequent negative affect, and psychological functioning in relation to developing, starting, 

growing and running an entrepreneurial venture. Psychological functioning includes self- acceptance, 

personal growth, purpose (meaning), mental health, mastery, autonomy, and positive relations, 

among others’’. (Wiklund et al., 2019, pp. 582). They offer this definition as a starting point for 

research measuring entrepreneurs’ experiences and particularly recommend emphasising a 

eudaimonic approach, citing well-being as ‘’a derivative of personal fulfillment and expressiveness 

(Waterman et al., 2010), personal development (Erikson, 1959), self-actualisation (Maslow, 1968), 

individuation (Jung, 1933) and self-determination (Ryan and Deci 2000) that reflect a fully functioning 

life (Rogers, 1962; Ryff, 1989; Ryff and Singer 2013)’’ (Wiklund et al., 2019, pp. 581).  
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This definition comprehensively encompasses the literature on well-being in line with models 

outlined in Table 2.2 above and emphasises eudaimonia as a key component of entrepreneurial well-

being. Table 2.3 below summarises the themes mentioned in this definition which will be explored 

further in the sections which follow here and in the results chapters of this thesis: 

Table 2.3: Facets of Eudaimonic Well-being Included in Wiklund et al. (2019) Definition 

Eudaimonic Well-being Facet Academic Authority Theory 

Autonomy Ryan and Deci (2001) Self-determination theory 

Authenticity Jung (1933) Individuation theory 

Meaning Maslow (1968) Self-actualisation theory 

Engagement Ryff (1989) Mastery and personal growth 

 

2.2.4.2 Increased Well-being of Entrepreneurs Compared with the Employed 

In general terms, we understand that work is correlated with individuals’ well-being and 

unemployment with depression and even mortality (Roelfs et al., 2015). It is well-established that 

production is good for individuals and society (van der Meer, 2014; Veenhoven; Wood and Burchell, 

2018). More specifically and pertinent here, entrepreneurship studies consistently demonstrate that 

the self-employed enjoy greater overall well-being and job satisfaction than wage earners 

(Andersson, 2008; Benz and Frey, 2004, 2008; Hundley, 2001; Johansson Seva, 2016; Obschonka, 

2015; Prottas and Thompson, 2006; Schneck, 2014; Stephan, 2018). As explained below, it is said to 

be the experience of eudaimonic facets of well-being which compensate for the increased stressors 

entrepreneurs experience and lead to their overall increased well-being compared with that of the 

employed population.   

This phenomenon is paradoxical because compared to wage earners, entrepreneurs and the self-

employed generally experience high stress levels (Cardon and Patel, 2015), more work-family conflict 

(Parasuraman and Simmers, 2001), more role ambiguity (Wincent et al., 2008), have to manage the 

risk of entrepreneurial failure (Andersson, 2008), earn less money than the employed (although 

under-reporting of earnings is said to account for a portion of this disparity (Astebro and Chen, 2014) 

as well as conflation between reporting of assets and income for the self-employed (Yuen, 2018)) and 

typically work longer hours (which itself has been found to have a detrimental effect on health 

outcomes (Bannai and Tamakoshi, 2014)).  

However, Bradley and Roberts (2004) demonstrated increased work satisfaction in those 

entrepreneurs who worked longer hours and experienced high demands. It is suggested that 
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entrepreneurs may perceive long working hours as a challenge stressor which may lead to future 

achievement and is therefore a sign that the business is doing well (Podsakoff et al., 2007). Indeed, 

within the work and organisation field, ‘thriving on tensions’ is an evidenced area of research which 

demonstrates that many individuals are energised by tensions which can lead to increased innovative 

output (Liu et al., 2020). Cavanaugh et al.’s (2000) ‘challenge-hindrance-stressor’ framework finds 

that challenge-related stress (eustress or ‘good stress’) is seen as positive to job satisfaction whereas 

hindrance-related stress is seen as ‘bad stress’ and correlates negatively to job satisfaction. 

Therefore, challenges are good for job satisfaction and hindrances are negative for job satisfaction 

(Cavanaugh et al., 2000). The self-directed nature of entrepreneurial endeavour may be more 

disposed to eustress than ‘bad stress’.  

Additionally, entrepreneurs show significantly lower somatic and mental morbidity as well as lower 

hypertension and prevalence of hypertension than employees (Stephan and Roesler, 2010). Prottas 

and Thompson (2006) also find that both business owners and the self-employed population do not 

have poorer health outcomes than employees. Nikolova (2019) finds in a longitudinal study of 

German entrepreneurs that opportunity entrepreneurs experience greater mental and physical 

health than their employed counterparts, although ‘necessity entrepreneurs’ only experience mental 

and not physical health gains. This highlights the importance of distinguishing between categories of 

entrepreneurs and the challenges of treating the self-employed as a homogenous group. Salient to 

this point is the previously outlined definition of ‘entrepreneur’ versus the ‘self-employed’ and 

studies which elucidate distinctions are not common. Although Prottas and Thompson (2006) do 

rightly distinguish between business owners (those with staff), independents (self-employed 

contractors) and employees with illuminating results: they found that owners reported more 

autonomy than independents, who reported more autonomy than employees. Additionally, owners 

reported higher job satisfaction and less stress than both independents and employees, but 

independents had less work-family conflict than employees. Similarly, Gevaert et al. (2018) finds 

greater levels of well-being in those entrepreneurs running medium-to-large sized businesses with 

employees rather than those working alone such as farmers, dependent freelancers or account 

workers.  

Furthermore, it is well-established that ‘opportunity entrepreneurs’ (motivated to market entry 

through positive, opportunistic mechanisms) experience greater well-being than ‘necessity 

entrepreneurs’ (motivated to market entry through necessity due to lack of other options in the 

labour market) (Binder and Coad, 2013; 2016; Stephan, 2018). Differences in well-being for these two 

groups may be explained by desire for self-determination but differences in education (Sikora and 

Saha, 2009) and levels of intrinsic work motivation (Johansson Seva, 2016) have been said to play a 
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part. Indeed, disadvantaged entrepreneurs, when coming from a position of no employment, low 

income or limited human capital are found to experience lower levels of well-being than those 

approaching enterprise with greater levels of human, financial and social capital (Binder, 2017; Ryff, 

2019). 

Therefore, when investigating the well-being of entrepreneurs as a holistic group, a delineation in 

circumstances of entrepreneurship is vital, in particular for women entrepreneurs who, as specified 

above, face particular challenges in enterprise.   

2.2.4.3 Facets of Eudaimonic Entrepreneurial Well-being 

Notwithstanding differential circumstances outlined above (business size, necessity versus 

opportunity and disadvantaged enterprise), it is claimed that eudaimonic elements of well-being are 

found to account for the paradoxical result of increased overall well-being of entrepreneurs generally 

compared with the employed. Table 2.4 below summarises findings from the literature relating to 

eudaimonic entrepreneurial well-being. (Note that all the findings below are gender blind and section 

2.3.3 of the literature review will cover what is known specifically about women’s entrepreneurial 

well-being.)   
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Table 2.4: Proposed Explanations for Eudaimonic Entrepreneurial Well-being Found in the 

Literature 

Eudaimonic 

Entrepreneurial 

Wellbeing Facet 

Academic Citation Commentary on Prevalence/ Weighting in the 

Literature 

Autonomy Alvarez and Sinde-

Cantorna, 2014; Benz and 

Frey, 2004; Hundley, 

2001; Hahn et al., 2012; 

Lange, 2012; Prottas and 

Thompson, 2006; Shir et 

al., 2019; Stephan, 2018 

Greatest prevalence in literature and widely 

considered the most important determinant of 

entrepreneurial well-being 

Authenticity Baron, 2010; Karelaia et 

al., 2020; Menard and 

Brunet, 2011; Metin et 

al., 2016; van den Bosch 

and Taris, 2014  

Considered strongly as a facet of workplace 

well-being and related specifically to 

entrepreneurial well-being by Baron (2010) 

Personality Baron et al., 2016; 

Berglund et al. 2016; 

Zhao and Siebert, 2006 

Related to authenticity, evidence is presented 

to suggest that certain personality types self-

select into the field and therefore experience 

well-being within it 

Meaning Stephan et al., 2020 Recent seminal paper from well-regarded 

academics in the field 

Engagement Millan et al., 2013; Shir et 

al., 2019 

Engagement may also encompass constructs 

below such as creativity, signature strengths, 

passion and flow (which can impact work 

engagement) 

Creativity and 

innovation 

Dolan and Metcalfe, 

2012; Schneck, 2014 

 

Signature 

strengths 

Littman-Ovadia et al., 

2017; Seligman, 2003 

 

Passion  Murnieks et al., 2014  

Flow Sherman et al., 2016  
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Before examining the determinants of entrepreneurial well-being from Table 2.4 above, it is useful to 

frame them in the context of Hackman and Oldham’s (1975) ‘Job Characteristics Model of Workplace 

Well-being’. This is a long-standing model of workplace well-being that defines features of workplace 

well-being which I argue also relate to entrepreneurial well-being. These include: autonomy, 

significance or meaningfulness of work, whether the work is coherent, interesting and varied 

(‘engagement’) and whether the work offers opportunities for feedback and corresponding growth 

and opportunities to learn (‘mastery’) (Hackman and Oldham, 1975). This long-established model 

cites eudaimonic well-being parameters for workplace well-being which can be readily related to 

entrepreneurial well-being and substantiates arguments presented below in this context. What 

follows here is an expansion of the evidence presented in Table 2.4 regarding the facets of 

entrepreneurial eudaimonia found in the literature. 

Autonomy is widely cited is a significant determining factor in workplace well-being (Gagne and 

Bhave, 2010) and many organisations attempt to create levels of autonomy within employed 

environments. ‘Self-determination Theory’ (Ryan & Deci, 2000) postulates that human beings have an 

innate desire to meet three psychological needs: autonomy, competence and relatedness. Karasek’s 

(1979) ‘Job-Demand-Control’ theory proposes that job dissatisfaction results from a combination of 

‘’low decision latitude and heavy job demands’’ (Karasek, 1979, pp.285) and suggests redesigning 

work processes which facilitate increased decision latitude in order to reduce workers’ mental strain.  

Several studies place autonomy as a significant, if not the main, determinant of entrepreneurial well-

being (Alvarez and Sinde-Cantorna, 2014; Benz and Frey, 2004; Hundley, 2001; Hahn et al., 2012; 

Lange, 2012; Prottas and Thompson, 2006; Shir et al., 2019; Stephan, 2018). Although, entrepreneurs 

do not all experience the same degree of autonomy at work. For instance, van Gelderen (2016) finds 

that having customers reduces levels of autonomy in entrepreneurs and having business partners 

increases it. This illuminates Prottas and Thompson’s (2006) findings that entrepreneurs with staff 

and larger businesses have greater well-being than independent, solo-entrepreneurs.    

Authenticity is found to play a significant role in overall well-being. According to Jung’s landmark 

‘Individuation Theory’ (Jung, 1933), individuation is the central process of human development; our 

journey towards personal transformation and understanding ourselves. Much work has been carried 

out in more recent times around this concept of ‘authenticity’ as it relates to the workplace. Karelaia 

et al. (2020) say authenticity ‘’include(s) some form of alignment of one’s internal sense of self (e.g. 

beliefs, values, motivations) and the external expression of it’’ (Karelaia et al., 2020, pp. 80) and claim 

authenticity as benefitting well-being at work. In fact, several studies show that authenticity at work 

is related to work engagement and job satisfaction (Karelaia et al., 2020; Menard and Brunet, 2011; 

Metin et al., 2016; van den Bosch and Taris, 2014). Baron (2010) specifically claims the ability of 
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entrepreneurs to choose and design their work in line with their values, interests and skill-sets and to 

do work they feel is worthwhile results in a high congruence between the work and the self. Notably, 

many of these facets are interconnected: work perceived as worthwhile or meaningful is found to be 

a partial mediator of the relationship between authenticity and well-being at work (Menard and 

Brunet, 2011; Lips-Wiersma and Morris, 2009). 

This congruence between entrepreneurs’ work and themselves (authenticity) may be experienced as 

an identification with the role of entrepreneur itself or sometimes through a creative identity 

expressed through work (for example, as a musician or an artist). Drencheva (2019) explores not only 

the position of work as central to identity but also non-work identities such as ethnicity, citizenship, 

religion, and age which interplay with work identities. In addition, gender is a predominant feature of 

identity which affects behaviour (Eagly and Wood, 2016) and is particularly pertinent for women 

entrepreneurs who may have difficulty expressing an ‘authentic’ version of themselves in a domain 

such as entrepreneurship which is historically construed as masculine (Marlow, 2014;2020). Women 

may alternately embrace the entrepreneur identity by constructing feminised ‘mumpreneur’ 

practices (Ekinsmyth, 2013) to alleviate possible cognitive dissonance (the uncomfortable and 

incongruous feeling which Festinger (1957) describes when behaviour doesn’t correlate with thoughts 

or feelings). Further, women may construct hybrid identities between positionalities such as ‘good/ 

responsible working woman’ or ‘family-minded professional’ (Drencheva, 2019) or perform identity 

work such as that described by Lewis (2014) as ‘relational entrepreneurial femininities’. 

Tajfel (1982) proposes in ‘Social Identity Theory’ that the social groups which people belong to create 

an important source of pride and self-esteem. Being part of the ‘in group’ creates a satisfied social 

identity and the ‘out group’ a dissatisfied one (Tajfel, 1982). In the context of gendered 

entrepreneurship, this has implications for groups of women such as ‘mother’, ‘worker’, ‘homemaker’ 

and ‘entrepreneur’. However, both Sieber (1974) and Thoits (1983) suggest that the more identities 

accumulated by an individual, the greater their psychological capital. When discussing women’s 

management of the work-home interface, Rothbard and Dumas (2006) highlight Sieber’s (1974) 

‘Enrichment Perspective’ contending that multiple identities (for example, as both mother and 

entrepreneur), can enable an individual to build privileges across their roles thereby increasing 

security and status and providing an element of resilience and buffering if one area of life is not going 

well. Ebrahimi et al. (2020) elaborate that actors feel more authentic when they perceive their 

various identities to overlap. Thompson and Bunderson (2001) explain that those who perform 

multiple roles typically assume an ‘anchor identity role’ (a role which is more important to them than 

the other- e.g. mother or entrepreneur) which may provide insight as to the disparities between 

Ekinsmyth’s descriptions (2014) of women entrepreneurs who readily and happily identify as 
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‘mumpreneurs’ and those who reject the identity entirely. These factors combine to demonstrate 

how gender identity is performed by women entrepreneurs and delivers consequences for their well-

being.  

For some entrepreneurs, their work identity is all-encompassing; some see their work as an extension 

of themselves and Hetschko (2016) finds that life satisfaction decreases substantially more on losing 

work when self-employed than when in paid employment which likely reflects this internalisation. 

Fisher et al. (2013) suggest that the centrality of entrepreneurial endeavour to actors’ identities can 

lead to unhelpful obsessional behaviours which are unlikely to contribute to well-being. However, 

Vallerand (2012) counters this in his ‘dualistic model of passion’ by explaining that passion can be 

both helpful and unhelpful depending on the degree to which it in enacted. Vallerand contends that 

harmonious passion, defined as the ‘‘autonomous internalisation of the activity into one’s identity’’ 

(Vallerand, 2012, pp.1) is positively correlated with sustained psychological well-being and it is only 

obsessive passion which leads to poor well-being outcomes. This seems to accord with the 

‘Enrichment Perspective’ (Rothbard and Dumas, 2006) above that multiple roles (which are less likely 

to lead to obsessive behaviour) are positive for well-being.  

Further related to authenticity is the suggestion that some actors simply have an ‘entrepreneurial 

personality’ which causes them to self-select to the endeavour. Personality profiling of entrepreneurs 

finds them to have lower average neuroticism than the general population (Zhao and Siebert, 2006). 

Berglund et al. (2016) find for those individuals scoring highly on ‘agreeableness’, ‘conscientiousness’ 

and ‘extraversion’, that self-employment is beneficial to well-being. Dawis’ (1992) ‘Person-

Environment-Fit’ theory focuses on the match between the characteristics of the individual and those 

of their environment and is regularly applied to work-related situations. Baron et al. (2016) expand 

Schneider’s (1987) ‘Attraction-Selection-Attrition’ theory to the field of entrepreneurship to suggest 

that those who are attracted to enterprise self-select and those who are not suitable either fall by the 

wayside or leave. They infer that it may be personality which self-selects optimists to entrepreneurial 

endeavour rather than well-being as a product of entrepreneurship (i.e. happy people become 

entrepreneurs as opposed to entrepreneurs becoming happy people). Furthermore, Bowling et al. 

(2010) examine longitudinal studies from the workplace generally to suggest well-being as 

antecedent rather than determinant of well-being at work. Lange (2012) counters this in his study 

explicitly comparing the value of personality traits with worker’s autonomy to account for the 

increased well-being of entrepreneurs and concludes that autonomy and not personality is the 

distinctive mechanism by which the self-employed experience greater levels of job satisfaction. 

Additionally, Alvarez and Sinde-Cantorna (2014) claim that not only is autonomy the main 

determinant for increased job satisfaction for the self-employed, but conclude this is the 
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distinguishing factor in entrepreneurial well-being and not the apparent willingness of the self-

employed to report higher levels of job satisfaction (in other words, an optimistic personality). 

Therefore, as discussed above, although there is good evidence that authenticity at work increases 

well-being (Karelaia et al., 2020; van den Bosch and Taris, 2014; Menard and Brunet, 2011; Metin et 

al., 2016), we are yet to have complete clarity as to the role personality plays in entrepreneurial well-

being.   

Experiencing meaning at work is another facet of eudaimonic entrepreneurial well-being. Stephen et 

al.’s (2020) excellent paper confirms meaning as a significant determinant of entrepreneurial well-

being. Until this point, previous theory positioned autonomy as the dominant causative factor in 

entrepreneurial well-being. Stephan et al.’s (2020) study of 22,002 entrepreneurs in 16 European 

countries placed meaning as central to entrepreneurial well-being and indeed claimed that meaning 

better explained the relationship between ‘subjective vitality’ and self-employment than autonomy. 

Stephan et al. (2020) describe meaningfulness as ‘’the experience of work as personally enriching and 

useful’’ (Stephan et al., 2020, pp. 6). Lepisto and Pratt (2017) provide a helpful framework to further 

elucidate two elements of meaningful work, namely ‘realisation’ and ‘justification’. They determine 

‘realisation’ as relating to ‘’becoming fully expressed and realised in one’s work’’ (Lepisto and Pratt, 

2017, p. 106). Their ‘justification’ perspective relates more to altruism and the worthiness of work 

which can encompass things such as social enterprise or developing and helping others. The concept 

of self-actualisation in Maslow’s (1943) ‘Hierarchy of Needs’ is a good reflection on these concepts. It 

posits that ‘self-actualisation’ or achieving fulfillment and one’s true potential through personal 

growth is the highest level of human motivation. According to Maslow’s ‘Hierarchy of Needs’ (1943), 

once human beings have established safety (in the form of money, food, water, shelter) their needs 

progress through to love and belonging, self-esteem and finally self-actualisation. Pink (2009) 

contends that many people in the world’s richest economies have advanced beyond fundamental 

security concerns and instead are increasingly seeking the eudaimonic well-being attributes at the 

higher end of Maslow’s (1943) scale. 

For entrepreneurs, meaning at work is said to be a partial mediator of the relationship between 

authenticity and well-being at work (Menard and Brunet, 2011; Lips-Wiersma and Morris, 2009), 

again reflecting the interconnectivity of these concepts. The ability to express oneself in ways that are 

authentic and congruent with one’s identity is a way that meaning can be found through work. 

Indeed, younger generations are now found to look more for meaning than money at work (Chalofsky 

and Cavallaro, 2013). A 2012 Pew Research study found that attitudes in America are changing with 

both genders agreeing that having a good marriage and being a good parent is more important than 

financial success at work (Patten and Parker, 2012). Corroborating evidence as to the importance of 
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meaning at work comes from studies of employees which find that meaning at work fuels employee 

well-being (Steger et al., 2012; Tavares, 2016). Thus, there is good evidence for meaning at work as 

important to the well-being of both employees and entrepreneurs.  

Engagement is additionally an important eudaimonic indicator for entrepreneurial well-being. Shir et 

al. (2019) positively associate entrepreneurial well-being with task engagement and find that active 

engagement in entrepreneurial work tasks provides greater well-being than engagement in 

corresponding non-entrepreneurial work. Again the supposition here surrounds the mediating 

influence that both autonomy (Shir et al., 2019) and meaningful work (Lips-Wiersma and Wright, 

2012; Soane et al., 2013) play on engagement. Axiomatically, we find that those who perform more 

self-directed, meaningful work are more engaged with that work. Millan et al. (2013) concur that the 

self-employed have greater job satisfaction in terms of the type of work they do.   

Furthermore, well-being in enterprise is correlated with creativity (Schneck 2014), innovative 

practices are correlated with well-being (Dolan and Metcalfe, 2012) and the use of signature 

strengths (our personally identified unique skills and talents) is found to increase well-being for all 

(Seligman, 2003; Littman-Ovadia et al., 2017). Passion for work, defined by Vallerand and Houlfort as 

‘’a strong inclination toward an activity that one loves, highly values, and regularly engages in, and 

that becomes part of the person’s identity’’ (Vallerand and Houlfort, 2003, pp. 175) is related to work 

well-being and is said to be mediated by the centrality of the entrepreneurial identity (Murnieks et 

al., 2014). Csikszentmihalyi’s work on ‘flow’ (2003) is additionally informative concerning well-being. 

‘Flow’ is a psychological state related to deep levels of work satisfaction and learning. Sometimes 

described as being ‘in the zone’, flow is an optimal psychological state created through a complete 

immersion and focus on a task which is appropriate to one’s level of skill and expertise. 

Entrepreneurial well-being is found to increase in the presence of flow (Sherman et al., 2016) 

although women are said to have less flow experiences than men due to increased time 

contamination of multiple roles (Schulte, 2014).  

In summary, facets of eudaimonia found in the literature associated with entrepreneurial well-being 

are: autonomy (Alvarez and Sinde-Cantorna, 2014; Benz and Frey, 2004; Hundley, 2001; Hahn et al., 

2012; Lange, 2012; Prottas and Thompson, 2006; Shir et al., 2019; Stephan, 2018), authenticity 

(Karelaia et al., 2020; Menard and Brunet, 2011; Metin et al., 2016; van den Bosch and Taris, 2014; 

Baron, 2010), personality (Baron et al., 2016), meaning (Stephan et al., 2020), engagement (Millan et 

al., 2013; Shir et al., 2019), creativity (Schneck, 2014), innovation (Dolan and Metcalfe), use of 

signature strengths (Littman-Ovadia et al., 2017; Seligman, 2003), passion (Murnieks et al., 2014) and 

flow (Sherman et al., 2016).   
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2.2.4.3.1 Relationship Between Facets of Eudaimonic Entrepreneurial Well-being 

Notably, several facets of eudaimonic entrepreneurial well-being are inter-related such as the 

mediating effects of authenticity on meaningful work (Menard and Brunet, 2011), the effects of 

meaningful work on work engagement (Soane, 2013), the effects of work autonomy on engagement 

(Shir et al., 2019), the effects on passion at work by the centrality of identity of the entrepreneur 

(Murnieks et al, 2014) and the effects of signature strengths on work engagement, meaning and 

authenticity (Littman- Ovadia et al., 2017; Matsuo, 2020). In other words, work that is central to one’s 

identity is more meaningful and therefore leads to greater work engagement as does work which is 

self-directed/ autonomous and passion at work is related to the centrality of the work to the worker’s 

identity. This inter-relation is depicted in Figure 2.1 below: 

Figure 2.1: The Relationship Between Facets of Eudaimonic Entrepreneurial Well-being 

2.2.4.3.2 Prevalence and Weighting of Facets of Eudaimonic Entrepreneurial Well-being  

Commentary regarding prevalence and weighting of these facets follows here. Until recently, 

autonomy was considered to be the primary eudaimonic determinant in the increased well-being of 

entrepreneurs compared with employees. Contextually, autonomy is found as an explanation for 

human well-being across a variety of academic disciplines including organisational psychology (Grant, 

2016) and general well-being (Veenhoven, 2015) as well as being specifically attributed to 

entrepreneurial endeavour (Alvarez and Sinde-Cantorna, 2014; Benz and Frey, 2004; Hundley, 2001; 

Hahn et al., 2012; Lange, 2012; Stephan, 2018). Despite this certitude as to autonomy’s significance 
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for entrepreneurial well-being, Stephan et al.’s (2020) paper on meaning illuminated the significant 

position that meaning holds as a facet of entrepreneurial well-being and they position it more 

strongly as an indicator of entrepreneurs’ ‘subjective vitality’ than autonomy.   

Baron et al. (2016) make a well-reasoned argument in favour of the influence of personality as an 

influencing factor on entrepreneurial well-being supported by ‘Attraction-Selection-Attrition Theory’ 

suggesting that entrepreneurs may self-select as those optimistic characters with inherent well-being 

in contrast to entrepreneurial endeavour creating well-being. However, this argument is repudiated 

by both Lange (2012) and Alvarez and Sinde-Cortana (2014) who specifically claim that autonomy 

rather than personality accounts for the increased well-being of entrepreneurs. Despite this, I 

contend authenticity and identity most certainly play a significant role in entrepreneurial well-being, 

specifically for women entrepreneurs working in a domain construed as masculine (Marlow, 2014) 

and tensions around how women’s entrepreneurial identity is enmeshed with their femininity can be 

positioned in both positive and negative ways (Drencheva, 2019). Those who construct work 

identities in an authentic way congruent with their sense-of-self will experience the greatest well-

being (Karelaia et al., 2020). In addition, despite the identity work required by female entrepreneurs’ 

performance in a field traditionally construed as masculine, Rothbard and Dumas’ (2006) ‘Enrichment 

Perspective’ suggests that women who engage in dual roles (caregiver and provider) may experience 

protective effects to their well-being.  

Engagement at work is also important, and for the purposes of this research, the category of 

engagement will encompass work on creativity and innovation, passion, use of signature strengths 

and flow, all of which can be said to influence an actor’s engagement with their work.  

This section concludes that whilst autonomy is currently the most evidenced element of 

entrepreneurial eudaimonic well-being in the literature, authenticity, meaning and engagement are 

all found to play an important and interconnected role in entrepreneurial well-being. 

2.3 Well-being, Gender and Enterprise 

Finally, this literature review examines the intersection of the two genres of ‘gender and enterprise’ 

and ‘well-being and enterprise’ by looking at the well-being of women entrepreneurs. This section 

will start broadly and then narrow in scope. First, it will explore the literature regarding the general 

well-being of women compared with men (evidence is found to be conflicting), then the well-being of 

women at work (women are found to have greater well-being when working at least part-time 

outside the home) and finally, the well-being of women entrepreneurs (evidence is again conflicting 

and is not found at all for women’s eudaimonic entrepreneurial well-being).  
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2.3.1 Well-being of Women 

Evidence regarding the overall well-being of men compared with that of women is conflicting. Some 

studies find there are no differences (Coates, 2020; Morris and Earl, 2017), some find women’s well-

being to be higher than men’s (said to be paradoxical given women’s poorer life circumstances) (Sole 

Auro et al. 2018; Zweig, 2015) and others find women’s well-being is lower (OECD, 2013; Stevenson 

and Wolfers, 2009). I suggest there are three reasons which may explain this uncertainty of outcome: 

1) The variability of methods used to measure well-being (Batz and Tay, 2018; Cooke et al.,

2016).

2) The finding that life circumstances play a minority role in well-being outcomes compared

with genetic predispositions of well-being and behavioural factors influencing hedonia and

eudaimonia (Lyubomirsky, 2008; Veenhoven, 2015).

3) Although findings for women’s greater emotional range are well-documented (Seligman,

2003; Simon and Nath, 2004), gendered social constructions of men who are strong and silent

and women who deal with stressors by being relational (Taylor et al., 2000) may lead to a

compensated well-being picture for women.

These ideas are explored further below. 

There are a multiplicity of methods for measuring well-being with many studies using completely 

different tools (Cooke et al., 2016). In one illustration of the problem this engenders, Batz and Tay 

(2018) explore the complexity involved in measuring gender differences in subjective well-being. They 

use three well-being variables of life satisfaction, positive affect and negative affect, and demonstrate 

contradictory outcomes for each of these individually which result in a neutral overall result. They 

suggest this is an illustration of the difficulty in differing measurement tools for well-being but also 

propose that it may be that men and women value different aspects of well-being leading to similar 

overall gender differences.  

A further tool used to measure well-being is ‘quality of life’ and this is used by The Organisation for 

Economic Co-operation and Development in their report on Gender Equality and Well-being (OECD, 

2013) where they find that women’s quality of life is indeed reduced due to: ‘’discriminatory social 

institutions and beliefs about gender roles that undercuts women’s opportunities and inhibits their full 

participation in economic, social and political activities’’ (OECD, 2013, pp. 104). However, as 

previously stated, ‘quality of life’ is only one way to measure well-being.  

If we examine instead the well-being measurement tools used by this study, we find the UK’s Office 

for National Statistics report no overall national gender differences in well-being (Coates, 2020) and 
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likewise the UK’s National Centre for Social Research report no significant gender differences in well-

being using the Warwick-Edinburgh Mental Well-being Scale (WEMWBS) (Morris and Earl, 2017). 

Conversely, Sole Auro et al. (2018) determine that within Europe, women have greater well-being 

than men in all countries except Portugal and, from a global perspective, Zweig (2015) finds using 

Gallup World Poll data encompassing 73 countries that women have either no significant difference in 

well-being than men or indeed greater well-being than men in a minority of countries. I suggest 

another possible reason for this discrepancy in gender well-being is that life circumstances are said to 

account for only a small proportion of overall well-being with a much greater impact on well-being of  

behaviours engendering hedonia or eudaimonia (for example; altruism, goal setting, relationship 

building) (King, 2016; Lyubomirsky, 2008; Veenhoven, 2015). I propose this as another possible 

explanation as to why women’s increased challenges do not necessarily translate into poorer overall 

well-being.  

Seligman (2003) and Simon and Nath (2004) find that women’s emotional range tends to be wider 

than men’s. They claim that women experience more extreme negative emotions than men (they 

have a higher level of ‘unpleasant affect’) but that women also experience more positive emotions. 

This finding has been suggested as socially constructed in nature as it is more socially acceptable for 

women to express emotion (Nolen-Hoeksema and Rusting, 2003; Plant et al., 2000; Simon and Nath, 

2004). Regarding these negative emotions, the UK’s Office for National Statistics finds that women, 

on average, report more mental health problems than men including anxiety, depression, and eating 

disorders (Singleton and Lewis, 2003). But studies demonstrate that women’s reaction to stress is also 

different: they are more likely in times of stress to ‘tend and befriend’ versus a tendency for men to 

‘fight or flight’ (Taylor et al., 2000). This relational aspect of women’s stress response is said to have a 

‘buffering effect’ on women’s well-being. In other words, the impact of the stressors are moderated 

or lessened which results in a protective effect on women’s well-being. Within the context of 

behaviours having a greater impact on well-being than circumstances (Lyubomirsky, 2008; 

Veenhoven, 2015), I contend that it may be this socially-constructed, relational and emotionally-open 

aspect of women’s socio-normative behaviour which can reduce the impact of their poorer life 

circumstances on their well-being compared with that of men.  

It is useful to explore a luminary paper by Stevenson and Wolfers (2009) which compared men’s and 

women’s well-being (again, similar to Zweig (2015) using large datasets comprising a variety of 

demographics and countries) which found specifically that American women’s relative well-being has 

consistently declined both absolutely and in comparison with that of men since the 1970s. The 

authors of the study hypothesised that women’s well-being may be declining due to the unmet 

expectations of an incomplete feminist movement. I agree with this position based on an 
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understanding of Gawdat’s (2017) ‘Happiness Equation’ which states that: ‘’happiness is greater than 

or equal to your perception of the events in your life minus your expectations of how life should 

behave’’ (Gawdat, 2017, pp 2). I argue that many women in the Global North today have an unmet 

expectation of gender equality which denigrates their overall well-being.  

Whilst the evidence is clear that women have increased challenges due to gender inequalities, it is 

less clear that their overall well-being differs with that of men. Nonetheless, it is highly evidenced 

that well-being in nations is strongly correlated with gender equality (Bjornskov et al., 2007; Inglehart 

et al., 2008; Jorm and Ryan, 2014; Ruth and Napier, 2014; Veenhoven, 2015). At an individual level for 

entrepreneurs, Liu et al. (2017) find that gender equality increases the well-being of both male and 

female entrepreneurs. This adds weight to the agenda in support of gender equality and I argue this is 

reason enough to push forward an agenda for women’s equality in enterprise despite currently 

inconclusive evidence of gender differences in individual well-being.  

2.3.2 Well-being of Women at Work 

Gregory and Connolly (2008) find that British women with children are significantly happier if they 

have a job, regardless of its hours. Contrastingly, Veenhoven’s global analysis (2015) finds that 

research on the well-being of working mothers worldwide is inconclusive; he says the balance of 

advantages and disadvantages differs across persons and situations and these contingencies are not 

yet known. However, we do see significant evidence certainly within Europe and Australia, that 

women prefer part-time work (rather than unpaid work or full-time work) purporting to lead to: less 

work-family-conflict (Hill et al., 2004; Buehler and O’Brien, 2011), more job satisfaction (Booth and 

van Ours, 2008; Gregory and Connelly, 2008), less maternal depression during children’s infancy and 

pre-school years (Buehler and O’ Brien, 2011) and greater contentment with working hours (Booth 

and van Ours, 2008; 2013). Importantly, Gregg et al. (2005) find women’s part-time working is not 

detrimental to child development and indeed, often leads to better outcomes for disadvantaged 

children (Havnes and Mogstad, 2011; Herbst, 2017).  

Paradoxically, although job satisfaction and hours satisfaction are greater for women part-time 

workers, Gregory and Connelly (2008) find that British women report greatest overall life satisfaction 

when working full-time. A mixed picture therefore emerges for part-time work of: less work-family-

conflict and greater job satisfaction but seemingly less overall life satisfaction which is a more broadly 

encompassing well-being indicator. This may reflect ‘Adaptive Preference Theory’ (Leahy and 

Doughney, 2006) where women choose part-time hours as a strategy to cope with their domestic 

responsibilities. The Women’s Business Council found in 2012 that there were 1.3 million women in 

the UK who declared a wish to work more hours but who were constrained in doing so (McGregor 

Smith, 2013). Indeed, Gash (2008) examined cohorts of part-time workers in the UK, Denmark and 
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France and found significant differences in the constraints experienced by UK women moving from 

part-time into full-time employment, who found it harder to do so than women in Denmark and 

France. Gash (2008) claims better childcare and maternal employment policies in Denmark and 

France account for this difference.  

Boye (2009) studied how paid and unpaid work affects patterns of well-being in Europe. She found 

that while men’s well-being appears to be unaffected by hours of paid work and housework, women’s 

well-being increases with increased paid working hours and decreases with increased hours of 

housework. These findings are corroborated by Bird (1999) in an American study and also by 

Mencarini and Sironi (2012) who examined cohorts from 26 European countries and found that a 

large share of housework negatively affects women’s happiness, especially for those women working 

more than 30 hours-a-week. Boye (2009) finds that women’s but not men’s work family conflict 

increases after they have children and that women who work part-time have significantly lower work-

family conflict than women who work full-time.  

In the UK, part-time work with a 1.5 worker family model predominates culturally where almost 40% 

of women work part-time compared with 13% of men (Devine and Foley, 2020). Whilst working 

excessively long hours poses a health risk (Harma 2003), the corollary is that part-time workers earn 

substantially less money than full-time workers and have limited opportunity for career progression. 

Hill et al. (2004) report a 41% loss in individual earnings for women who decide to work-part time and 

this pay gap has been widening steadily over many years. A significant explanation for this is that 

part-time jobs are heavily polarised in low-paid occupations and professional women who turn to 

part-time work often take jobs below their experience and educational levels (Schuller, 2017).  

As well as working part-time, working from home is a tool woman employ to balance their work and 

family commitments. Studies claim that working from home is better for job and leisure-time 

satisfaction but Reuschke (2019) finds this result only for employees and not the self-employed. 

Blurring of boundaries between work and home make this situation more complex than it may 

outwardly seem (Ekinsmyth, 2011; Moore, 2006). Craig et al. (2012) find in time-use studies that 

women entrepreneurs who work from home do more housework than their male counterparts. 

Adkins and Jokinen (2008) designate this lack of distinction between home and work as the ‘fourth 

shift’.  

From a gendered perspective, the coronavirus pandemic of 2020 heralded a new issue for women 

who work from home (Ascher, BBC News, 2020). Interviews with 3,500 UK families by The Institute for 

Fiscal Studies (IFS) and University College London (UCL) found that in households where both parents 

were working from home, for every three hours of uninterrupted work that fathers did, mothers 
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could only do one. The only households where fathers were sharing childcare and housework equally 

were those where the father previously worked but was now furloughed and the mother was still 

working for pay. In these households, women were doing on average five paid working hours-a-day in 

addition to the same amount of domestic labour as their partners. The flexibility which working from 

home engenders does not necessarily translate into increased work-time hours for women. 

Worryingly, the United Nations estimates the Covid-19 pandemic could put gender equality back 25 

years as a result of women doing significantly more unpaid caregiving and domestic work (UN 

Women, 2020).  

In brief, the literature suggests that women prefer to be in paid employment (Boye, 2009; Gregory 

and Connolly, 2008; Kambhampati et al., 2011), that part-time work for women leads to less work- 

family conflict (Buehler and O’Brien, 2011; Hill et al., 2004; Nordenmark, 2012), more job satisfaction 

(Booth and van Ours, 2008; Gregory and Connelly, 2008), and greater contentment with working 

hours (Booth and van Ours, 2008; 2013). However, overall life satisfaction for British women is 

reported to be greatest when working full-time (Gregory and Connelly, 2008), a contradiction which 

may be due to women’s constrained choice around part-time work (Gash, 2008). 

Despite the benefits of less work-life conflict and greater job satisfaction for part-time working 

women, the fact women do not achieve overall greater life-satisfaction or financial equity with men 

points to a gender equality gap for women who choose part-time work. Rose (2019) positions primary 

care responsibilities as the most important barrier to enterprise for women who have children. 

Literature regarding the well-being of women entrepreneurs specifically will be outlined in the section 

which follows.   

2.3.3 Well-being of Women Entrepreneurs 

Studies of women’s entrepreneurial well-being are nascent, and evidence is conflicting and 

paradoxical. Research on entrepreneurial well-being is rarely specific to women alone. Many studies 

are international rather than UK-specific and studies use a patchwork of well-being definitions with 

none focusing specifically on eudaimonia for UK women entrepreneurs. In line with conflicting 

findings for general gender differences in well-being, it is currently unclear whether the increased 

challenges women entrepreneurs face (the domestic gap, the finance gap and the social gap) directly 

translate into poorer well-being for women entrepreneurs. Further detail exploring the literature 

available on women’s well-being in enterprise is presented below. 

Two American studies (Powell and Eddleston, 2008; Bender and Roche, 2016) find that American 

women are paradoxically more ‘content’ and ‘satisfied’ with self-employment than men despite their 

limited earnings. In the Netherlands, Carree and Verheul (2012) similarly discover that although Dutch 
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women entrepreneurs’ businesses have lower monthly turnover, they are more satisfied with their 

income than men. Suggested explanations positioned by these authors are women’s intrinsic 

motivations and limited expectations of financial success.  

Further research, representative of both European and global data, shows women entrepreneurs 

experience greater ‘work-life balance’ than their male counterparts (Nordenmark et al., 2012; Saiz 

Alvarez and Corduras, 2019) which may contribute to their satisfaction with their businesses. 

Additionally, Lepeley (2019) claims that many American women start businesses looking for better 

working conditions as an ameliorated alternative to the intensive demands of the employed 

corporate world. Lepeley (2019) recognises that although most women entrepreneurs in the Global 

North are ‘opportunity’ entrepreneurs, the decision to engage in entrepreneurial ‘opportunity’ is 

mired in trade-offs between unsustainable corporate lifestyles and familial domestic responsibility.  

Lepeley (2019) finds that women entrepreneurs are more motivated by work-life balance than money 

and suggests that women’s businesses should not be held to the same standard as men’s. A survey 

from the Association of Independent Professionals and the Self-Employed (IPSE) (Yordanova, 2020) 

found the two most common reasons UK women turned to self-employment were for better income 

(25%)  (note the contradiction with Powell and Eddleston (2008), Bender and Roche (2016) and 

Carree and Verheul (2012) above who find women ‘content’ with their lower income) and better 

working conditions (24%).  

However, contrastingly, two studies demonstrate greater ‘work-family conflict’ for women 

entrepreneurs than men which may indicate that entrepreneurship is more stressful for women. 

Berge et al. (2015) concluded women entrepreneurs (but not men) experienced increased work-

family conflict in a Tanzanian study and De Vita et al. (2019) found work-family conflict to be a key 

aspect affecting the overall well-being of 511 Italian women entrepreneurs. De Vita et al. (2019) 

surmise that family-business embeddedness and cultural norms in Italy in addition to limited private 

and public sector facilities to enable outsourcing of caregiving and domestic duties stifle women’s 

capacity and opportunity for business enterprise.  Both studies suggest that increased gender equality 

and improved public policy may mitigate the experience of work-family conflict for women 

entrepreneurs. Another study (Chadwick and Raver, 2019) asserts that financial and social stressors 

during business launch are higher for women and lead to increased levels of reported stress in 

women entrepreneurs.  

The most relevant comparative study of well-being for women entrepreneurs in the UK was a survey 

released in 2020 by the Association of Independent Professionals and the Self-Employed of 1,002 

women freelancers which found that both men and women freelancers reported relatively equal 

levels of well-being on a 10 point scale (women 7.6/10 and men 7.8/10) (Yordanova, 2020). 
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Respondents were asked to rate the extent to which they were happy or unhappy being self-

employed. This was despite the study also finding that women freelancers worried more about their 

income than men (49% women: 37% men) and were more likely to report being lonely than men 

(25% women: 16% men) (possibly as they were more likely to work from home) (Yordanova, 2020). 

This presents a conflicted picture of entrepreneurial stressors (less money and lonelier) but little 

gender difference in overall well-being.   

Regarding facets of eudaimonia for women entrepreneurs, Saiz Alvarez and Coduras (2019) used GEM 

data to find that meaningful work was a more valued factor in well-being for women entrepreneurs 

than for their employed counterparts. A Gallup survey (Riffkin and Liu, 2014) found that American 

women entrepreneurs were more likely to experience purpose in their jobs than their employed 

counterparts. Murphy (2017) looked specifically at ethnic minority American women and determined 

that autonomy played a key role in their entrepreneurial well-being. However, none of these studies 

directly compared gender differences in entrepreneurial eudaimonia.  

Using GEM data, Liu et al. (2017) suggest that gender equality can enhance well-being in both women 

and men entrepreneurs. Liu et al. (2017) examined both growth expectation and work-life balance 

and found both were positively related to the well-being of women and men entrepreneurs. 

Interestingly, they also found (in contrast to suggestions by Powell and Eddleston (2008) and Bender 

and Roche (2016)), that business growth expectation was more positively related to the well-being of 

women entrepreneurs than men.  

It is informative to see the lack of clarity and arising paradoxical findings regarding women’s 

entrepreneurial well-being. Are women really happy to work part-time and earn less money because 

they have better work-life balance and can fulfil their gender roles? Or do the frustrations they 

experience because of this ‘push-pull’ over-ride any well-being benefit they may derive from the 

pursuit of enterprise? 

This study will corroborate findings from the recent IPSE report (Yordanova, 2020) of limited gender 

differences in the overall prevalence of well-being in this sample group of 291 UK entrepreneurs. 

More importantly, it will explore the previously unexamined eudaimonic facets of UK women’s 

entrepreneurial well-being to provide insights into why women entrepreneurs experience greater 

well-being than the employed population while at the same time experiencing constraints. 

2.4 Summary 

Women entrepreneurs in the UK lag behind best practice peer countries with UK women 

entrepreneurs owning businesses at a rate of 5.6% versus their counterparts in Canada at 15%, 

America 11% and Australia and the Netherlands at 9%. UK women start businesses at half the rate of 
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UK men (0.5 ratio compared with 0.9 in the Netherlands, 0.8 in Spain, 0.7 in America and 0.6 in 

Canada) and do not grow or scale their businesses to the same degree (Rose, 2019). Three main 

factors hold women entrepreneurs back: the domestic gap, the finance gap and the social gap. Of 

these three, the domestic gap is the most often cited as problematic for women, in particular 

mothers (Rose, 2019); who are more inclined to start their own businesses for work-life balance 

(McGowan et al., 2012) and whose work-life strategies are a significant determinant of their business 

growth (Shelton, 2006). Mumpreneur performance (whereby women configure their businesses 

around their family- thus prioritising reproductive over productive labour) is mostly found amongst 

the female gender (Ekinsmyth, 2014) and women entrepreneurs spend time and energy on identity 

work (Drencheva, 2019) in their performance of enterprise in its traditionally ‘masculine’ construction 

(Marlow, 2014). 

The literature repeatedly finds that entrepreneurs have increased well-being compared with their 

employed counterparts (Andersson, 2008; Benz and Frey, 2004, 2008; Hundley, 2001; Johansson 

Seva, 2016; Obschonka, 2015; Prottas and Thompson, 2006; Schneck, 2014; Stephan, 2018). The 

eudaimonic well-being element of autonomy is the most evidenced explanation for this result 

(Alvarez and Sinde-Cantorna, 2014; Benz and Frey, 2004; Hundley, 2001; Hahn et al., 2012; Lange, 

2012; Prottas and Thompson, 2006; Shir et al., 2019; Stephan, 2018). However, authenticity (Karelaia 

et al., 2020; Menard and Brunet, 2011; Metin et al., 2016; van den Bosch and Taris, 2014), personality 

(Baron et al., 2016), meaning (Stephan et al., 2020), purpose, (Riffkin and Liu, 2014), engagement 

(Millan et al., 2013; Shir et al., 2019), creativity (2012; Schneck, 2014), use of signature strengths 

(Littman-Ovadia et al., 2017; Seligman, 2003), passion (Murnieks et al., 2014) and flow (Sherman et 

al., 2016) are additionally relevant and interdependent.  

Research results on gender differences in overall well-being are found to be conflicting and 

paradoxical. Despite clear evidence of women’s poorer life circumstances (OECD, 2013), studies show 

conflicting findings of no gender difference in well-being (Coates, 2020; Morris and Earl, 2017), 

women as having greater well-being than men (Sole Auro et al. 2018; Zweig, 2015), and women as 

having less well-being than men (OECD, 2013; Stevenson and Wolfers, 2009). I put forward three 

proposals which may account for these conflicting findings: 1) a variability in methods for measuring 

well-being (Batz and Tay, 2018), 2) a poor correlation between the effect of life circumstances on 

overall well-being (Lyubomirsky, 2008), and 3) socially constructed gender differences in women’s 

reporting of hedonic well-being (Nolen-Hoeksema and Rusting, 2003; Plant et al., 2000; Simon and 

Nath, 2004) and women’s propensity to manage stressors in a relational way (Taylor et al., 2000).  

In terms of women’s well-being at work, evidence suggests that women experience greater well-

being when engaging in paid employment rather than unpaid labour (Boye, 2009; Gregory and 
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Connolly, 2008; Kambhampati et al., 2011) although evidence is conflicting as to whether women 

have most well-being working outside the home part-time or full-time (Gregory and Connelly, 2008) 

and suggestions are made that decisions to work part-time may represent constrained choice (Gash, 

2008).  

The well-being of women entrepreneurs is under-researched and paradoxical. Within studies of 

women entrepreneurs, none were found to be predicated specifically on eudaimonic entrepreneurial 

well-being, however, two studies were found which demonstrated that self-employed American 

women have more ‘satisfaction in their jobs’ than American men (Bender and Roche, 2016; Powell 

and Eddleston, 2008). Both studies found this to be paradoxical in the context of women’s businesses 

being less financially successful than those of men and both studies concluded that women placed 

less value on achieving financial success than their male counterparts did. This supposition concurs 

with Sherman et al.’s (2016) study regarding greater well-being for intrinsically motivated 

entrepreneurs and Lepeley’s (2019) proposals that women entrepreneurs value work-life balance 

rather than financial achievement. I suggest these paradoxical findings of women entrepreneurs 

experiencing well-being regardless of the financial outcomes of their businesses may be explained by 

a combination of: 1) Gawdat’s (2017) ‘Happiness Equation’ relating well-being as a sum of 

expectations minus outcomes (if women’s gender role does not necessitate breadwinner 

performance then women are less likely to be disappointed if their businesses do not perform 

financially), 2) Leahy and Doughney’s (2006) ‘Adaptive Preference Theory’ as women ‘make the best 

of a bad deal’, 3) Akerlof and Kranton’s (2000) ‘Gender Identity and Economics Theory’ whereby 

women make decisions which are not necessarily in their own financial interests in order to fulfill the 

socio-normative influence of gender role expectations and 4) an ‘Enrichment Perspective’ (Rothbard 

and Dumas, 2006; Sieber, 1974) where the performance of multiple roles protects women’s well-

being despite the deleterious financial consequences of unpaid labour.     

Of auxiliary importance is the narrative surrounding Liu et al.’s (2017) finding that gender equality 

increases the well-being of both male and female entrepreneurs. Liu et al.’s (2017) finding is 

substantiated by significant work which shows that gender equality increases the well-being of 

nations (Bjornskov et al., 2007; Inglehart et al., 2008; Jorm and Ryan, 2014; Ruth and Napier, 2014; 

Veenhoven, 2015). This has ramifications for entrepreneurial social policy and feminist entrepreneur 

studies which will be explored as a result of findings from this study and detailed in the discussion.    
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CHAPTER 3 Methodology 

The aim of this research is to explore the eudaimonic well-being of UK women entrepreneurs. 

Previous study has either collectively examined eudaimonic well-being for both men and women 

entrepreneurs or comparatively examined gender differences in entrepreneurial well-being using 

primarily hedonic indicators and without specificity to the UK. As eudaimonia is said to be the reason 

why entrepreneurs experience greater well-being than the employed population, it is this area of 

research which requires further exploration. To fulfil that aim, three questions were posed:  

1) Are there measurable differences in the well-being of men and women entrepreneurs?

2) What are the facets of women’s eudaimonic entrepreneurial well-being?

3) What is the role of gender and circumstance in women’s eudaimonic entrepreneurial well-
being?

Whether or not there are measurable quantitative differences in the eudaimonic well-being of men 

and women entrepreneurs is relevant. The literature review presented a paradox: women 

entrepreneurs experience greater challenges than men in performing enterprise but entrepreneurs 

collectively have greater well-being than the employed. Therefore, a quantitative assessment of 

whether men and women entrepreneurs differ in well-being will provide a perspective on whether 

women’s extra challenges in the field of enterprise affect their well-being outcomes. Once this broad 

perspective is obtained, it is possible to qualitatively explore the eudaimonic facets of women’s well-

being and to interpret these findings through a gendered lens. Purposively selecting 40 interviewees 

from the initial sample of 291 questionnaire respondents enabled examination of a diverse mix of 

personal demographics, business circumstances and self-reported levels of well-being to be assessed 

for common themes of eudaimonic well-being. It also facilitated an examination of gender and 

circumstances differences among them. What follows here is an explanation of why mixed methods 

were chosen as the best approach for this research, a detailed description of the quantitative and 

qualitative methods used and a commentary on the rigour of the approach.   

3.1 Mixed Methods 

Mixed methods were considered the most appropriate approach for this subject matter to facilitate 

both a broad and deep understanding. Cresswell and Plano Clark (2007) argue that a mixed approach 

to research provides a better understanding of the subject matter than using either a qualitative or 

quantitative approach alone and I contend this reasoning applies here. Quantitative analysis typically 

asks ‘what’ whilst qualitative data delves with intensity as to ‘why’. Social science research can be 

quantitative or qualitative but lends itself particularly well to the use of qualitative methodologies as 

they provide a rich, contextual and holistic perspective (Tracy, 2013). Indeed, Henry et al. (2016) and 
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Stephen (2018) call for more qualitative methodologies to be used in the study of women 

entrepreneurs.  

Mixed methods research can either be concurrent or simultaneous and can favour one approach or 

the other. This research was concurrent with the quantitative survey undertaken first but with the 

dominant emphasis on the qualitative results which were used to explore research questions two and 

three. Jogulu and Pansiri (2011) describe this as quanQUAL. Whether there were overall differences 

in entrepreneurial well-being between men and women entrepreneurs informed the subsequent 

detailed qualitative examination of women’s eudaimonic entrepreneurial well-being.  

Greene et al. (1989) propose five rationales supporting the use of mixed methods research, including: 

triangulation (enabling confirmation of results through different methods), complementarity (results 

from one method enhance those in the other), initiation (whereby new insights are identified which 

may stimulate more research questions), development of results (results from one method shape 

another) and expansion (which broadens the scope of the research enquiry). Pertinent to this 

research are the concepts of triangulation and complementarity because results from the 

quantitative assessment of women’s entrepreneurial well-being provided a broad assessment 

enabling subsequent detailed analysis using qualitative interviews. In other words, the result of one 

method confirmed and enhanced the results of the other.  

The rationale for choosing mixed methods was threefold: 1) to provide a wide-ranging but fully 

comprehensive understanding of the subject matter, 2) to fulfil calls for more qualitative research 

into women’s entrepreneurship (Henry et al., 2016; Stephan, 2018) and 3) to add rigour to the work 

(through triangulation and complementarity).  

3.2 Quantitative Research 

The first research question was primarily answered via quantitative assessment of questionnaires 

completed by 291 entrepreneurs (168 women and 123 men) and the second two questions through 

qualitative interviews of 40 purposively selected questionnaire respondents (35 women and five 

men). Methods for designing the quantitative piece of the research are outlined below, beginning 

with the design of the questionnaire, then method for recruiting respondents, cleaning the data and 

finally an explanation of methods for quantitative analysis.  

3.2.1 Designing the Questionnaire: Personal Demographics and Business Circumstances 

A questionnaire was designed and delivered using Survey Monkey (www.surveymonkey.com) asking 

questions relating to three themes: 1) personal demographics, 2) business circumstances and 3) well-

being. The method for devising the well-being questions is explained in the section which follows 
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entitled ‘Measuring Well-being’. The method for devising the questions pertaining to personal 

demographics and business circumstances questions is covered here.  

This section of the questionnaire used two types of questions: nominal (for example, male or female) 

and ordinal (for example, age). Attention was given to ensuring the validity of questions in two ways. 

First, I used questions already found in robust national surveys such as the annual Well-being Survey 

from the UK’s Office for National Statistics (ONS) or international surveys conducted by the Global 

Entrepreneurship Monitor (GEM). Second, a pilot questionnaire was provided to five respondents 

before formal issue to large numbers of respondents and feedback was sought and acted upon. A list 

of personal demographic and business circumstance questions are provided in Table 3.1 below and 

commentary on how they were chosen follows. An attempt was made to keep questions and 

available answers as concise as possible to facilitate an approximately ten-minute time frame for 

completing the questionnaire. This rationale was based on expert advice from the Survey Monkey 

technical team to facilitate gathering a complete data set. 

Table 3.1: Survey Questionnaire: Personal Demographics and Business Circumstances Questions 

Personal Demographic and Business Circumstances 

Questions 

Available Responses 

1. Are you the founder or co-founder of a UK-based

business currently in operation? (Note: If you are

not a UK business owner, please do not proceed.

If you own more than one business, please

answer the questions in relation to your main

business.)

Yes/ No 

2. What is your gender? Male, Female, Non-binary 

3. What is your ethnic group? Black, White, Asian, Mixed Race, Other 

4. How old are you? 18-24, 25-34,35-44, 45-54,55-64, 65+

5. Where is your main place of work? Home, Away from home (e.g. office, 

retail space or on the road), Co-

working space, Other 
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6. Which sector do you work in? Administration/ Support, Arts/ 

Entertainment, Construction, 

Education, Finance, Healthcare/ Social 

Work/ Hospitality (Accommodation 

and Food), Information Technology/ 

Communication, Manufacturing, Real 

Estate/Renting, Retail/ Wholesale, 

Professional/ Scientific, Transport/ 

Storage, Other 

7. On average, how many hours per week do you 

work? 

< 15, 15-29, 30-44, 45-59, 60+ 

8. On average, how long is your daily commute to 

and from work? 

No commute, <15 minutes, 15-29 

minutes, 30-44 minutes, 45-59 

minutes, 60+ minutes 

9. On average, how much leisure time per day do 

you get? (Defined as hours per day to pursue an 

activity of your choosing such as socialising, 

sports, hobbies or watching TV.) 

0,1,2,3,4,5+ hours 

10. How long has your business been in operation? <1 year, 1-4, 5-9, 10-14, 15-19, >20 

years 

11. Are you a parent? Yes/ No 

12. If yes, how many children do you have? 1,2,3,4+ 

13. How old are your children? (multiple selection) >5 years, 5-10, 11-

20, >21 years 

14. Do you have a business partner? Yes/ No 

15. If yes, is it a family business? Yes/ No 

16. Do you have employees? Yes/ No 

17. If you have employees, how many do you have? 1-4, 5-9, 10-24, 25-49, 50-249 

18. Do you have plans to grow your business by 6 

employees or more in the next 5 years? 

Yes/ No 
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19. Do you have family members or close friends 

who are also entrepreneurs? 

Yes/ No 

20. What is your level of education? No formal qualifications, GSCEs, A-

levels/ Technical College, Vocational 

Qualification (e.g. NVQ), 

Undergraduate Degree, Postgraduate 

Degree, Other (please specify) 

21. How many years’ experience did you have in the 

field your business operates in before you 

started your business? 

0,1-4,5-9,10+ 

22. What was the main reason you started your 

business? 

Work-life balance/ time flexibility, To 

be your own boss/ autonomy, To earn 

more money, Because I saw an 

opportunity, Other (please specify) 

23. What was the biggest barrier you faced when 

starting your business? 

Funding/ cash flow, Time, Lack of 

networking opportunities, Confidence, 

Level of knowledge, Other (please 

specify) 

24. Would you be deterred from growing your 

business due to fear of failure? 

Yes/ No 

25. Please take your time to think of 5 adjectives 

which best describe you? 

 

26. What proportion of your household income does 

your business contribute? 

<25%, 25-49%, 50-74%, 75-100% 

27. What is the level of financial success of your 

business? (Defined as your pre-tax earnings per 

year.) 

<10k, 10-25k, 25-50k, 50-75k, 75-100k, 

100-150k, 150-200k, 250-500k, 500-

1million, >1 million, Other (please 

specify, e.g. family business or success 

expressed as net worth rather than 

annual income) 

 

Question one above (‘‘Are you the founder or co-founder of a UK-based business currently in 

operation?’’ (Note: If you are not a UK business owner, please do not proceed. If you own more than 
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one business, please answer the questions in relation to your main business.’’) was crucial in 

determining who was eligible to participate in the study. Phrasing was determined in part by a review 

of the literature as Gorgievski and Stephen (2016) assert that studies routinely assess entrepreneurs 

simply as the ‘self-employed’ with little distinction given as to whether the business is innovative or 

unique. Here, the same philosophy was undertaken with the determining factor of an ‘entrepreneur’ 

as ‘’someone who had founded or co-founded their own business’’. Co-founding was included as larger 

businesses often have two or more founders and I sought a wide variety of respondents. This 

engendered a definition succinct enough to be determinant but not so prescriptive as to discount 

large numbers of people and reduce the numbers available to survey. Further, instruction to ‘’use 

your main business to answer’’ was added to this question after piloting as one of the pilot 

respondents owned multiple businesses and was unsure which business to base his answers on.  

Questions two (gender), three (ethnicity), four (age), five (place of work), six (industry sector), seven 

(hours of work), 10 (length of time business in operation) and 17 (number of employees) referenced 

data categories used by the UK’s Office for National Statistics Labour Market Overview (Clegg, 2015) 

and the UK government’s Longitudinal Small Business Survey (DBEIS, 2016). Attention was given to 

the possible number of answer categories provided in these documents and adjusted if necessary to 

provide a balance in the simplicity of the questionnaire for respondents but to still confer granularity 

in the results. The same categories were adopted if they were deemed a good comparison, but some 

categories were further adapted to better suit this study. For example, the ONS Labour Market 

Overview (Clegg, 2015) determined business size as ‘0-9 employees- micro-business, 10-49 employees- 

small business and 50-249 employees- medium-sized business’. Given that most women 

entrepreneurs run micro-businesses, I narrowed this range further to confer granularity in the results: 

categories used in this study were ‘number of employees: 1-4, 5-9, 10-24, 25-49, 50-249’.  

Feedback from the pilot study highlighted a query regarding question 17 of difficulty assessing the 

amount of leisure time respondents had per week (for example, they asked whether leisure time 

included sleep?). I referenced the Office for National Statistics’ Leisure Time Survey (Payne, 2017) use 

of this variable and found they take an average per day rather than per week so I amended this 

question to incorporate a definition and changed the parameter from weekly to daily: 

‘’On average, how much leisure time per day do you get? (Defined as hours per day to pursue 

an activity of your choosing such as socialising, sports, hobbies or watching TV.)’’ 

Responses for questions 22 (‘‘What was the main reason you started your business?’’) and 23 (‘‘What 

was the biggest barrier you faced starting your business?’’) were referenced from the literature 

review as questions asked by previous study (Rose, 2019). Question 25, (‘’Name 5 adjectives which 
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best describe you?’’) was intended to elicit a personality perspective on the interviewees (for 

example, did many describe themselves as ‘risk-takers’ and was there a difference in response 

between the men and the women?). Finally, questions 26 and 27 pertaining to finances were asked to 

ascertain whether the respondent was the breadwinner and the level of financial success of the 

business, which I considered important questions to contextualise entrepreneurial well-being.  

3.2.2 Designing the Questionnaire: Well-being Questions 

I chose three tools to survey the well-being of the entrepreneurs: 

1) Questions from the Well-being Survey used annually by the Office for National Statistics

(ONS) since 2011 to measure national well-being in the UK (Dolan et al., 2011)

2) Questions from another survey used nationally by the National Centre for Social Research

called the Warwick-Edinburgh Mental Well-being Scale (WEMWBS) (Tennant et al., 2007)

3) A survey of my own design specifically examining eudaimonic entrepreneurial work-related

well-being with questions based on a review of the literature.

What follows is an explanation as to why I chose each of these survey tools. 

First, a detailed review of the literature was undertaken to establish current methods of measuring 

well-being. Among other studies, Cooke et al.’s (2016) meta-analysis was helpful in this regard as it 

reviewed 42 instruments of measuring well-being and divided them into the following four 

categories: hedonic, eudaimonic, quality of life and wellness (a detailed explanation of these is 

provided in the literature review). I then contacted Professor Paul Dolan at the London School of 

Economics who was one of a team of three responsible for designing the Well-being Survey which has 

been used by the ONS to measure the well-being of the UK population since 2011. Professor Dolan 

was comfortable that his scale (Dolan et al., 2011) would provide an appropriate measurement for 

the well-being of women entrepreneurs despite the fact, to his and my knowledge, it had not been 

used specifically for this demographic previously. Dolan et al.’s (2011) ONS questions (see Table 3.2 

below) helpfully incorporate a stressor question, measured using a continuous Likert scale, rated on a 

scale from 0-10 where 0=not at all and 10=completely. 
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Table 3.2: Office for National Statistics (ONS) Well-being Scale 

ONS Well-being Questions 

1. Overall, how satisfied are you with your life nowadays?

2. Overall, to what extent do you feel the things you do in your life are worthwhile?

3. Overall, how happy did you feel yesterday?

4. Overall, how anxious did you feel yesterday?

Further, to facilitate rigour, I used another well-known well-being scale: the Warwick-Edinburgh 

Mental Well-being Scale (WEMWBS) (Tennant et al., 2007), which not only had more varied questions 

than the ONS scale but had also previously been used by the UK’s National Centre for Social Research 

in their report to measure national well-being. Using two scales which had previously been widely 

used in the UK not only engendered validity but also the possibility of reliability (replicability) for my 

research (with questions tried and tested on previous populations to ensure they were easily 

understood and findings which could possibly be replicated). Further, findings from national data 

could be used as descriptive comparisons against my own sample of entrepreneurs thus providing not 

only insight as to the gendered well-being of entrepreneurs within my sample but how the well-being 

of my sample compared with national data. In Table 3.3 below, representing WEMWBS questions 

(Tennant et al., 2007), respondents were required to answer questions where 1 = none of the time 

and 5 = all of the time: 
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Table 3.3: Warwick-Edinburgh Mental Well-being Scale (WEMWBS) 

WEMWBS Well-being Questions 

1. I have been feeling optimistic about the future

2. I’ve been feeling useful

3. I’ve been feeling relaxed

4. I’ve been feeling interested in other people

5. I’ve had energy to spare

6. I’ve been dealing with problems well

7. I’ve been thinking clearly

8. I’ve been feeling good about myself

9. I’ve been feeling close to other people

10. I’ve been feeling confident

11. I’ve been able to make up my own mind about things

12. I’ve been feeling loved

13. I’ve been interested in new things

14. I’ve been feeling cheerful

As this study primarily examines eudaimonic entrepreneurial well-being, attention was then turned to 

the literature to explore measurements used by previous studies for determining eudaimonic well-

being in order to design a third, much more specific set of questions relating to eudaimonic 

entrepreneurial work-related well-being. As described in the literature review, several eudaimonic 

constructs are posited by various academics. The most widely used and well-established model is 

Ryff’s (1989) model of eudaimonia which incorporates six elements of eudaimonia (purpose in life, 

autonomy, self-acceptance, environmental mastery, personal growth and positive relations with 

others). With a specific view on entrepreneurial eudaimonia, Ryff (2019) argues that this model is 

highly suited to the study of entrepreneurial eudaimonic well-being.   

I subsequently contacted Professor Kevin Daniels who is Professor of Organizational Behaviour at the 

University of East Anglia and lead for the What Works Centre for Wellbeing Evidence Programme for 

Work and Wellbeing set up by the UK government’s Department for Work and Pensions (DWP). We 

discussed the many variables of workplace well-being in relation to my study and he additionally 

recommended using Ryff (1989) as the best established framework but in addition, adding the 

variable of ‘flow’ which he considered important. Csikszentmihalyi (1975) coined the term ‘flow’ in 

relation to well-being and upon reviewing the literature, I too considered this to be a feature of 

entrepreneurial work (Csikszentmihalyi, 2003; Jackson et al., 2008). Furthermore, Ryff mentions ‘self-
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acceptance’ as a determinant for well-being and this work is significantly augmented by Seligman 

(2003), Menard and Brunet (2011) and Brown’s (2012) work on authenticity. In the context of the 

well-being of women entrepreneurs, the identity/ authenticity construct is therefore deemed to be 

additionally important and relevant to this investigation.  

Further, because I was looking for context-specific workplace measurements and not simply holistic 

eudaimonic well-being measurements, I investigated surveys which specifically focussed on well-

being at work. I consulted a January 2018 report issued by the Department for Work and Pension on 

Workplace Well-being Questionnaire Methodology (DWP, 2018). They concluded that the following 

five elements should be examined in the context of workplace well-being: 

• Health

• Security

• Environment

• Relationships

• Purpose

I also considered questions from another survey which examined workplace well-being entitled Work-

Related Quality of Life Scale (WRQoL) devised by the psychology department at the University of 

Portsmouth (Easton and Van Laar, 2013). It examined the following parameters: 

• Control at work (autonomy)

• General well-being

• Home-work interface (work-family conflict)

• Job satisfaction

• Stress at work

• Working conditions

Although the WRQoL survey would be advantageous in providing comparable population data to 

reference against my own results (WRQoL had been conducted on several populations including the 

police, university workers and healthcare professionals), after discussing my project with Dr Van Laar 

at the University of Portsmouth (Easton and Van Laar, 2013), I determined that the parameters listed 

for generic workplace well-being were not sufficiently aligned with those for entrepreneurial well-

being. For instance, working conditions, security and environment are all parameters controlled by 

the entrepreneur but not by an employed individual. Adaptation of the questions used in this survey 

was not practicable (for example: ‘’My employer provides me with what I need to do my job 

effectively’’ and ‘’My line manager actively promotes flexible working hours/ patterns’’).    
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Having reviewed evidence regarding questionnaires pertaining to both eudaimonic well-being and 

workplace well-being but finding none which were entirely suitable to measure the niche of 

eudaimonic entrepreneurial work-related well-being, I determined to set my own questions using the 

following five eudaimonic indicators which I considered to be the ‘best fit’ based on a review of both 

the literature and previous work-related well-being questionnaires:   

• Autonomy/ Flexibility 

• Mastery/ Signature Strengths 

• Meaning/ Purpose 

• Flow/ Work Engagement 

• Identity/ Authenticity  

 

Questions devised appear in Table 3.4 below and were assessed using a Likert scale from 1-5 in line 

with the scale used by WEMWBS. Fifteen questions were formulated, three from each category and 

were allocated in variable order in the questionnaire. 
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Table 3.4: Internally-Devised Eudaimonic Work-related Well-being Scale 

Question Well-being Parameter 

1. My job is important to my sense of who I am Identity/ Authenticity 

2. I find my work purposeful and meaningful Meaning/ Purpose 

3. At work, I often become fully absorbed in what I am
doing

Flow/ Work Engagement 

4. I am able to be in control of decisions that affect me and
my business

Autonomy/ Flexibility 

5. I am good at managing the many responsibilities of my
daily life

Mastery/ Signature Strengths 

6. I believe that being an entrepreneur enhances my life Identity/ Authenticity 

7. What I do at work is valuable and worthwhile Meaning/ Purpose 

8. I feel excited and interested in my work Flow/ Work Engagement 

9. I feel free to decide for myself how to live my life Autonomy/ Flexibility 

10. I use my personal talents and strengths at work Mastery/ Signature Strengths 

11. My job defines who I am Identity/ Authenticity 

12. I have a sense of direction in my work Meaning/ Purpose 

13. At work, I often lose track of time while doing

something I enjoy

Flow/ Work Engagement 

14. I can choose my own hours of work Autonomy/ Flexibility 

15. I regularly achieve important work-related goals which I

have set for myself

Mastery/ Signature Strengths 

All questions were sent for review and comment to both Professor Kevin Daniels at the University of 

East Anglia (for his expertise in measuring eudaimonic well-being) and Dr Darren Van Laar in the 

psychology department at the University of Portsmouth (for his expertise in devising measurement 

scales for measuring workplace well-being). Feedback from both these experts was positive with 

regard to the appropriate use of all three scales to measure women entrepreneurs’ well-being with a 

particular emphasis on eudaimonia.  

3.2.3 Recruiting Respondents 

The intention was to recruit a large number and wide variety of questionnaire respondents who 

would then be selected for interview using purposive sampling (Patton, 1990) to represent a diverse 

group of entrepreneurs. Assorted sources were used to recruit entrepreneurs including personal 

contacts, snowball sampling through referrals, emails to groups of entrepreneurs at The 

Entrepreneurs Network (TEN) and Institute for Small Business and Enterprise (ISBE) as well as social 
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media networks of entrepreneurs on LinkedIn and Facebook. The vast majority of respondents 

sourced through LinkedIn and Facebook were sourced through networking groups of entrepreneurs 

and were not contacts previously known to me. Social media links used were: 

https://www.linkedin.com/in/gisellegoodwin/ and https://www.facebook.com/giselle.wrigley/.  

Survey Monkey (www.surveymonkey.com) provided a unique email link to the survey for each 

method employed and Table 3.5 below details the sources used and the success from each collection 

route in terms of numbers of respondents. 

Table 3.5: Method Success in Recruiting Respondents 

Method for Recruiting Respondents Number of Respondents Who Replied  

LinkedIn 121 

Email direct to personal contact 118 

In person meeting of The Entrepreneurs 

Network in Bristol 

26 

Facebook direct messaging  15  

Referrals (snowball sampling) 9 

Institute for Small Business and Enterprise 

(ISBE) email to database 

3 

Facebook social media post 1 1 

Facebook social media post 2 0 

The Entrepreneurs Network email to database 0 

 

3.2.4 Cleaning Data 

An attempt was made to recruit a wide variety of ages, ethnicities, industry sectors, business 

circumstances and a balance of genders. When targeting respondents on social media, care was taken 

to request questionnaire responses from a variety of respondents. 326 surveys were completed in 

total and reviewed. Data were cleaned to leave 291 surveys for analysis. 28 surveys were deleted 

because they answered the demographic questions but did not answer all the well-being questions 

and so were incomplete. Five surveys were deleted as they answered that they did not own their own 

business in current operation. Two respondents identified as ‘non-binary’ in their questionnaire 

response and were therefore withheld from the dataset used for analysis in this study whose remit is 

to make only a binary comparison of men and women entrepreneurs (leaving a total of n=291). More 

data would be needed to make a meaningful comparison of the entrepreneurial well-being 

https://www.linkedin.com/in/gisellegoodwin/
https://www.facebook.com/giselle.wrigley?ref=bookmarks
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experiences of those identifying as non-binary. Along with Drencheva (2019), I recognise that little 

consideration is currently given in the field of enterprise research to those who experience gender 

not as a binary position and strongly suggest that more research is needed here.  

3.2.5 Quantitative Analysis 

First, pertaining to the personal demographics and business circumstances categories, bivariate chi-

squared tests were performed to ascertain the size and statistical significance of gender differences 

for men and women entrepreneurs in this sample for: 1) home working, 2) hours worked per week, 3) 

sector of employment, 4) commute, 5) leisure time per day, 6) parental status, 7) number of children, 

8) ages of children, 9) business partner, 10) employees or not, 11) number of employees, 12) plans to 

grow the business by six or more employees in the next five years, 13) level of education, 14) number 

of years’ experience before starting business, 15) main reason for starting business, 16) biggest 

barrier faced when starting business, 17) deterred from growing business due to fear of failure, 18) 

breadwinner status, 19) financial success of business.  A p value of 0.05 was used as the cut-off for 

significance and findings are discussed in the Chapter 4 along with pictorial representation in 

Appendix 1. These results not only provided an opportunity to examine gender differences in my 

sample but to complement and compare my results against prior academic literature in the field to 

indicate reliability of my sample as representative of what is already known about gender differences 

in enterprise.  

Second, regarding well-being, t-tests were used to test differences in the mean well-being scores 

between men and women in this sample using all three well-being questionnaires (the ONS 

measurements (Dolan et al., 2011), WEMWBS measurements (Tennant et al., 2007) and my own 

internally devised eudaimonic well-being scale). Again, a p value of 0.05 was used for significance. 

Results were additionally examined using descriptive comparisons with national UK datasets for ONS 

measurements (Hamilton, 2019) and WEMWBS measurements (UK Data Service, 2019). Note that 

although the questions posed here were asked using exactly the same phrasing and Likert response 

scales, it was only possible to descriptively but not statistically compare these national data sets with 

my own data as the sample sizes were too disparate (for example, in my sample n=291 and ONS data 

sample n=165000). This was one of the limitations of this study.  

Third, t-tests were then used to test differences in well-being scores across the genders in different 

circumstances. The ONS well-being score was used to compare a variety of circumstances and 

demographics for men and women entrepreneurs in my sample.  T-tests were performed for: 1) 

location (to see if men or women entrepreneurs had greater well-being working at home or away 

from home), 2) hours of work per week (to see if men or women entrepreneurs had greater well-

being working more or less than 15, 30 or 45 hours a week), 3) parenthood, 4) business partner, 5) 
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employees, 6) ethnicity, 7) commute (for both men and women commute versus no commute plus 

greater or less than 45 minutes commute), 8) education (for men and women greater or less than 

undergraduate degree status), 9) breadwinner (defined as proportion of household income) and 10) 

overall income (greater or less than £10,000, £50,000, and £100,000 per annum). Quantitative 

findings are presented in Chapter 4 and tabled in Appendix 2.   

3.3 Qualitative Research 

Purposively selecting 40 interviewees from the initial sample of 291 questionnaire respondents 

enabled a diverse mix of personal demographics, business circumstances and self-reported levels of 

well-being to be assessed for common themes of eudaimonic well-being among entrepreneurs with 

differing circumstances.   

Ethnographic research entails observation and interaction with a study’s participants in a real-life 

environment (Tracy 2013). Although not used in this study, I suggest that this researcher’s 20 years’ 

experience as a woman entrepreneur and immersion with other participants in this field provided a 

knowledge base and grounding in the discipline. Qualitative research, used here, involves immersing 

oneself in a scene and trying to make sense of it through meetings or interviews (Tracy, 2013). 

Qualitative researchers listen not only to the stories that people tell but also look for small clues as to 

how their study participants behave including their motivating factors and the larger context of the 

scene and general culture.  

What follows is a description of methods used in the qualitative piece of this research, including 

methods for selecting candidates for interview, the interview process, the transcribing process, a 

detailed explanation of the iterative analysis undertaken and a summary of the ethical considerations. 

3.3.1 Purposive Sampling for Interviews 

As a means to gain consent, at the end of the questionnaire, respondents were asked: ‘’Are you 

willing to be contacted for a further one-hour Skype or face-to-face interview? (The interview would 

explore further your motivations for becoming an entrepreneur and discuss both your successes and 

any challenges you have faced.)’’. The responses of candidates who were willing to be interviewed 

were collated, printed and reviewed to select a wide range of demographic and business 

circumstances as a reflective, varied, and purposive sample of women entrepreneurs. Consideration 

was given as to how many men to interview (if at all) as the lived experiences of women were the 

primary focus of the work. A decision was made to interview 35 women with five men used for 

contextual comparison to frame an understanding. 

Table 3.6 below outlines the extent of the variables used when selecting respondents to interview. 

Sixteen separate categories were considered and a broad range of interviewees were selected with 
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wide-ranging demographics, business circumstances and levels of well-being. I attempted to ensure 

whole ranges were covered (for example, very old and very young respondents, a mixture of 

industries and levels of education, sufficient representation of those with no children, and a wide 

range of self-reported levels of well-being).   
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Table 3.6: Summary of Variety of Interviewees 

Category Variable 
Gender 35 women; 5 men 

Ethnicity 35 white; 1 black; 1 mixed race; 3 Asian 

Age 1 < 25yrs ; 2=25-34 yrs.; 34= 35-54yrs; 3= 55-70 
yrs. 

Home/ Office 24 home: 16 other 
Full time/ Part Time 5< 15 hrs; 10= 15-29 hours; 13= 30-44 hrs; 10= 

45-59 hours; 2= 60 hours plus
Industry Finance 2 (one man and one woman) 

Marketing 1 
Construction 2 (woman) 
Admin 1 
Consulting 2 
Education 5 
Healthcare 9 
Creative 1 (male photographer) 
Retail 5 
Law 2 
IT 2 (both women) 
Service 1 
Beauty 3 (all women) 
Manufacturing 1 (woman) 
Hospitality 2 
Scientific 1 

Parent 35 have children: 5 no children (6 single 
parents- all women) 

Employees 16 have employees: 24 no employees 
Business Partners 18 business partners: 22 no business partners 
Works With Spouse 9 (6 women and 3 men) 
Breadwinner 18 (13 women and 5 men) 
Level of Educational Qualification 26 degree; 3 postgrad, 4 NVQ, 3 A level, 3 GCSE, 

1 none 
Years of Experience Before Started Business none 10; 1-4 yrs.= 7; 5-9 yrs.= 12; 10yrs += 11 
Financial Success of Business Less than 10k per year= 7; more than 500k per 

year= 4 
Well-being Score Happiness from 5.7- 10 (WEMWBS 41-64) and 

anxiety from 0-8 
Geography 21 Cheshire, 3 Lancashire, 2 West Yorkshire, 1 

Glasgow, 1 Edinburgh, 1 South Wales, 3 
Northern Ireland, 1 Hampshire, 2 Avon, 1 
Shropshire, 1 Lincolnshire, 1 Essex, 1 Middlesex, 
1 Berkshire, 1 London   
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3.3.2 Interview Process  

Interviews conducted in this research were partly face-to-face (25 interviews) and partly mediated by 

Skype (13 interviews) and by telephone (two interviews). Theoretical saturation was reached by 40 

interviews. Mediated interviews (using technology) are said to carry both advantages (the possibility 

of connecting with people quickly and easily in geographic locations which may otherwise have not 

been possible) and disadvantages (including greater difficulty in establishing rapport and reading non-

verbal clues) but are now widely accepted as useful forms of technology in qualitative research (Lo 

lacono et al., 2016). The use of both mediated and face-to-face interviews was helpful for the reasons 

outlined above; for example, mediated interviews allowed me to capture data from a respondent in 

Northern Ireland whilst face-to-face interviews enabled me to develop rapport with interviewees 

more quickly.   

Interviews were semi-structured. A list of questions was devised to use as prompts (see Appendix 3) 

by taking the main research theme (eudaimonic well-being of women entrepreneurs) and developing 

interview questions in relation to concepts identified in the literature review. In addition to questions 

relating to well-being themes such as, ‘’Tell me about your work-life balance?’’ (for autonomy), 

prompt questions also included things such as: ‘‘Why did you start your business?’’, and ‘’Have you 

heard of the term mumpreneur?’’. Semi-structured interviews were chosen as a practical middle-

ground as unstructured interviews were felt to be more suitable for a grounded theory approach and 

structured interviews too constraining and prescriptive. By the third interview, it was apparent that 

simply asking the interviewee to, ‘’Tell me about your work?’’ was sufficient to open a wide-ranging 

dialogue through which probing questions could be asked and the prompt sheet subsequently used as 

required. A personal knowledge of the subject matter was helpful in knowing the right questions to 

ask as was my experience running a recruitment company for 15 years and interviewing hundreds of 

candidates during that time. I believe I have a good understanding of how to elicit information from 

interviewees in a manner which enables subjects to be forthcoming.   

Candidates were emailed a copy of the ‘Participant Information Sheet’ and the ‘Consent’ forms (see 

Appendices 4 and 5) before the interview and invited to ask questions about the study at least one 

week before each interview took place. Those who did not return the forms by email were asked to 

sign them before the interview commenced and were given opportunity then to ask questions about 

the study.  

An electronic method diary was kept on a word document throughout the process with details of 

which interviewees were contacted and when. Analytic memos pertaining to thoughts I had regarding 

interview analysis were noted as they occurred to me on my password protected iPhone notepad (for 
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example, a comment from an interviewee that I had been reflecting on). These notes were 

transferred periodically to the ‘method diary’ Word document and kept in chronological date order so 

to be available for reference.  

3.3.3 Transcription 

Interview length varied between 25 minutes and 90 minutes. Modal interview time was one hour. 

Interviews were recorded using an iPhone or Skype with 32 interviews being transcribed by me and 

eight interviews transcribed using a professional transcription service (www.transcriptdivas.co.uk). I 

read all interviews multiple times using five rounds of coding. For the 32 transcriptions I did myself, I 

made use of a technology called Otter.ai (www.otter.ai), an excellent tool which digitally transcribes 

audio recordings into a Word, PDF or notebook document. The file produced can be listened to as 

well as read; the advantage of this technology being to enable engagement with the data in detail by 

listening again to the interview whilst editing. I read the eight documents produced by the 

transcribing service an additional time before starting coding in order to familiarise myself with them 

to the same degree as those I had transcribed myself.   

3.3.4 Thematic Qualitative Analysis 

A thematic model of analysis as outlined by Braun and Clarke (2006) was used to qualitatively analyse 

and report patterns within the data. An iterative process (Srivastava and Hopwood, 2009) alternating 

between induction and deduction was employed and coding was achieved in five rounds. This was 

framed within both an emic (context specific from the actor’s perspective) and etic (considering 

external criteria) aetiology so that both the meanings that emerged from the field and the meanings 

deduced from external theories were considered. Abductive reasoning was used to furnish the 

simplest and most likely explanation to data collected. 

Use of digital versus manual coding was deliberated. NVIVO was considered as a suitable computer 

software package useful for processing qualitative data. Once set up, it is a fast and efficient 

processing tool for large volumes of data. I attended a NVIVO training course but self-reflexively 

determined that I interpret data best when I see it in tangible form so decided to proceed with 

manual coding. 

Once interviews were completed, dossiers for each subject were collated. These included printed 

copies of respondents’ questionnaires, signed consent forms and transcribed interviews. These paper 

dossiers were used to manually code the data. Sensitizing concepts (Charmaz, 2006) of eudaimonic 

well-being were considered from the literature review and used as background ideas for establishing 

themes. These concepts provided a starting point for content analysis of the data.  
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Constant comparison was used throughout the coding process to establish consistency of code words 

used (Charmaz 2006). I decided against using a detailed code book as outlined by Ryan and Bernard 

(2000) as it complicated matters to use abbreviations or acronyms when the word itself was perfectly 

acceptable. The first coding round segmented the transcribed interviews into sentences (and 

sometimes paragraphs) to establish what was being said in each sentence. Content analysis was 

predominantly performed in the first and second rounds of coding to systematically assess the text 

for both prominent and latent meanings. In the third round of coding, more consideration was given 

to discourse analysis (Foucault, 1972) in terms of identifying main themes.  

For example, in the first coding round, each sentence (or paragraph) was given a one or two-word 

descriptive code written in the right hand margin of the document (for example, ‘risk taking’, 

‘developing others’, ‘teamwork’, ‘guilt’, or ‘confidence’). Some sentences had more than one 

meaning, so more than one code was assigned, for example:  

‘’Job satisfaction is through the roof even though the income’s nowhere near.’’  

In the first round of coding this sentence was coded as both ‘job satisfaction’ and ‘money’. In second 

round coding, the aim was to categorise into more interpretive concepts. For instance, in the quote 

above, ‘job satisfaction’ as a code was reclassified as ‘engagement’ and ‘money’ as ‘security.’  

The third round of coding was then used to group these concepts into themes and a fourth round was 

used to identify entrepreneurial stressors (by reading the data again in its entirety through a different 

lens) to ensure a counterbalanced perspective to the themes of eudaimonic well-being. Themes were 

divided into ‘well-being’, ‘stressor’ and ‘gender role’ concepts. See Table 3.7 below: 
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Table 3.7: Third Round Coding Themes 

Level Three Coding 

Themes 

Level Two Coding Concepts 

Finance Funding, tax, assets, legacy, leverage, security, lack of benefits, fear of 

failure, more money, less money, back-up plan 

People Belonging, social status, company culture (including good/ bad/ toxic), team 

spirit, business partners, staff (including good/ bad), mentor, community 

focussed, developing others, networking, social enterprise, helping others, 

bad previous boss, stressful employed job 

Identity Identity, family, creativity, passion,  authenticity, mumpreneur, 

entrepreneur, personality (risk taker, achiever, leader, hard worker, 

ambitious, ‘entrepreneur in my DNA’), role model 

Meaning  Purpose, value, achievement, recognition, prestige, pride, doing it for 

yourself, believe in it, dream, creation, ‘my baby’, innovation, ownership, 

transcendence, vision, life perspective, fulfilment, legacy, something for me, 

personal growth 

Autonomy Time flexibility, less time, more time, own time, control, commute, working 

from home, leisure time (yoga/exercise, holidays, pets), family time, choice, 

lifestyle, independence, choosing clients, choosing projects 

Engagement Learning, flow, motivation (including why left previous job: ‘bored’, ‘hamster 

wheel’, opportunity, necessity), interest, excitement, satisfaction, mastery, 

signature strengths, using skill sets 

Stressors Back-up plan, hard work, roller coaster, buck stops here, stress, always ‘on’, 

isolation, responsibility, liability, fear of failure, out of comfort zone, blurring 

work-life balance, security, debt, no benefits (included references to sick pay, 

holidays, pension) 

Gender role Sexism, childcare, guilt, juggling/ multitasking, confidence, less time, blurring 

work-life balance, lack of benefits (maternity leave) 

  

The sentences and paragraphs containing these coding labels were then divided into groups by 

cutting and pasting them from their word documents into an excel spreadsheet (see further detail in 

Table 3.8 below). Due to the amount of data under certain topics, the spreadsheet headings were 

sometimes separated. For instance, ‘time’ is a code under the theme of autonomy but because there 

was so much information in the autonomy column, ‘time’ was placed under a separate heading in 
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order to view the information more clearly. Similarly, the ‘stressors’ were divided into separate 

columns to create a greater feeling of balance between the two perspectives. Gender role stressors 

were separated from stressors relating to being an entrepreneur generally (for example, lack of 

holiday pay is common to both men and women entrepreneurs as is the stress of ‘buck stops here’). 

However, some of these stressors overlapped or could be seen in a gendered context and these were 

copied into both columns (for example, a review of the literature demonstrates that ‘confidence’ can 

be a gendered issue in enterprise). Well-being themes were coloured green at the top of the 

spreadsheet and stressor themes were red.  Information from the questionnaire was collated against 

each interviewee and input into the spreadsheet. Some sentences contained multiple meanings in 

which case they were copied and pasted into each relevant cell. For example, the following quote was 

pasted into both the ‘autonomy’ and ‘finance’ sections: 

‘‘I think it is just being the boss, being in control, not having all those people above me and 

also, from a wealth perspective as well, the ability to earn more happens when you have your 

own business.’’  

This sentence could have been broken in two and put in two separate cells but keeping it as a whole 

sentence and putting it both in the ‘autonomy’ and ‘finance’ sections gave context to the analysis.  

The analysis spreadsheet contained both information taken from the questionnaire and the coding 

themes. Interviewee names were listed in the left-hand column of the spreadsheet with the coding 

themes outlined in Table 3.8 below comprising rows grouped into themes relating to the second two 

questions this thesis attempts to answer; namely themes of eudaimonic well-being (and 

corresponding stressors for context) and gender roles.  
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Table 3.8: Analysis Spreadsheet Themes 

Coding Themes in Spreadsheet Category 

Demographic and business circumstance details including ethnicity, 
age, place of work, industry sector, hours of work, number of 
children, number of employees, level of qualification, how long in 
business, average annual earnings  

Demographic and business 
circumstance  

Main reason they started their business Gender role 

Biggest barrier to starting their business Gender role 

5 adjectives to describe themselves Gender role 

ONS well-being score Well-being 

ONS anxiety score Well-being 

WEMWBS well-being score Well-being 

Exemplar quote Miscellaneous 

Summary Paragraph Miscellaneous 

Finance Well-being determinant 

People Well-being determinant 

Identity Well-being determinant 

Meaning Well-being determinant 

Time Well-being determinant 

Autonomy Well-being determinant 

Engagement Well-being determinant 

Time Stressor 

Finance Stressor 

Responsibility Stressor 

Boundaries Stressor 

Isolation Stressor 

Fear of failure Stressor 

People Stressor 

Lack of benefits Stressor 

Gender role general Gender role 
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Childcare Gender role 

Sexism Gender role 

Confidence Gender role 

Entrepreneur/ mumpreneur Gender role 

Identity Gender role 

Growing the business Miscellaneous 

In their opinion, what needs to be done to support entrepreneurs? Miscellaneous 

 

A fifth round of coding was undertaken to delineate circumstances of well-being for these 

entrepreneurs. Separate columns were inserted in the Excel spreadsheet for circumstances of: 1) 

location (home or office working), 2) hours of work per week, 3) parental status, 4) business partner, 

5) employees and 6) level of financial success. Interviewee responses for these categories were 

analysed for common themes of well-being with an emphasis on the context of gender (for example, 

did women speak differently about home-working than men?). This work was substantiated through 

several t-tests in SPSS (explained in the quantitative analysis above) which examined well-being 

results for individuals in these categories to ascertain, for example, whether those who worked from 

home expressed greater well-being than those who worked in an office and whether there were 

differences for men and women.   

The spreadsheet in its entirety is too big to include in the appendices, however, a selection of 

columns used are summarised and tabled in Appendix 6 with pseudonyms used to protect the 

anonymity of interviewees. Once the data was collated, it was possible to print and read each 

column/ theme separately, thereby adding weight to the importance of each subject area by 

assessing the wealth of data in that section and enabling thought and commentary to be given to 

each collective theme. For instance, the data in the column for the ‘meaning’ theme was copied and 

pasted into a word document which facilitated seeing all the evidence for that theme in one place. 

Numbers of words spoken about themes relating to ‘entrepreneurial well-being’, ‘entrepreneurial 

stressors’ and ‘gender’ were calculated in this way and compared against each other to ascertain 

emphasis. Results are presented in Chapters 4 to 8 of this thesis. 

3.3.5 Ethics 

It is important to facilitate an ethical approach in every research project. An application was made to 

the Faculty of Science and Health Ethics Committee (see Appendix 7) before commencing this 
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research. Attention was given to the risks to the participants, the researcher and the university. It was 

considered that the risks were relatively low, and the ethics committee provided a favourable review. 

Mitigation of risk was as follows: 

1) Interviews were held in public places or via mediated technology for safety. 

2) Prior to interview, respondents were provided with a written explanation of the goals of the 

study and given information regarding recourse to complain, data protection and anonymity. 

They were assured of their right to withdraw from the study at any time up until the data was 

analysed and were provided with contact details for support services in the event they may 

require them (for example, the Samaritans helpline should distressing information be 

inadvertently discussed during the course of the interview). 

3) Ethical standards were consistent with the Declaration of Helsinki and all laws pertaining to 

data protection reflected in the University of Portsmouth’s Standards and Ethics Policy 

(Kolstoe, 2017).  

4) During the project, data were stored on a secure, password-protected Google team drive file 

accessible from a computer which was also password protected and contained Eset Endpoint 

anitvirus software. After the study, relevant data and consent forms were kept and 

participants were informed from the outset that this data may be kept for up to 20 years. At 

the end of this time, all data will be deleted from the Google team drive file. Personal data 

was treated with confidence and permission was sought from respondents to share their data 

only with other academics at the university or with a professional transcribing service. Data 

was anonymised wherever possible before sharing.  

3.4  Quality and Rigour 

As outlined at the beginning of this chapter, the use of mixed methods itself adds to the quality and 

rigour of the research through triangulation (enabling confirmation of results through different 

methods) and complementarity (the results of one method enhancing those in another) (Greene et 

al., 1989). The internally designed eudaimonic well-being questionnaire was assessed in the 

quantitative piece of research to determine the existence of facets of eudaimonic well-being which 

provided a starting point for interviews which then explored these facets in detail. 

What follows is an explanation of the specific ways in which quantitative and qualitative rigour was 

assessed. The chapter concludes with a commentary on the ‘rigour-relevance gap’ purported to exist 

in the field of enterprise research and the self-reflexive considerations undertaken. 
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3.4.1 Quantitative Rigour 

Quantitative research tends to a positivist paradigmatic interpretation and assessment of rigour in 

quantitative research typically involves consideration for both the validity and the reliability 

(replicability) of the results (Cresswell, 2018).  

A primary method of ensuring validity and reliability in this research was through careful selection of 

questions. Valid questions are those which are useful; they elicit responses which help to answer the 

research question and are phrased so as to be not easily misconstrued by respondents and therefore 

engender the same interpretation. Reliable questions are those which show results to be replicable/ 

repeatable. Although part of the same concept, the analogy of the dartboard is often used to explain 

the difference between these two: valid questions hit the bulls-eye precisely and reliable questions 

hit close to the bulls-eye consistently (Peeters and Harpe, 2020). Here, the primary method to ensure 

both valid and reliable questions was by using, in several instances, the exact wording used by 

national and international studies where wording had already been thoroughly tested and evaluated. 

For instance, of the three sets of questions used to assess well-being, two were replicated exactly in 

terms of the wording used (questions from the Office for National Statistics Well-being Survey (Dolan 

et al., 2011) and questions from the Warwick-Edinburgh Mental Well-being Scale (WEBWBS) (Tennant 

et al., 2007)). Questions from the Global Entrepreneurship Monitor (GEM, 2016/17) were also 

replicated such as: ‘’Do you have plans to grow your business by 6 employees or more in the next five 

years?’’. In relation to demographic questions, some categories used were the same as those used by 

the UK’s Office for National Statistics (Clegg, 2015) and the UK government’s Longitudinal Small 

Business Survey (DBEIS, 2016). The same categories were adopted if they were deemed a good 

comparison, but some categories were further adapted to better suit this study. For example, 

standard ONS categories of business size were narrowed here to confer increased granularity in 

results for the micro-businesses that women entrepreneurs more often run. Further, where I had 

used my own wording, questions were pilot tested on five respondents before administering the 

questionnaire en masse. Feedback included such things as, ‘’What if I have more than one business?’’ 

and questions were amended accordingly (in this case to ask respondents to answer the 

questionnaire in relation to their primary business).   

3.4.2 Qualitative Rigour 

Rigour in qualitative research, by its interpretive nature, can be more difficult to assess. Daniel’s 

(2018) TACT framework proposes the following criteria for assessment of rigour in qualitative 

research: 
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1) Trustworthiness (including quality of data, dependability of outcomes and researcher 

experience) 

2) Auditability (including data collection, systematic data analysis and data verification) 

3) Credibility (including triangulation, application of theory and mixed methods) 

4) Transferability (including description of context, delimitation of study, acknowledging 

multiple realities).  

In line with this framework, confidence in the trustworthiness of the qualitative data was established 

through the experience of the researcher. I have 15 years’ experience doing both face-to-face and 

mediated interviews in the recruitment company I owned. I have a good understanding of tone and 

rapport and I am conversant with the golden rule of listening instead of talking. Once the recording 

stopped, if time and circumstance allowed, I persisted with casual conversations with interviewees. 

This often led the interviewee to begin talking again about the subject matter and not infrequently, 

they would expand on something previously covered or divulge new information which I was able to 

ask them permission to repeat and record for the transcript.   

Auditability is about being organized and systematic in the approach to data collection. I am linear in 

my thought processes and like to start from the beginning and work through. I kept an electronic 

methodology diary and used it to record both events and any interpretative thoughts (analytic 

memos) that occurred as I went along. I assessed the structure of the questionnaire, using expertise 

from Survey Monkey’s technical team (www.surveymonkey.com) to establish the best ways of 

wording, analysing and obtaining information from respondents. Data which was incomplete was 

verified by contacting both questionnaire respondents and interviewees to confirm (for example, 

contacting questionnaire respondents directly to confirm whether they were the founder of their 

businesses and re-establishing a connection with an interviewee who had mentioned but not 

sufficiently elaborated on a topic she mentioned in the interview).  

Credibility was established through using both random and purposive sampling and the use of mixed 

methods to triangulate results. Experts were consulted in the field of well-being (Professor Paul 

Dolan), organisational psychology (Dr Darren Van Laar) and work and well-being (Professor Kevin 

Daniels), regarding both strategic methodological considerations and detailed survey questions.  

Transferability was confirmed by defining and delineating the subject from the outset as ‘an 

exploration of the eudaimonic well-being of UK women entrepreneurs’. Also important in 

transferability is a recognition that there are multiple realities. This was accomplished through  

consideration of the differing circumstances of entrepreneurial endeavour in deference to treating 

women as a homogenised group.  
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3.4.3 Rigour-Relevance Gap and Engaged-Activist Scholarship 

Whilst rigour in academic study is imperative, to have value, studies must also have relevance. Frank 

and Landstrom (2016) have argued that a ‘rigour-relevance gap’ exists in the field of enterprise 

research due to the increasing institutionalisation of enterprise within academia. Wiklund et al. 

(2018) detail tenured practice within American business schools as one reason for the obscurity of 

some of the research currently undertaken in the field of entrepreneurship. Foss et al. (2019) claim in 

their 30-year review into women’s enterprise research that policy recommendations are vague and 

lacking depth. There is a need to create knowledge which is both sound but applicable in practice. 

Indeed, Lempert (2001) encourages scholars using a social constructionist perspective to be strategic 

in their selection of quantitative research questions in order to positively engage power holders.     

Expanding this further, Van De Ven’s ‘Engaged Scholarship’ (2007) encourages scholars to engage 

with stakeholders to produce research which is not only useful but more importantly used. Rouse and 

Woolnaugh’s (2019) expand specifically on Van De Ven’s ‘Engaged Scholarship’ theme to propose 

‘Engaged-Activist Scholarship’ in particular relation to the study of women’s enterprise. The concept 

purports an imperative to not only answer questions which are relevant to policy makers but to 

additionally advocate as an activist on behalf of the subjects of study. With this in mind, this research 

aims not only to deliver a rigorous assessment of the subject matter but to additionally be of 

relevance to women, their governments and communities through a deeper academic understanding 

of women’s eudaimonic entrepreneurial well-being. This activist approach to women’s enterprise was 

undertaken by the author and includes the actions below: 

• Liaised with my own Member of Parliament and three other MPs at the outset of the project 

and received correspondence outlining the government’s key priorities in women’s 

enterprise.  

• Invited by Jess Phillips, MP, to participate in the Women and Work All Party Parliamentary 

Group and have been attending monthly meetings since October 2020.  

• Selected as a delegate for UN Women UK to attend the 65th Commission for the Status of 

Women held online in March 2021 as well as a delegate at the Paris Delegation Equality 

Forum in June 2021.  

• Entered into dialogue with private stakeholders including the Institute for Small Business and 

Entrepreneurship (IBSE) (and associated academic researchers there) as well as ongoing 

dialogue with The Entrepreneurs Network who are working directly with Liz Truss, the 

Minister for Women and Equalities on improving policies for shared parental leave.  
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• Registered to be a role model and mentor with the charity Inspiring the Future  

(www.inspiringthefuture.org) and attended a speaking event on women’s enterprise at a 

local girls’ school. 

 

3.4.4 Self-Reflexivity 

With ‘Engaged-Activist Scholarship’ in mind as well as Lempert’s (2001) assertions regarding the 

benefits of strategic positivism when researching a subject about which the researcher is passionate, 

it is perspicacious to self-reflexively outline my positionality as a researcher as it impacts the lens 

through which this research is interpreted. My positioning stems from being a white, middle-class, 

middle-aged, woman entrepreneur and mother of two daughters. I grew up in the Global North; 

spending my childhood in Canada and the majority of my working career in the United Kingdom. I 

qualified as a pharmacist in 2000 and this early grounding influenced a positivist paradigmatic 

perspective, however, maturity has subsequently influenced my perception of lived realities as 

subjective rather than objective and it is this combination of viewpoints which also partly informed 

my choice to pursue a mixed methods approach here. As well as working in employed positions, over 

the course of 20 years, I created two business in the allied pharmacy field, one in recruitment 

(recruiting pharmacists) and the other in online pharmacy. My background therefore makes me 

sympathetic to the experiences of women entrepreneurs. However, as Lempert (2001) suggests, it is 

not necessarily a negative attribute for a researcher to feel personally passionate about the subject 

matter they are investigating. Indeed, it may lead to the more activist and engaged approach called 

for by Rouse and Woolnough (2019). However, it is important to be aware of bias and to acknowledge 

and reflect on the way in which the researcher’s background inevitably colours their analysis. I believe 

I have taken steps to mitigate my own positionality both in the significant effort taken to source as 

great a variety of respondents as possible (not simply those from my own demographic) and also in 

the rigour of my approach outlined above.   
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CHAPTER 4 Quantitative Gender Differences in Entrepreneurial Well-being 

This chapter quantitatively answers the first question posed by this research: Are there measurable 

differences in the well-being of men and women entrepreneurs?. The chapters which follow add a 

more detailed level of analysis to the broad assessment presented here and address the subsequent 

two questions posed by this research: What are the facets of women’s eudaimonic entrepreneurial 

well-being? and What is the role of gender and circumstance in women’s eudaimonic entrepreneurial 

well-being?. 

Online surveys were completed with 326 UK entrepreneurs and data were cleaned to leave 291 

surveys for analysis (168 women, 123 men). Respondents were asked 33 questions relating to self-

reported well-being using three instruments of measurement: 1) Office for National Statistics (ONS) 

measurements (Dolan et al., 2011), 2) Warwick-Edinburgh Mental Well-Being Scale (WEBWBS) 

(Tennant et al., 2007) and 3) internally-devised, entrepreneurial work-related eudaimonic well-being 

questions. Both t-tests and bivariate chi-squared tests were performed and results are presented 

here along with tabled summaries of findings.  

The following sections provide results for the following: 

1) Statistical well-being differences between men and women in this sample of 291 

entrepreneurs using the three measurements of analysis detailed above. 

2) Descriptive well-being differences between this sample of 291 entrepreneurs and data sets 

from ONS and WEMWBS which measure national well-being using the same questions posed 

here. Only descriptive differences rather than statistical can be provided due to large 

differences in sample size but they are nonetheless worth examining to provide context. 

3) Findings relating to the effect of circumstances on the well-being of women and men 

entrepreneurs in the dataset of 291 respondents.  

4.1 Well-being Comparisons Between Men and Women Entrepreneurs 

First, bivariate chi squared analysis was performed on the four well-being questions from the Office 

for National Statistics (ONS) (Dolan et al., 2011) posed to the 291 questionnaire respondents. 

Responses were collected using a Likert scale of 0-10 where 0= not at all and 10= completely. Here, 

no significant difference was found in the mean well-being of men and women entrepreneurs in my 

sample (p=<0.05). Summary results are presented in Table 4.1 below and full tabled results are found 

in Appendix 8.  

 



 
 

81  

Table 4.1: Study Results for Mean Well-Being Using ONS Questions 

Questions From ONS Women in My 

Sample (Result 

out of 10) 

Men in My 

Sample (Result 

out of 10) 

Overall, how satisfied are you with your life nowadays? 8.45 8.34 

Overall, to what extent do you feel the things you do in 

your life are worthwhile? 

9.15 8.98 

Overall, how happy did you feel yesterday? 8.65 8.42 

Overall, how anxious did you feel yesterday? 4.74 4.92 

 

Next, the WEMWBS questions well-being score was analysed for differences in men and women 

entrepreneurs’ well-being. Responses were collected using a five point Likert scale where 1 = ‘none of 

the time’ and 5 = ‘all of the time’. The mean WEMWBS score for men entrepreneurs in this 

population was 53.1 and for women was 51.3. A t-test confirmed that there was a statistical 

difference between these average scores (t= 1.995, sig= 0.047) (see Appendix 9 for full data). This 

indicates significant difference in the overall well-being scores for the men and women in my sample 

with men entrepreneurs having greater well-being than women entrepreneurs on the WEMWBS 

score. With a p value of 0.047 (which could be rounded to 0.05), this result is marginal, therefore a 

more granular assessment was taken to further analyse each question within the survey using a 

bivariate chi-squared test for each of the response categories for the 14 questions. Results 

(highlighted in blue in Table 4.2 below) found statistically significant differences in five categories.  
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Table 4.2: Warwick-Edinburgh Mental Well-Being Scale (WEMWBS) Positive Responses for Men and 

Women 

WEMWBS Well-being Questions Women Positive Response 

(Result out of 5) 

Men Positive Response 

(Result out of 5) 

I’ve been feeling optimistic about 
the future  
 

3.9 3.9 

I’ve been feeling useful 3.9 4.0 

I’ve been feeling relaxed 3.0 3.1 

I’ve been feeling interested in 

other people 

4.0 3.9 

I’ve had energy to spare 2.8 3.2 

I’ve been dealing with problems 

well 

3.6 3.9 

I’ve been thinking clearly 3.7 3.9 

I’ve been feeling good about 
myself  

3.5 3.7 

I’ve been feeling close to other 
people 

3.7 3.6 

I’ve been feeling confident 3.6 3.8 

I’ve been able to make up my own 
mind about things 

4.0 4.2 

I’ve been feeling loved 4.1 4.0 

I’ve been interested in new things 3.8 4.1 

I’ve been feeling cheerful 3.7 3.8 

 TOTAL= 51.3 TOTAL=53.1 

 

Note that some of the differences (for instance, ‘I’ve been feeling useful’) seem marginal: when 

examined via chi-squared analysis, only some of the response categories were different which 

accounts for this disparity. Findings are summarised below (and detailed in Appendix 9) and focus on 

the response categories where men were found to have statistically significantly greater well-being. 

Men were more likely to say they: 

1) Were feeling useful (p=< 0.05 for ‘all of the time’ and no significant difference for ‘none of the 

time’, ‘rarely’, ‘some of the time’ and ‘often’).  

2) Had more energy to spare (p=<0.05 for men ‘often’ having energy to spare and p=<0.05 for 

women saying they had energy to spare ‘none of the time’ or ‘rarely’).  
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3) Had been dealing well with problems (p=<0.05 for men reporting ‘some of the time’ and 

‘often’ although no significant difference in response categories ‘none of the time’, ‘rarely’ 

and ‘all of the time’). 

4) Had been interested in new things (p=<0.05 for men saying that they are interested in new 

things ‘all of the time’ but no significant difference for other response categories i.e. ‘none of 

the time’, ‘rarely’, ‘some of the time’ and ‘often’).  

5) Had been thinking clearly (p=<0.05 for men reporting ‘some of the time’ and ‘often’ although 

no significant difference in response categories ‘none of the time’, ‘rarely’ and ‘all of the 

time’). 

 

Although significant differences were found between men and women on the five well-being 

questions above, no significant differences were found for the other nine questions on the WEMWBS 

survey (for example, ‘I’m feeling optimistic about the future’, ‘I’ve been feeling good about myself’, 

‘I’ve been feeling loved’ and ‘I’ve been feeling cheerful’).  

The finding that men in this sample had more energy to spare than women agrees with additional 

findings through chi-square analysis that women in this sample had statistically significantly less 

leisure time per day than men. Men were significantly more likely to have two hours of leisure time 

(men 42%: women 27%) and women were significantly more likely to have one hour of leisure time 

per day (35% women: 15% men). This is despite the fact that the women entrepreneurs in this sample 

worked outside the home statistically significantly less hours with more women working less than 30 

hours a week (47% women: 13% men) and significantly more men working outside the home more 

than 45 hours a week (37% men: 17% women). Further, not only did men spend statistically 

significantly longer at work but the men in this sample commuted to work statistically significantly 

further than women (61% of women had no commute versus 31% of men and 12% of women 

commuted more than 30 minutes versus 30% of men). Corresponding with the literature, I suggest 

from these findings (that women both work and commute statistically significantly less hours but are 

statistically significantly more likely to have less energy to spare and less leisure time) are due to 

women’s gendered domestic role in the home leaving them less overall time and energy than the 

men in this sample. (See Appendix 1 for tabled and graphic displays.) 

Finally, for the third set of well-being questions (internally devised), no significant differences 

between men and women entrepreneurs were found in the eudaimonic work-related well-being 

questions pertaining to autonomy/ flexibility, mastery/ signature strengths, meaning/ purpose, flow/ 

work engagement or identity/ authenticity. A t-test revealed mean values of 62.81 for men and 62.88 

for women (t= -0.064, sig=0.949). Table 4.3 below shows the percentage of respondents who 
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answered either ‘agree’ or ‘completely agree’ with eudaimonic well-being parameters as they related 

to their entrepreneurial well-being. (See Appendix 10 for full tabled statistics and calculations.) The 

results indicate that these well-being parameters are present in this sample of UK entrepreneurs with 

meaning/ purpose given the greatest positive response (86%).  Despite no overall statistically 

significant gender difference in prevalence of these eudaimonic facets of well-being, a descriptive 

gender difference was found in one of them with men reporting positive responses for authenticity 

76% of the time and women 68%.  
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Table 4.3: Study Results for Well-Being Using Internally Devised, Eudaimonic Well-Being Questions 

Eudaimonic Well-being 

Question 

Well-being 

Parameter 

Percentage of 

TOTAL 

Respondents 

Who 

Answered 

‘Agree’ or 

Completely 

Agree’ 

Percentage of 

WOMEN 

Respondents 

Who Answered 

‘Agree’ or 

‘Completely 

Agree’ 

Percentage of 

MEN 

Respondents 

Who Answered 

‘Agree’ or 

‘Completely 

Agree’ 

My job is important to 
my sense of who I am  

Identity/ 

Authenticity 

83% 79% 87% 

I believe that being an 
entrepreneur enhances 
my life 

Identity/ 

Authenticity 

85% 82% 88% 

My job defines who I am Identity/ 

Authenticity 

49% 44% 54% 

Identity/ 

Authenticity 

AVERAGE: 72% 68% 76% 

I find my work 
purposeful and 
meaningful 

Meaning/ 

Purpose 

85% 86% 84% 

What I do at work is 
valuable and worthwhile 

Meaning/ 

Purpose 

88% 90% 88% 

I have a sense of 
direction in my work 

Meaning/ 

Purpose 

84% 83% 85% 

Meaning/ 

Purpose 

AVERAGE: 86% 86% 86% 

At work, I often become 
fully absorbed in what I 
am doing 

Flow/ Work 

Engagement 

85% 85% 86% 

I feel excited and 
interested in my work 

Flow/ Work 

Engagement 

88% 88% 88% 

At work, I often lose 
track of time while doing 
something I enjoy 

Flow/ Work 

Engagement 

75% 77% 72% 

Flow/ Work 

Engagement 

AVERAGE: 83% 83% 82% 
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I am able to be in control 
of decisions that affect 
me and my business 

Autonomy/  

Flexibility 

86% 84% 87% 

I feel free to decide for 
myself how to live my life 

Autonomy/ 

Flexibility 

79% 79% 79% 

I can choose my own 
hours of work 

Autonomy/  

Flexibility 

76% 80% 72% 

 Autonomy/ 

Flexibility 

AVERAGE: 80% 81% 79% 

I use my personal talents 
and strengths at work 

Mastery/ 

Signature 

Strengths 

90% 93% 86% 

I am good at managing 

the many responsibilities 

of my daily life 

Mastery/ 

Signature 

Strengths 

75% 77% 74% 

I regularly achieve 

important work-related 

goals which I have set for 

myself 

Mastery/ 

Signature 

Strengths 

74% 72% 77% 

 Mastery/ 

Signature 

Strengths 

AVERAGE: 80% 81% 79% 

 

In summary, data sets evidenced mixed results: 

1) ONS questions found no significant differences in well-being between men and women 

entrepreneurs on measurements of well-being and anxiety.  

2) WEBWBS questions did find a significant difference in the well-being of men and women 

entrepreneurs using a t-test (p=0.047) and a chi-squared analysis demonstrated greater well-

being for men on five out of 14 well-being questions. 

3) The internally devised eudaimonic well-being questionnaire demonstrated no difference in the 

well-being of men and women entrepreneurs on fifteen eudaimonic well-being questions. 

However, a descriptive difference was found for authenticity well-being with men reporting 

positively 76% of the time and women 68%.      

 



 
 

87  

If two surveys show no difference in well-being and one shows some statistical differences (albeit 

with a marginal p=0.047), this indicates not only the importance of the questions which are asked 

(the WEMWBS questions were generic well-being rather than specific workplace well-being) but that 

the subject matter would benefit from a more granular, qualitative examination of data. The 

forthcoming chapters will explore these findings in greater detail with a qualitative look at 

eudaimonic aspects of women’s entrepreneurial well-being. Before this, however, the next section 

adds context to the findings for this sample of 291 UK entrepreneurs by looking at these results in 

comparison to national population data sets from the ONS and WEMWBS.  

4.2 Entrepreneurial Well-being Comparisons With National Data Sets From ONS and WEMWBS  

In addition to examining the well-being of men and women entrepreneurs in this sample, of further 

interest is the comparison which can be made with these entrepreneurs versus data sets of well-

being for the national adult population generally (not specifically entrepreneurs). 

Table 4.4 below examines the data found in this research compared with data from the Office for 

National Statistics. I collected my data from January 2019 to May 2019 so have used the ONS figures 

for quarters 1 and 2 of 2019 (i.e. Jan- March 2019 and April- Jun 2019) (Hamilton, 2019). 

Table 4.4: Study Well-being Results Compared with ONS National Well-being Data 

Survey Questions (taken from ONS Well-being) ONS National 

Population Data 

(average 

response/10) 

Thesis Survey Data 

for Entrepreneurs 

(average 

response/10) 

Overall, how satisfied are you with your life 

nowadays? 

7.70 8.40 

Overall, to what extent do you feel the things you do 

in your life are worthwhile? 

7.88 9.07 

Overall, how happy did you feel yesterday? 7.55 8.54 

AVERAGE WELL-BEING QUESTIONS SCORE = 7.71 = 8.67 

Overall, how anxious did you feel yesterday? 2.94  4.83 

 

Although the questions posed in this study were asked using exactly the same phrasing and response 

scales, whilst it is possible to make comment on the descriptive data, it was not possible to 

statistically compare these national data sets with my own data as the ‘n’ numbers were too 
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disparate (my n=291 and ONS n=165,000). Further, my data were for entrepreneurs only whereas the 

Office for National Statistics data represent the UK adult population regardless of occupation.    

Nevertheless, the descriptive results are interesting and seem to demonstrate both increased well-

being and increased anxiety for these entrepreneurs versus the general population. All three well-

being questions are nearly one full point higher (0.96 average) and the anxiety question is nearly two 

full points higher (1.89) than the general population. Again, although statistical comparisons cannot 

be made, it is notable that during an eight-year period (2011-2019) within which the ONS have been 

conducting this survey, results for well-being have varied between 7.46 and 7.72 (compared with my 

entrepreneurs’ total well-being questions score of 8.67). Those for anxiety have varied from 2.86 to 

3.13 (compared with my entrepreneurs’ total anxiety score of 4.83) (Coates, 2020). ONS data is 

gathered for the whole UK population and although it doesn’t distinguish between the unemployed, 

employed or self-employed, descriptive results for entrepreneurs which are higher in well-being than 

the general population point to a well-being boost for entrepreneurs and correlate with published 

research which suggests that entrepreneurs experience both high levels of well-being and high levels 

of stress (Cardon and Patel, 2015; Stephan, 2018). Of further interest to note is that in line with this 

study, the ONS report no overall national gender differences in well-being (Coates, 2020).  

Additionally, it is useful to make a rudimentary comparison between nationally available WEMWBS 

data (UK Data Service, 2019) for the general population in England and this study. Results are as 

follows: 

Table 4.5: Study Well-Being Results Compared with WEMWBS National Data 

 WEBWBS National  
Population Data 

Thesis Survey Data 
for Entrepreneurs 

Men 50.1 53.1 
Women 49.6 51.3 

 

Again, there is a higher value for well-being in the entrepreneurs in this study; three points for men 

and 1.7 points for women compared to those found in national population data samples. Due to 

sample size, it was not possible to make statistically significant comparisons, but the results concur 

with those for the ONS survey and indicate increased well-being for this sample of UK entrepreneurs 

versus the national well-being average. However, of further interest is gender differences. The UK’s 

National Centre for Social Research report no significant gender differences when using WEMWBS to 

test well-being for the general population (Morris and Earl, 2017). However, it should be noted that 

the most recent WEMWBS report is from 2016 and my data were collected between January and May 

2019. This may have influenced the findings because responses can vary over time. Furthermore, the 
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comparison is unsophisticated as there are multiple variables within a national population sample. A 

direct comparison cannot be made between the self-employed and the employed, only between the 

self-employed and the general population. 

Despite this, although firm conclusions cannot be drawn, the findings suggest enhanced well-being 

for UK entrepreneurs in line with previous study and a pertinent increase in WEMWBS well-being for 

this sample of men and women entrepreneurs compared with the general population (Morris and 

Earl, 2017).  

4.3 Entrepreneurial Well-being Comparisons in Gender and Circumstance 

T-tests were performed using ONS well-being measurements for my sample of entrepreneurs 

comparing each gender against a variety of circumstances. Significance was assessed with p=<0.05. 

Summary results are presented below in Table 4.6 and data from t-test analysis are found in Appendix 

2. Statistically significant gendered results were found in two circumstances for men entrepreneurs in 

this sample. Greater well-being was found when: 1) men worked with a business partner and 2) when 

men earned more than £100,000 per year. No statistically significant results were found for women 

entrepreneurs well-being in relation to any of the other differing circumstances below. I suggest 

these two statistically significant gendered findings correspond to gender roles relating to men’s 

breadwinner status and implications of these findings will be discussed alongside the qualitative 

results in the chapters which follow. 
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Table 4.6: Entrepreneurial Well-being Comparisons in Gender and Circumstance 

Circumstance Parameters Assessed Result Women Result Men 

Location Do men or women entrepreneurs 

have greater well-being working at 

home or away from home? 

P=0.973 P=0.236 

Hours of 

work per 

week 

Do men or women entrepreneurs 

have greater well-being working more 

or less than 15, 30 or 45 hours a 

week? 

15 hours p=0.096 

30 hours p= 0.501 

45 hours p=0.466 

15 hours p=0.154 

30 hours p= 0.381 

45 hours p= 0.805 

Parenthood Does being a parent or not impact 

either men or women entrepreneurs’ 

well-being? 

P= 0.076 P= 0.119 

Business 

Partner 

Does having a business partner or not 

impact either men or women 

entrepreneurs’ well-being? 

P= 0.972 P= 0.007 Yes, men 

have significantly 

greater well-being 

when they have a 

business partner 

and this effect is 

not found for 

women. 

Employees Does having employees or not impact 

either men or women entrepreneurs’ 

well-being? 

P= 0.679 P= 0.685 

Ethnicity Does ethnicity impact men or women 

entrepreneurs’ well-being? 

P= 0.303 P=0.101 

Commute Does either a commute versus no 

commute, or a greater or less than 45 

minute daily commute impact men 

and women entrepreneurs’ well-

being? 

No commute p= 

0.860 

No commute 

P=0.206 
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More than 45 

minute commute 

p= 0.427  

More than 45 

minute commute 

p=0.805 

Education Does having an education greater or 

less than undergraduate degree 

status impact men or women 

entrepreneurs’ well-being? 

P= 0.171 P=0.647 

Breadwinner Does greater than 50% of household 

income lead to greater well-being for 

men or women entrepreneurs? 

P=0.946 P=0.775 

Overall 

income 

Does earning greater or less than 

£10,000 £50,000, £100,000 per 

annum lead to greater well-being for 

men and women entrepreneurs? 

Greater or less 

than £10,000 per 

year p= 0.138 

Greater or less 

than £50, 000 per 

year p= 0.652 

Greater or less 

than £100,000 per 

year p= 0.296 

 

 

 

 

Greater or less than 

£10,000 per year p= 

0.118 

Greater or less than 

£50,000 per year p= 

0.935 

Greater or less 

than £100,000 per 

year p= 0.034. Yes, 

men have 

significantly 

greater well-being 

when they earn 

more than 

£100,000 per year 

and this effect is 

not found for 

women. 

4.4 Summary 

Results from this chapter examine the first research question: Are there measurable differences in the 

well-being of men and women entrepreneurs? using three different scales for measuring well-being. 

To confer rigour and validity in the results, two of the scales were the same as those used by the 
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Office for National Statistics Well-being Scale (Dolan et al., 2011) and the National Centre for Social 

Research Warwick-Edinburgh Mental Well-being Scale (WEMWBS) (Tennant et al., 2007); and the 

third was a work-related eudaimonic well-being scale internally devised by the researcher from a 

literature review. Results for the ONS questions showed no significant difference in well-being 

between men and women entrepreneurs. On the WEMWBS well-being scale, a marginal significant 

difference was found for five out of 14 questions with a t-test showing p= 0.047. However, the 

internally devised questionnaire relating to workplace eudaimonic measurements of well-being found 

no statistically significant differences in well-being in the areas of ‘meaning’ and ‘engagement’ 

between men and women entrepreneurs but did find descriptive differences (but not statistically 

significant ones) in ‘authenticity’ (with 76% of men claiming positive results for authenticity and 68% 

of women). Results were therefore mixed, but did indicate an overall gender equivalence in 

eudaimonic entrepreneurial well-being taking into account a marginal p number at 0.047 and the fact 

the WEBWBS questions were not specifically work-related. These findings demonstrate both the 

importance of how the question is asked and also the need to further qualitatively examine 

eudaimonic well-being to understand why these results occurred.  

A descriptive comparison was additionally made between the well-being of this sample of men and 

women entrepreneurs and national well-being data sets provided by the Office for National Statistics 

(Hamilton, 2019) and the National Center for Social Research (UK Data Service, 2019). In line with the 

literature review, entrepreneurs in this sample had descriptively higher well-being scores (nearly one 

point greater using the ONS scale) and higher anxiety scores (nearly two points greater using the ONS 

scale) than the national population. These findings suggest what previous studies have evidenced; 

entrepreneurs experience higher levels of both well-being and stress/anxiety (Cardon and Patel, 

2015; Stephan, 2018). This replicability adds rigour to the study by finding results which are reliable. 

Of further interest, is a comparison of this study, which found mixed well-being results for 

entrepreneurs by gender, with ONS and WEMWBS results for UK national population samples which 

find no gender differences in well-being (Coates, 2020; Morris and Earl, 2017). This highlights the 

relevance of the gender differences reported in this study by the WEMWBS questionnaire. 

Finally, gendered differences in circumstances of well-being were examined using 30 t-tests (see 

Table 4.6 and Appendix 2) and statistically significant gendered findings were discovered in this 

sample for men (but not women) having increased well-being when working with a business partner 

and men (but not women) having increased well-being when earning more than £100,000 per year. 

Implications of all these results will be explored further in the chapters which follow.  
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CHAPTER 5 Autonomy: The Role of Gender and Circumstance 

Before exploring the specific role of gender and of circumstance in autonomy as a eudaimonic facet 

of women entrepreneurs’ well-being, this section will first outline how the four facets of 

entrepreneurial eudaimonic well-being (‘autonomy’, ‘authenticity’, ‘meaning’ and ‘engagement’) 

were determined. Chapter 4 quantitatively measured differences in men and women’s 

entrepreneurial well-being and Chapters 5, 6, 7 and 8 will qualitatively explore four facets of women’s 

eudaimonic entrepreneurial well-being and the role which gender and circumstance has to play in 

each.  

5.1 Determining Four Eudaimonic Facets of Women’s Entrepreneurial Well-being 

As outlined in the literature review, eudaimonic facets of well-being are specifically of interest as it is 

suggested that these elements of well-being are responsible for the paradoxical increase in well-being 

of entrepreneurs compared with the employed population. The eudaimonic well-being of women is 

particularly deserving of attention as women entrepreneurs are found to experience increased 

challenges in comparison to men (the domestic gap, finance gap and social gap) and therefore 

whether their eudaimonic well-being is different to men’s is pertinent. Chapter 4 found some 

conflicting evidence regarding the differences in men and women entrepreneurs’ well-being. Two 

well-being surveys found no significant differences and one survey found men had statistically 

significant greater well-being in five out of 14 well-being questions. There is therefore a need to 

explore this subject further through qualitative examination to establish: 1) What are the facets of 

women’s eudaimonic entrepreneurial well-being? and 2) What is the role of gender and circumstance 

in women’s eudaimonic entrepreneurial well-being?. 

As outlined in the methodology, qualitative interviews were carried out with 40 entrepreneurs (35 

women and five men). Five coding rounds were undertaken. Iterative coding rounds initially identified 

themes/ facets of eudaimonic entrepreneurial well-being and then identified entrepreneurial 

stressors, thus providing context and counterbalance. Subsequent coding examined the role of 

gender and circumstance within the four identified facets of eudaimonic well-being.  

As a result of the primary analysis, four facets of women’s eudaimonic entrepreneurial well-being 

were suggested, namely: autonomy, authenticity, meaning and engagement. These four facets are 

examined in the chapters which follow, with ‘autonomy’ examined in this chapter and subsequent 

chapters covering ‘authenticity’ (Chapter 6), ‘meaning’ (Chapter 7) and ‘engagement’ (Chapter 8). The 

role of gender and circumstance is illuminated for each facet. Before starting to explore ‘autonomy’, 

context is provided as to the emphasis and presence of each of these themes within the data based 

on how often these well-being themes were spoken about compared with entrepreneurial stressors. 

Table 5.1 below summarises these findings in relation to the total number of ‘positive’ words spoken 
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in relation to identified themes of eudaimonic entrepreneurial well-being and the total number of 

‘negative’ words spoken in relation to entrepreneurial stressors. 

Table 5.1: Total Number of Positive and Negative Words Spoken Regarding Entrepreneurship 

Entrepreneurial Well-being  

(number of positive words spoken in relation 

to the theme) 

Entrepreneurial Stressors 

(number of negative words spoken in relation 

to the theme)  

Autonomy= 42,117 (includes 11,423 time and 

18,247 finance) 

Role responsibility= 13,231 

Authenticity= 33,478 Finance problems= 12,310 

Meaning= 29,360 (includes 11,134 people) People problems= 10,995 

Engagement= 20,584 (includes 2,787 mastery/ 

signature strengths) 

Fear of failure=5,911 

Lack of boundaries= 4,895 

Isolation= 2,399 

Lack of time= 2,266 

Lack of benefits= 2,070 

Gender= 46,876 

TOTAL=125,359 TOTAL= 100,953 

A word cloud representation is presented in Figure 5.1 below to give a visual perspective of the 

weight of these findings: 
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Figure 5.1: Word Cloud Proportionally Depicting Entrepreneurial Well-being and Stressors 

Four main themes of eudaimonic entrepreneurial well-being were identified by the third round of 

coding. ‘Autonomy’ was evidenced the most and ‘engagement’ the least. As evidenced in the 

previous chapter, no statistically significant gender differences were found in the presence of these 

four eudaimonic facets of entrepreneurial well-being. However, although quantitative differences 

were not found, qualitative examination determined that the experiences of ‘autonomy’ and 

‘authenticity’ in particular, as well as certain aspects of ‘meaning’ and ‘engagement’ were 

differentiated by gender. Notable is the distinction between the total number of words spoken about 

entrepreneurial well-being (125,359) and entrepreneurial stressors (100,953) which do not appear 

too disparate until words spoken about ‘gender stress’ are removed (46,876). These account for 

almost half of the stressors evidenced. Women’s ‘gender role stressors’ identified here include 

findings relating to themes discussed in the literature review concerning the domestic gap, social gap 

and finance gap. Removing the stressor ‘gender’ from the equation changed the balance completely 

indicating that words spoken about enterprise as a positive to well-being (125,359) were then more 

than double those attributed to entrepreneurial stressors (54,077). This concurs with the literature 

that entrepreneurs have high levels of eudaimonic well-being (Stephan, 2018) but that women have 

greater stressors within enterprise (Rose, 2019) due to gendered barriers such as the domestic gap, 

finance gap and social gap.  
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5.2 Autonomy 

 

‘‘Choice… is everything. So success for me is choice.’’   

Amelia (has three children and owns an architect practice with eight staff) 

 

Hackman and Oldham’s (1975) ‘Job Characteristics Model of Workplace Well-being’ defines 

autonomy as ‘’the degree to which the job provides substantial freedom, independence, and discretion 

to the individual in scheduling the work and in determining the procedures to be used in carrying it 

out’’(Hackman and Oldham, 1975, pp. 159).  Karasek (1979) explains in ‘Job-Demand-Control’ theory 

that the combination of reduced latitude for decision making in addition to heavy work demands 

leads to increased mental strain and job dissatisfaction in workers. And Ryan and Deci’s ‘Self-

Determination Theory’ (2000) proposes that human-beings have three innate psychological needs 

which must be met for well-being: autonomy, competence and relatedness. Within the field of work 

and organisation, it is evidenced that autonomy at work leads to the greater mental well-being of 

employees (Gagne and Bhave, 2010). Within the study of entrepreneurship and well-being, the 

autonomous nature of entrepreneurial work is repeatedly evidenced as being largely responsible for 

the increased well-being of entrepreneurs versus the employed (Alvarez and Sinde-Cantorna, 2014; 

Benz and Frey, 2004; Hundley, 2001; Hahn et al., 2012; Lange, 2012; Prottas and Thompson, 2006; 

Shir et al., 2019; Stephan, 2018). This study not only confirms that autonomy is indeed a significant 

facet of eudaimonic well-being (specifically for women entrepreneurs); but explores the different 

elements of entrepreneurial autonomous well-being and evidences the role which gender and 

circumstance have to play within each. 

The following sections delineate elements of autonomy and highlight their gendered nature as they 

relate to women’s eudaimonic entrepreneurial well-being. The first four elements were found to be 

gendered and the last was not. However, all relate to women’s experiences of autonomy as a facet of 

their eudaimonic entrepreneurial well-being. Elements of women’s experiences of entrepreneurial 

autonomy include: 

1) Time autonomy (enterprise enabling a choice to work flexibly or part-time) 

2) Financial autonomy (the effect of business financial success on choice) 

3) Location autonomy (enterprise enabling a choice to work from home or otherwise) 

4) People autonomy (enterprise enabling a choice as to who to work with) 

5) Work-project autonomy (enterprise enabling a choice regarding what to work on)  
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In terms of the overall weight of autonomy as an indicator for entrepreneurial well-being, 

quantitative findings reported in Chapter 4 determined that 80% of respondents experienced 

autonomy as a eudaimonic facet of their entrepreneurial experience. Quantitative analysis 

demonstrated that 64% of respondents were motivated to start their businesses either because they 

wanted ‘to be their own boss/ have autonomy’ (33%) or they wanted ‘more time flexibility/ work-life 

balance’ (31%). In qualitative interviews, 29 out of 40 respondents (72%) spoke about autonomy in 

their work as being important to them. Seven respondents used the specific phrase ‘’in control of my 

own destiny’’. Out of 40 entrepreneurs interviewed, only one said they wished they were still 

employed, all the others were vehement in their explanations that despite the stressors of enterprise, 

they had never looked back. Autonomy was their most evidenced reasoning for not wanting to return 

to employment. A typical response to the question: ‘’Would you go back to an employed job?’’ was 

exclamatory:  

Anna (left a corporate job to set up her own business after she had children): ‘’I just can’t 

imagine going back to work for someone else!’’.  

Despite no statistically significant difference in reported findings for men and women entrepreneurs 

in overall prevalence of autonomy as a facet of entrepreneurial well-being (79% men and 81% women 

reported positive experiences of autonomy in enterprise), further examination found gendered 

differences in the expression of different elements of autonomy, primarily relating to time and 

financial autonomy but also relating to location and people autonomy. Statistically significantly more 

women were motivated to start their own business for work-life balance (40% women: 20% men), 

worked part-time (42% women: 18% men) and from home (64% women: 33% men). Statistically 

significantly more men were breadwinners in their families (78% men: 39% women) and earned 

quantifiably more than women (with 48% of women and 15% of men earning less than £25,000 a 

year). (Note, for full tabled findings and graphic representation see Appendix 1). These gendered 

well-being results for elements of autonomy indicate that women placed significantly greater 

emphasis on time and location autonomy than financial autonomy. I suggest this is as a result of 

socially conditioned gender roles in line with Eagly and Wood’s (1999) assertions regarding women as 

‘caregivers’ and men as ‘providers’. What follows is an examination of both the quantitative and 

qualitative evidence provided for the existence of each of the five elements of autonomy well-being 

(‘time’, ‘finance’, ‘location’, ‘people’ and ‘work-project’) and the role of gender and circumstance 

within each.  
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5.2.1 Time Autonomy  

This section addresses time autonomy and demonstrates evidence of its presence as a facet of 

eudaimonic entrepreneurial well-being. It then explains how time autonomy is gendered, with 

women and men placing different emphasis on the time autonomy required for childcare purposes 

(experiencing both well-being but constrained choice within this). It finally discusses circumstances 

which can impact entrepreneurs’ experience of time autonomy (for example, support with domestic 

duties and the size and stage of development of the business). 

5.2.1.1 Time Autonomy in Entrepreneurial Well-being 

Entrepreneurs experience time autonomy to a greater degree than those who are employed. By 

virtue of being ‘the boss’ they generally have a greater ability to choose both flexible working and 

total number of hours of work. Tributes to the benefits of time autonomy were found across all 

demographics of the 40 entrepreneurs interviewed. Analysis revealed that entrepreneurs spoke 

approximately five times more words referring to ‘time’ in a positive way (11,423) rather than a 

negative way (2,266). For most, the well-being benefits of time autonomy didn’t just enable them to 

work when they wanted, but more particularly, to fit their life around their work.  

An example is Charlotte who owns a marketing consultancy with two staff members, works flexible 

hours and encourages her staff to do the same. She says that working to a timetable ‘’kills creativity 

or thought, because I have my best thoughts in the shower, walking the dogs, mucking out the pony’’. 

Charlotte makes it a priority to arrange for a yoga instructor to come to the office every Friday 

morning to give her and her two staff a lesson. Time to practise yoga was mentioned by no less than 

six out of 40 interviewees as a particular benefit of owning their own business. Nicola, a lawyer with 

her own solo-practice, explained that when she worked in a corporate law firm, she never would have 

taken time on her lunch break to do a yoga class. Working for herself, she attends yoga classes at 

least once a week and if she has a client meeting afterwards she will still attend unapologetically in 

her yoga clothes. Jack, an e-commerce millionaire said he had his best thoughts when he went out for 

a run and explained: 

‘‘Most of the entrepreneurs I know probably take more care of themselves than people in just 

standard nine-to-five jobs. Maybe because they can structure their day and structure their 

time, so they take care of themselves physically, but also mentally. It is important to get 

clarity of thought. They know to take time out for thought, compared to typical nine-to-five, 

travelling from here to there, no time to think and don’t really care because it is someone 

else’s money, just doing it for the payroll.’’ 
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In a similar vein, several entrepreneurs explained how their current positions as entrepreneurs 

enabled much greater well-being in respect of time autonomy than their previously employed 

positions. Caroline emotively described a situation of constructive dismissal in her previous employed 

position due to part-time working arrangements. It left her ill with severe anxiety due to her 

treatment by the senior management team who made her feel guilty about her part-time hours. She 

had seen other people leave this place of work due to similar issues and she felt like there was 

‘‘constantly an axe waiting to drop over my head as I was constantly waiting for the part-time bit to 

crop up’’. She said she only stayed in the job for as long as she did because it was flexible (she had 

said for years to her husband ‘’Oh my God, I can’t carry on’’ and he would say ‘’Aww, but it is quite 

flexible’’). They had two young children and he was the main breadwinner so her job was the one 

which required flexibility for the children and not his. Caroline explained now that she was self-

employed she didn’t feel the same guilt about working part-time and taking holidays. She realised 

that what she had thought of as a flexible employed job was really not that flexible. Caroline 

described her current ability to arrange her schedule around her children’s activities, illnesses and 

holidays as the main benefit to working for herself. She was particularly overjoyed when she realised 

she could choose not to work at Christmas, ‘‘Never, ever again!’’.   

Several entrepreneurs spoke about taking more holidays or taking holidays whenever they wished 

and having time to exercise, cook healthy meals or look after their dogs. Laura, an accountant with 

her own practice and 27 staff, said that working for herself enabled her to take time out to go to 

beauty appointments, doctors’ appointments and dress fittings as she was getting married in a few 

weeks. Laura wasn’t a parent and it was notable that mothers with children under the age of 18 (20 

were interviewed here) experienced well-being benefits from having time-flexibility, although 

typically not to do something for themselves but to provide caregiving for their children. Amelia, 

divorced with three children and her own architect practice with eight staff, explained that for her, 

success was having ‘choice’ about how she spent her time. She said that compared with her previous 

employment in a firm of architects, she now had the ability to delegate work to people which enabled 

her to collect her children from school three days-a-week and work late two other days. Amelia often 

organised personal things for her children (letters to school, details regarding after-school activities) 

while she was at work and this would not have been possible in her previous employed job. Parents 

mentioned not only the ability to pick their children up from school but to attend school concerts, 

deal with their child being ill, and bring their children to after-school clubs by virtue of their time 

being flexible. Emily, a full-time commercial lawyer with her own practice who set up on her own 

after leaving her corporate job, said that working for herself was ‘‘everything and more’’; she said 

that her two children can have ‘’the lives that they love’’ in terms of her ability to take them to sports 

activities which she would not have been able to do had she still been ‘‘trapped in a nine-to-five 
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professional job’’. This difference that women parents placed on time autonomy as a benefit to 

entrepreneurial well-being due to providing flexibility for childcare was found to be gendered. 

Evidence is provided below.  

5.2.1.2 Gendered Nature of Time Autonomy 

Quantitative analysis of 291 questionnaire respondents (168 women and 123 men) found statistically 

significant differences in women’s and men’s motivation to start their own business for ‘work-life 

balance and time flexibility’ (40% women: 20% men). Further, women respondents were statistically 

significantly more likely to be working part-time (42% women: 18% men) but despite this they were 

found to have less time. Women entrepreneurs were statistically significantly more likely to cite time 

as a barrier to starting their own business (19% women: 10% men) and had less leisure time than men 

with:  

1) women entrepreneurs reporting statistically significantly less leisure time per day than men 

(men were significantly more likely to have two hours of leisure time per day (women 27%: 

men 42%) and women were significantly more likely to have one hour of leisure time per day 

(35% women: 15% men)  

2) statistically significant differences in men entrepreneurs saying they ‘often’ had energy to 

spare and women saying they ‘never’ or ‘rarely’ had energy to spare. 

Statistically significant results further reveal that women entrepreneurs were:  

1) less likely to have children than men (86% men: 77% women) 

2) more likely to have children under the age of five (37% women: 21% men) (when women 

typically try to start a business from home around childcare commitments) 

3) more likely to have children over the age of 21 (16% men: 31% women) (when childcare 

commitments recede)  

4) less likely than men entrepreneurs in the sample to have four or more children (3% women: 

15% men). 

These statistics demonstrate the impact that women’s gender role as primary care providers has on 

women entrepreneurs’ experience of time autonomy. (Note, see Appendix 1 for graphic 

representation and full tabled findings.)  

 

Quantitative findings above were further reflected in the qualitative data. Analysis of words spoken 

about time autonomy showed that women spoke more than double the number of positive words 

about time autonomy than men (with 697 words spoken by five men multiplied up to 4,879 words as 

equivalent to the 10,726 words spoken by 35 women). This indicates that for women, time autonomy 

is a particularly important part of their entrepreneurial well-being experience. Qualitative analysis of 
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women interviewees in this sample with children under the age of 18 (20/40) found these women 

placed a remarkably different emphasis on time autonomy than either the men who were 

interviewed who all had children (5/40) or the women interviewed without children (5/40). For 

instance, although one of the five men interviewed stated his motivation for starting his own business 

was ‘work-life balance’, none of the five men interviewed spoke in the same way about ‘work-life 

balance’ being primarily required for reasons of childcare. In this sample, the ‘work-life balance’ 

rationale for the men was similar to that of the women without children and typically related to 

health and lifestyle autonomy. For example, time flexibility to train for personal challenges such as 

climbing the Alps (Geoff), going for a run/ doing yoga to get clarity of thought (Jack) or attending 

beauty appointments (Laura). The women with children predominantly wanted time for childcare. 

When the men in this sample did speak of benefits of time flexibility specifically for childcare, it was 

positioned more as a bonus or ‘luxury’:   

Iqbal (has three children and owns a chain of pharmacies): ‘’I never thought about it [time 

flexibility].. but it does give me luxuries you know, of taking time off when my kids are ill or 

they want to go somewhere’’.   

Geoff (resigned from his corporate job to run a design agency): ‘’And so the other benefits I 

thought about [were] such simple things as the fact that I can be there to pick up my children 

and drop them off and I'm there when they get home. I'm a present person in their life. So I'm 

not, I'm not a theoretical parent….Whereas, you know, big corporate jobs. Fantastic. You can 

provide financial security but you’re not there very much- often. We know this is a fact’’. 

Geoff indicated that his primary motivation for starting his own business was around the ‘meaning’ 

facet of eudaimonic well-being rather than ‘autonomy’. His view that having time flexibility to 

participate in the ‘simple thing’ of childcare intimated that for him, being able to see his children after 

school was a bonus rather than a necessity. He explained that his wife finished work at 4pm so the 

children’s after school arrangements were usually already catered for but that his current time 

flexibility compared with his previous corporate role was something which had benefitted their family 

life.   

Iqbal explained further that he is not a person who works nine-to-five: ‘’I am more flexible… I live my 

life as it comes…I do ten different things rather than one thing.’’ I asked him if he had difficulty 

switching off and he said that he switches off whenever he wants: ‘’If we had a huge crisis today, till 

three o’clock and if I am going home at 3:30pm then I could just go and lounge on the sofa, you know, 

watching cricket and snore my way to glory.’’ Iqbal has three young children and his wife works as a 

pharmacist and although specific evidence wasn’t provided, it was more challenging to picture the 

story being told in reverse with Iqbal’s wife snoring on the sofa at 3:30pm.   
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5.2.1.3 Women Entrepreneurs’ Constrained Choice in Time Autonomy 

Corresponding with a Pew survey (Patten and Parker, 2012) which finds that both men and women 

place the importance of being a good parent and having a successful marriage over career success, all 

five men interviewed described their families as their number one priority over their work (as did 

19/20 of the women with children under the age of 18). However, the emphasis men placed on 

childcare as a primary motivator to start their business for the primary purpose of flexible working to 

enable childcare provision simply did not carry the same weight of responsibility/ importance to them 

as did the answers of the women entrepreneurs with children. I suggest that this is due to the socially 

constructed gendered nature of ‘female caregivers’ versus the ‘male provider’. Sharon, a women 

entrepreneur with 16 years’ experience running a business with her husband illuminated this 

concept. She explained that she thought men may be more inclined to feel they are prioritizing their 

family by providing for them financially whilst women may believe that prioritizing their family 

necessitates in-person caregiving. She felt this was affirmed by the roles that she had taken in their 

business after she and her husband had children. She moved her work to three days-a-week while her 

husband remained full-time despite the fact she felt her role as the Finance Director of their business 

was equally critical to the success of the business and perhaps more difficult to outsource than her 

husband’s role as Sales Director.  

I suggest that time autonomy is a gendered element of autonomy because women with children 

prioritise time flexibility for caregiving reasons and although they gain well-being benefit from this, 

there is evidence that they also experience constrained choice in this regard. I find that women’s time 

constraints are related to their duties in the domestic sphere and that circumstances of part-time 

working are greatly influenced by the domestic support provided by women’s partners in terms of 

childcare. For example, of the cohort of 20 married women interviewed with children under the age 

18, 13 described themselves as the primary caregiver for their children (with very little help from their 

husbands) and seven described a more (but still not complete) equitable sharing of domestic and 

childcare responsibility. Seven out of 13 (54%) women who were primary caregivers worked part-time 

but only one out of seven (14%) with more equitable domestic arrangements worked part-time. This 

indicates constrained choice as the women who described more equal sharing of domestic 

responsibilities with their husbands were nearly four times more likely to work full-time than those 

whose husbands did not share domestic responsibilities equally.  

Further evidence of constrained choice came from the 13 women who described themselves as 

primary caregivers with limited childcare input from their spouse. These women spoke about the 

mental and emotional labour of their familial caring roles and expressed frustrations around their 

conflicting priorities. Of the 13 interviewees who described themselves as primary caregivers, only 
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one spoke of this as their unquestionable preference, with 12 others (92%) being constrained or 

frustrated by their conflicts between work and childcare to greater or lesser degrees. The exemplars 

below describe some of the push and pull of conflicting priorities between work and caregiving 

responsibilities for those who were primary caregivers in their families: 

Rachel (does market research for charities, used to do the same for a company, became self-

employed nine years ago, has a five-year-old son): ‘’I wouldn’t get any flexibility if I was [still] 

employed. Nothing like the flexibility I have [now] and that is something I hugely appreciate as 

a parent. It was something I hugely appreciated before I became a parent, just the ability to 

go swimming in the middle of the day… fun and selfish reasons. I loved not starting work until 

10am and being able to go and get my hair cut. I don’t get to do that stuff anymore. But he 

doesn’t have to be in long hours childcare. I can go to any event at school that I am invited to, 

I have complete control over that. It isn’t always what I want. I would like to work more. To be 

honest, it is a compromise because I would like to be working more. But while he has been 

little, I have done it how I wanted to do it. I have not had to compromise that. So- I am not 

saying I have liked it, because there have been things about it that have wound me up!... I do 

most of the childcare. My husband is a brilliant dad. And to be fair to him, he works a four-

and-a-half-day-week so he could do half-a-day with our son when he was in preschool. And to 

be fair, I don’t see any of my friends’ husbands doing that. But on the other hand, I do the rest 

of it. I do the dropping off and picking up and making the packed lunch and I don’t know, 

making sure he’s got sun cream and enough pants and taking him to the dentist. My husband 

gets a fun afternoon at the swimming pool. Whereas I am buying pants!’’ 

Kate, a self-employed occupational therapist, described a pre-meditated decision to work for herself 

in relation to balancing her time at work with her role as a mother; setting up her private practice 

four years before she had children. She perceived her work would be more flexible as a self-employed 

individual than her employed job with the National Health Service and purposefully organised her 

working life and ambitions as an entrepreneur around her future responsibilities as a caregiver for her 

children. Although she described this as an active choice and one she is pleased with, she spoke 

emotively about resentment toward her husband as the vast majority of the childcare fell to her. She 

described herself as ‘‘effectively a married, single-mum’’ as her husband’s job took him away from 

home for long periods and she felt she had no leisure time for herself after her work and childcare 

commitments were met. However, when asked whether she would prefer not to work outside the 

home as they could live off her husband’s income, she adamantly rejected this idea, saying work is 

‘’who I am’’ and ‘’something for me’’.  

Nadia, who has three children and a successful business with 27 staff said with resignation:  
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‘‘It's just how it works. Yeah, I do bath times. I made the beds, I do the washing. I do have an 

ironer and a cleaner, which we are very lucky for, I do know that. But ultimately, they are still my 

responsibility.’’ 

Georgina, who runs a fitness and sports massage business says that it was never a conversation in 

their house as to whether her husband would work more part-time to help with childcare: ‘’No, no. 

Even now, no, no, it just would never happen. I asked him last week if he could drop a day to help me 

out and he just laughed.’’ Georgina expressed frustration around her situation and described how it 

made her angry at times that there were never enough hours in the day to both work and look after 

her children. She said it was ironic that she ran a fitness and massage business and yet rarely had time 

to exercise herself. She explained conflicting feelings around her gender role when she described 

making tea and ‘‘feeling really angry, thinking, why do I have to cook spaghetti bolognaise? But you 

know, it's my job, I'm a mum and I should be cooking my kids spaghetti bolognaise.’’ Georgina 

positioned this as something she ‘should’ do in light of her gender role but which she was frustrated 

by. Caroline expressed a similar frustration when describing her son’s recent chicken pox illness. She 

said it would ‘’never occur to [her husband] in a month of Sundays’’ that he would take a day off work 

when their son was ill. She said her husband would be sympathetic and ask, ‘‘well, how are you going 

to manage that?’’ but he would not consider it his job to help. Caroline felt that this stemmed from 

her husband growing up in a ‘’traditional household’’ and witnessing the gendered roles of his own 

mother and father.  

However, in contrast to Georgina, Caroline evidenced maternal gatekeeping. When questioned as to 

whether she would prefer to work full-time and her husband take primary charge of the children, she 

laughed and said ‘’Ooh nooo! No! That’s mine‘’. Similarly, although Zara described frustration around 

juggling a part-time work role with her parenting role saying: ‘’Why is it me that has to organise the 

birthday parties and doctors’ appointments and dentist appointments and our social lives and 

everything as well as work?’’ she also claimed that she had the best of both worlds as enterprise had 

enabled her to work part-time (three days-a-week) and spend time with her children. She did not 

want to swap places with her husband who worked five days-a-week and had less time with their 

children. I suggest, in line with Akerlof and Kranton (2000) regarding gender economics and identity, 

that the trade-offs women make around part-time working are greatly influenced by the innate pull 

of congruent gender roles which often over-ride and have detrimental consequences to women’s 

financial interests. Interestingly, Zara and her husband owned their surveying practice together as 

equal shareholders and despite working less, Zara not only controlled the finances for the business 

but earned the same amount as her husband. For Caroline, the financial consequences of prioritising 

part-time work and her gendered role in the home meant that her solo-enterprise practice took a 
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back seat to her husband’s full-time career. Family decisions, such as moving location to facilitate her 

husband’s promotion, were more in her husband’s control. The role of financial autonomy in well-

being will be evidenced in greater deal in section 5.2.2.1. The part that an authentic gender identity 

plays in well-being is outlined further in Chapter 6.  

5.2.1.4 Circumstances Affecting Time Autonomy 

Several interviewees who had grown large businesses were in the position of having more time than 

when employed as they had successfully delegated their way out of a full-time position and into a 

directorship role. This circumstance of having a larger business with business partners and the ability 

to delegate can lead to positive well-being outcomes in time autonomy and this corresponds with the 

literature (Van Gelderen, 2016). To greater or lesser degrees, two of the five men (40%) interviewed 

were in this position and seven of the 35 women (20%). Entrepreneurial endeavour which builds a 

business with an inherent value where others do the work is a distinct situation from either employed 

or self-employed work where time is sold for money. Whillans et al. (2017) find that using money to 

buy time promotes well-being and this certainly seemed to be the case for these entrepreneurs. Cora, 

who runs a virtual assistant business from home explained the concept of leverage and claimed that 

for her, a benefit to enterprise was the passive income she earned from the people who worked 

under her, leaving her more time to do what she wanted. Jenny, who ran a successful nursery 

business with 35 staff, had fully outsourced her role to two managers; this released significant 

personal time for which she was grateful as she had 12-year-old twins. Marilyn, a 70-year-old 

interviewee, ran a multi-million pound nursing home business (as well as a property business and a 

café) and described the satisfaction she enjoyed from being able to look back at her accomplishments 

but now let others do the detailed work. Five of the women respondents with younger children were 

palpably delighted with the extra time that delegating their responsibilities to other members of staff 

had given them; the ability to choose a flexible and varied lifestyle with a significant salary but fewer 

overall working hours. These five women talked about the journeys of growing their businesses when 

the situation they currently enjoyed had not been feasible and spoke about relishing both the 

flexibility and extra time off that they had now ‘earned’:  

Gloria (has three children under the age of 15, runs a large franchise operation with 300 staff 

and a business partner for the last 12 years): ‘’Massively for me, time off whenever I want it. I 

definitely would struggle to work in a full-time job now and only have 28 days holidays per 

year. I would feel imprisoned actually. So that time element and flexibility. So you know, if I 

choose to work until 1am but then I can still pick my children up from school. That is massive 

for me’’. 
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Ten women spoke positively of having more holidays since they became self-employed. Two of these 

worked part-time but the other eight all worked between 30 and 44 hours a week. Seven of these 

were mothers with children of school age and Nicola, a self-employed lawyer, expressed relief that 

her ‘’fear of school holidays’’ had ended with her starting her own business. Nicola set up her own 

practice after getting divorced and quitting her corporate job, explaining that as a single mother, she 

just could not make her life work with a corporate job. She said that although she now earns less, she 

works fewer hours and has a less frenetic pace of life:  

‘’So..six years ago, I was always rushing, I was always late for somewhere: I had to be at 

school, I had to be at a meeting, I had to be back at the office. I was rushing, rushing, rushing. 

I was exhausted on the weekends. Whereas now I work around my children’s schedule.’’ 

However, not all those running solo trading practices found the same time flexibility or ability to work 

fewer hours. For instance, Shazia runs a beauty salon and is tied to her place of work by the long 

opening hours of the business premises: 

‘’Well, there is a lot of stress working for yourself. Trying to have a family and run a normal 

life. I always thought when you have your own business, you can do what you want, when you 

want. But that is such a big lie’’.  

Shazia works long hours in order to build her business up and compete in the marketplace. Anna 

(who has two children and who left her corporate job to set up an online marketing business with 

eight staff) is in a similar position with a young business which needs long hours of input to get it off 

the ground. Anna said that working long hours was ingrained in her whether she was employed or 

self-employed due to her previous corporate role as a management consultant. However, she 

described a distinct pressure of business ownership in terms of not being able to take holidays and 

have someone else fill in for her: 

‘’It is probably because of the way I am, I’ve done the same in the past… you know, doing a lot 

more travel, working longer hours. If the work’s there, I will do it. And the pressure is 

obviously there at the moment, me and my skill set. And you know, I couldn’t recruit 

somebody at the same level as me because I can’t afford to at the moment.’’   

Circumstances of ‘business stage of growth’ therefore seem to impact women’s time autonomy. 

Those with mature businesses and ability to delegate to staff were found to have greater time 

autonomy than those with growing businesses. 

The ability to work more or less hours in order to grow their businesses, was, for some women, 

impacted by childcare. Several women respondents, but none of the men respondents, mentioned 
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having to schedule work around their children’s school hours as a frustrating time constraint. 

Georgina described her frustration along the lines of ‘not enough hours in the day’:  

‘‘I have to work around the children. I can’t you know, text a friend and say, could you get my 

kids from school and look after them for an hour? You know, I have to work my hours 

scheduled around the kids. If they weren’t here, I’d be working all day’’. 

Caroline, who has two children and is the primary caregiver in her house (her husband is the 

breadwinner) spoke about the benefit of financial government help with childcare: 

‘’The 30 hours childcare helps hugely because it just really takes the pressure off. It has cut 

two thirds off our childcare costs a month which is massive.’’  

Lynn, who runs a management consultancy with six staff (and no children), offered the following 

comment: 

‘’So you work longer hours, that’s the disadvantage. You work longer hours and you prioritise 

work, or the things that perhaps somebody in a full-time job wouldn’t prioritise. That can have 

an impact on your social life, on relationships and all of those things. So, that would be the 

disadvantage [of being an entrepreneur]. I don’t think I feel that as keenly as some other 

people because I don’t have children, so I haven’t got that pull on my time. I can probably get 

away with that more easily.’’ 

It is interesting that Lynn, despite not having children herself, is fully cognisant of and acknowledges 

the role that gender and primary caregiving responsibilities have to play in women’s ability to devote 

time to their businesses. The other four women interviewed who didn’t have children didn’t work as 

long hours as Lynn. Two worked less than 30 hours-a-week and two worked 30-44 hours-a-week. 

Their ‘extra time’ was used on activities not related to childcare. Laura (who had a mature 

accountancy practice with 27 staff) spoke about going for beautician appointments and taking time 

off for dress fittings for her upcoming wedding, Tessa (who also had a mature business) took holidays 

with friends or spent time reading and investigating other business ventures. She had started a side-

line in Amazon drop-shipping as it looked like something ‘’interesting to do’’. The priority that women 

with children placed on the time autonomy aspect of enterprise was found to be not only limiting to 

their own personal leisure time but also to the amount of time they were able to spend on their 

businesses and consequential to the likely financial success of those businesses. Women’s financial 

autonomy will be explored in the next section.  

 

In summary, evidence was presented that: 1) time autonomy is the most important element of the 

facet of autonomy in women’s entrepreneurial well-being, 2) women’s time autonomy is found to be 
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both gendered and constrained due to childcare responsibilities, and 3) circumstances matter with: a) 

women’s hours of work dependent on the support of their husbands (or the state) for childcare, and 

b) the size and maturity of the business impacting women’s experience of time autonomy (often, the 

larger and more mature, the more time autonomy experienced).  

5.2.2 Financial Autonomy 

What follows is an explanation of financial autonomy and its particular importance for women 

entrepreneurs. This section will evidence the presence of financial autonomy as a facet of eudaimonic 

entrepreneurial well-being. It will also highlight the gendered nature of financial autonomy, with both 

men and women experiencing value from financial autonomy but men having quantifiably more of it 

due to the increased size and financial success of their businesses. Observations will be made 

regarding trade-offs women make between time and financial autonomy.  

Financial autonomy is defined here as the effect of a business’s financial success on autonomy. 

Fischer and Boer (2011), through a global meta-analysis in 63 countries, find that wealth promotes 

well-being through the mechanism of enabling choice. Financial autonomy is particularly pertinent for 

women entrepreneurs, who on average earn less than their male counterparts (Yordanova, 2020; 

Yuen, 2018). This is primarily due to women’s propensity to work part-time (42% of women and 18% 

of men worked part-time in this sample of 291 respondents) and in lower-paid, feminised sectors of 

work (for example, statistically significantly more men in this sample worked in construction (16% 

men: 2% women) and IT (18% men: 4% women) and women in education (8% women: 1% men) and 

retail (13% women: 6% men)) (see Appendix 1 for full tabled results).  

5.2.2.1 Financial Autonomy in Entrepreneurial Well-being 

For many of the entrepreneurs interviewed, enterprise provided them not only with the opportunity 

to earn money, but in some cases, to earn much more money than when they were employed. This 

was often through their ability to ‘leverage’ by either employing others or by selling products rather 

than their own time. Enterprise fostered a feeling in some that ‘the sky is the limit’ and they enjoyed 

the fact that as entrepreneurs, earnings were uncapped. Anna, who left her corporate job as a 

management consultant to set up an online marketing agency, said:  

‘’Even if I stayed on with [name of company] and became a really senior partner in our 

practice and I was on, say, £500,000 [a year], I know that with my [own] business there’s the 

opportunity to make more than £500,000 because when you’re employed there’s always a 

cap, but when you’ve got your own business there’s no cap to how much you want to push it… 

I always knew that.’’  
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For several entrepreneurs, financial autonomy was not just about having money but about the 

freedom to feel like they were doing it for themselves. Lacey, a successful entrepreneur working in 

the male-dominated alloy industry, expanded on the financial empowerment of earning her own 

money and how this feeling was distinct as an entrepreneur versus an employee: 

Lacey: ‘’Because I'm enjoying making the money for myself.’’  

Giselle: ‘’How is that different?’’ 

Lacey: ‘’Instead of… lining their pockets. Because I think when you've been on the other side of 

the scale, and you know the job, you know what profit you're making…. All I've done for 

twenty-odd years is line somebody else's pocket and put them their Range Rover on the 

drive… or help pay for their villa in somewhere sunny. I've contributed to somebody's good 

living and I thought, no, I want to try to do that for myself now.’’ 

Two of the male entrepreneurs concurred with Anna and Lacey’s testimonies. Financial autonomy for 

them wasn’t just about having money, it was, as an entrepreneur, a feeling that they could control 

the amount of money they had,  Alan said the following:  

‘‘The idea that you work for someone else and that that gives you security makes no sense to 

me when you could be fired tomorrow.’’ 

Alan wanted personal control over his own financial destiny which he felt enterprise gave him over 

employment. As an accountant who had previously worked in the construction industry, he had 

experienced bosses who were temperamental and left him feeling he didn’t know where he stood. 

The ability to make his own way financially felt more secure to him than relying on someone else. Jack 

said as an entrepreneur he valued the autonomy to ‘‘prioritize what I think is important and what’s 

going to add value and what’s going to make money’’ knowing that he would ‘’ultimately be 

responsible for whether it succeeds or not and not be reliant on anyone else.’’ These entrepreneurs 

actively relished the role of decision maker in the context of financial freedom.  

In this study, 18,247 words were spoken about finance in a positive way relating to entrepreneurship 

and 12,310 words were spoken in a negative context. Of the 40 interviewees, 17 made more money 

as entrepreneurs than when they were employed (some significantly so), nine made less money 

(some significantly so, ‘‘less than minimum wage’’), and the remaining 14 either earned the same 

amount of money or had reduced their hours making comparisons redundant. Whilst there was a 

balanced selection of interviewees who either made more, less or the same money as when 

employed, it is worth noting that interviewees had self-selected into enterprise and were still 

continuing with their businesses. Interviews were not conducted with people who had failed 
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businesses. It is therefore unsurprising that the majority of interviewees spoken to claimed that the 

ability to make their own money as entrepreneurs was positive. This may be indicative of a choice-

supportive bias; a cognitive bias supportive of one’s choice once it has already been made. This is 

relevant to entrepreneurial well-being because approximately 50% of businesses fail within the first 

five years (Otar, 2018).  

Of those entrepreneurs who earned more money than when employed, 11 explained the benefits of 

leveraging both their time and money through employing others (‘’I have these guys that work for 

me, there’s also quite an element of passive income in that’’). Four specifically spoke about the tax 

benefits of self-employment in terms of overall income (‘’It is much harder to build wealth as an 

employed individual than it is as an entrepreneur and the tax system facilitates that well.’’). Nine 

professionals explained how they now earned more money for fewer or similar hours than when 

employed (this was true for a lawyer, chartered surveyor, architect, occupational therapist, teacher, 

three accountants and a marketing consultant). Based on this finding, whether having a professional 

qualification (degree level or above) was beneficial to entrepreneurs’ well-being was measured using 

a t-test. However, no statistically significant difference was found on this measurement (p=0.171 see 

Appendix 2). Therefore, although qualitative analysis would indicate a prevalence of the narrative 

which indicates that professionals in particular benefit financially from entrepreneurial endeavour, 

this was not found to directly correlate with well-being.  

As outliers, four millionaires were interviewed (two men and two men). The two women millionaires 

(in their 70’s) explained that the money they had earned had increased their well-being 

predominantly in two ways; as a measurement of their achievement and also the legacy they could 

leave their grandchildren. (This will be explored further in the chapter on meaning.) Both women had 

the perspective that money was helpful but not the key to well-being. Margot, a former teacher who 

now runs a successful property business with her husband, said, ‘’money doesn’t make you happy but 

it does give you choices’’. Marilyn, who owns a nursing home business said, ‘‘you can be miserable in 

comfort when you have money’’. As outlined in the literature review, money does contribute to well-

being particularly when income is very low but is also found to experience a saturation point above a 

certain level, typically that of professional incomes. A seminal American study put this figure at 

$75,000 USD (United States dollars) per year (Kahneman and Deaton, 2010) and a European study of 

26 countries cited the figure as $35,000 USD (Muresan et al., 2020), above which well-being increases 

no further. 

Contrasting with those businesses which made money, was testimony from entrepreneurs whose 

businesses were struggling. However, some of these interviewees were motivated by reasons other 

than money. For instance Celeste, a musician, was motivated by her art (this will be explored further 
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in Chapter 7) and claimed that ‘‘job satisfaction is through the roof but the income’s nowhere near’’.  

Geoff, who left a well-paid corporate job to start his own design agency said when things went badly 

financially, he considered going back to an employed job but then thought:  

‘’I thought I’d rather have a problem with money than the problem of having a job and doing 

what people tell me to do, even though I don’t want to do it.’’  

For Geoff, the meaning of his work and the elements of ‘work-project’ and ‘people’ autonomy 

outweighed his desire for financial autonomy. His family had less overall income but his wife was in 

paid employment and he did not want to return to his previous corporate lifestyle. Several 

respondents had similar reasoning when it came to the benefit of not being told what to do. Nancy, 

who sells products online and works more than sixty hours-a-week but only earns between £10,000 

and £25,000 per year spoke of being more concerned with freedom than money: ‘’Freedom to do 

whatever I want, I just know I can do anything’’. 

However, others spoke of financial worries which impacted their well-being. Lexie left a well-paid 

sales job to start her beauty salon but had not considered all the overheads of the large premises she 

had rented: 

‘’It was a shock because I…had a huge salary [when employed]. And so I never used to think or 

worry about money, I could have what I wanted when I wanted’’. 

Lexie’s business struggled to make payments due to problems with cash flow, particularly in relation 

to value-added tax (VAT) which at one point caused her to think she may have to close her business. 

Rachel, a solo-entrepreneur, spoke of similar problems:  

‘‘Cash flow is dreadful, absolutely awful. I cannot predict what I am going to get paid, if at all. 

Over the course of the last nine years, every year I have made a professional income, as good as I 

would get in an employed job, but over the year I have had months where I had nothing in the 

bank. So, if I was single, I don’t think I could do this. Which is a shame, because I love it.’’  

So whilst those who earned more (particularly those who earned more for fewer hours) clearly 

experienced high levels of financial autonomy, evidence also emerged of those who had financial 

difficulty and saw this negatively and those who had financial difficulties but had decided other things 

were more important to them.  

5.2.2.2 Gendered Nature of Financial Autonomy 

It is instructive explore further Rachel’s comment above where she said she couldn’t be an 

entrepreneur if she was single. ‘Back-up plans’ were spoken about by nearly all entrepreneurs and 

several were in a similar position to Rachel in that at some point in their business journey they relied 
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on a partner for financial support. Charles, a part-time freelance photographer explained that he was 

reticent to quit his employed job working for a retailer. Despite photography being his passion, he 

had a 3-year-old child to support and although his wife worked, he wasn’t sure he could earn enough 

with his photography business alone if a sudden bill came in. Charles keenly felt the responsibility of 

being a financial provider for his family.   

Notable is the gendered difference that emerges. Women in this sample were statistically significantly 

less likely to be breadwinners (78% men: 39% women). Georgina reflected the perspective of not 

being the breadwinner and said that starting her own business didn’t feel like a big risk as she had her 

husband’s salary to fall back on:  

Georgina: ‘’I feel like it is a bit low risk [the business] because I’d always have my husband’s 

salary to fall back [on]. [His salary] can afford to keep us in this house and do nice things’’.  

Georgina had ambitions for her business and was motivated by the money she earned, setting herself 

targets to expand her business and increase her income. However, her perspective was one of relying 

primarily on her husband’s income to secure essentials for the family and hers to provide ‘add-ons’ 

such as holidays and luxuries. 

Jane, who set up her own life coaching business after having her children and leaving a high profile 

corporate role, said the following about financial risk:  

‘’I’m lucky because the financial side of it is not something that.. I have to think about. And 

maybe that’s what makes it so attractive as well. Probably if I had to work I’d have to be 

doing something different…I also think between men and women stereotypically still, it’s 

2019, but men are the ones that still have the brunt of being the earners. If anyone says that’s 

not true, they’re lying... [This business has been] for my total personal interest. It’s almost 

been like a toy. If it works and I like the toy, I’ll just continue to play with it and maybe develop 

another toy from it. But if I don’t, I’ll just put this one in the bin. And probably not feel too bad 

about it. I’ll rationalise it in a way that maybe it wasn’t exactly what I wanted to do, or I 

couldn’t actually make it work because of the kids.’’  

Jane and Georgina’s circumstances are representative of a married, middle-class perspective and will 

not apply to everyone. Approximately 40% of mothers are now the breadwinners for their family and 

a disproportionate number of these are single mothers earning less on average than their male 

counterparts (Pew, 2013). Clearly, circumstances of being single and not having a partner to rely on 

for support would impact both the perceptions of risk and levels of financial autonomy experienced. 

Six single mothers were interviewed here, only one was the breadwinner in her family (Anna, the 

architect) and had always been. Nicola, a lawyer, spoke of having to drastically change her lifestyle 
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after getting divorced as she could no longer rely on her husband’s substantial income. Three of the 

six single mothers interviewed were struggling to financially support themselves. One mother of a 

young baby who worked part-time as a therapist spoke of being conscious she was dependent on a 

‘masculine’ form of income in order to exist and that frustrated her. She worked only two days-a-

week as she was the primary caregiver for her young child and her income was supplemented either 

from her ex-partner or her mother (who in turn got money from her husband). Celeste, a musician, 

and single mother to a teenage boy, described her passion for her work but said that she would never 

have been able to leave her employed job if her son was not nearly grown and getting help from the 

government with his university fees. Lexie talked about having a back-up plan to go back to work if 

her aesthetic business went under and said that it was lucky her children were now older and able to 

support themselves. However she worried about her daughter who had joined her business with her 

and for whom she still felt responsible.  

Similar to findings reported globally (GEM 2018/19), UK women in this sample of 291 entrepreneurs 

were found to earn statistically significantly less money than men in the sample with 48% of women 

but only 15% of men earning less than £25,000 a year and 11% of men but only 1% of women earning 

more than £1 million a year. Globally, 90% of millionaires are men and only 10% are women (Berti, 

2018): wealth creation is still primarily a male endeavour. Men entrepreneurs in this sample were 

statistically significantly more likely to be breadwinners with 78% of men and 39% of women 

contributing more than half of the family income. Men were also statistically significantly more likely 

to have a business partner (45% men: 31% women) and employees (58% men: 34% women). More 

men cited funding as a barrier to business start-up (50% men: 38% women), indicating their business 

ambitions for growth were bigger than women’s. Men were found to be statistically significantly 

more likely to say they had plans to grow their businesses by six employees or more in the next five 

years (63% men: 41% women). Descriptive differences (but not statistically significant ones) were 

found between the motivation of men and women to start a business to earn more money (10% men: 

5% women). Men therefore had both more money than women and more ambitious plans for their 

business; possibly related to the fact they were more likely to be breadwinners in their family, thus 

supporting the narrative above of the male ‘provider’. (See Appendix 1 for full tabled findings and 

pictorial representation). 

In terms of whether more money for men translated into greater well-being, a t-test demonstrated 

that men (but not women) had statistically significantly greater well-being when they earned over 

£100,000 a year (p=0.034, see Appendix 2). This may again be related to their perception of success in 

their role as providers with women’s well-being not linked to success in earnings in the same way. As 

highlighted previously, women’s relationship with finance is gendered and socially constructed. I 
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argue that women are conditioned to place greater emphasis on caregiving than providing financially 

which has deleterious consequences for the amount of money that women have. When examined in 

relation to evidence from the previous section about women working part-time due to childcare 

responsibilities; it is clear that women’s ‘caregiver’ and men’s ‘provider’ role constructs impact each 

genders’ experience of entrepreneurial well-being. Women make trade-offs for time autonomy in 

contrast to men’s experience of financial autonomy. And whilst women may place greater emphasis 

on time autonomy than financial autonomy, money still matters to them for well-being. For example, 

Liz, a mother of four young children who had recently set up two businesses for children’s parties said 

that she enjoyed the agency she had to spend money on her children and treat them. Liz liked that 

she could now book holidays and say to her husband, ‘’I can cover this, I’ll get this’’, and said it gave 

her ‘‘that inner kind of confidence and self-esteem’’. She spoke of a holiday to America which 

previously would have involved a discussion and bargaining process with her husband which she 

could now make an autonomous decision to do. Until the previous year, Liz had spent approximately 

10 years as a full-time mother, having been employed prior to that in the recruitment industry. She 

always knew she wanted to start her own business and had just been waiting for the right time. She 

spoke particularly about the benefits of enterprise rather than paid employment as feeling that her 

salary was uncapped:   

Liz: ‘’The money that you earn [as an entrepreneur] is just solely for you. So you don't have to, 

you know, be given a salary and given a worth. So that is all you are worth and you have to 

work that many hours to get your pay. This is uncapped’’. 

Similarly, one of the reasons Nadia started her own business was that she was ‘‘sick to death of going 

to my husband asking for spends. He used to put spends into my account…then justifying that I have 

spent all my spends, ‘can I have some more’…It drove me insane’’. Nadia had previously been a stay-

at-home mother and had started her childcare business for ‘’something to do’’; she had developed it 

into a financially successful business with 27 staff and said that the business was important to her 

sense of self-worth and her ability to contribute to the family.   

Nadia: ‘’Something to do! You know, a little bit of self-worth. A little bit of confidence. I had 

been out of the workplace for seven years. So just something for me rather than looking after 

the children, doing the cleaning, doing the washing, and just something for me to feel like I 

was contributing again to, you know, to the family’’. 

Georgina said it was nice to be able to have extra money to spend on herself: ‘‘Tomorrow I'm going to 

go shopping in Manchester and I probably want to buy a new pair of jeans and I can just do that 

without thinking’’. For these women, having their own money contributed to their sense of 
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independence and self-worth. As asserted by Kan and Gershuny in the literature review (2010), when 

women have money, they gain more bargaining power within the family. 

In summary, evidence was presented here of financial autonomy as a facet of eudaimonic 

entrepreneurial well-being . Some entrepreneurs described increased well-being due to increased 

earnings but also there is a sense of ‘freedom’ as they described their earnings as ‘’uncapped’’, 

‘’solely for me’’ and ‘’I am in control’’. Financial autonomy was found to be gendered with men 

entrepreneurs in the sample of 291 respondents having statistically significantly better performing 

businesses than women and being statistically significantly more likely to be breadwinners in their 

family. Women attested to the importance of earning their own money for their sense-of-self and 

independence but were also less likely to be breadwinners within their families and therefore 

evidenced fewer of the negative impacts of not making a lot of money than the men entrepreneurs. 

Some perceived their business ventures to be less risky because they weren’t the main financial 

providers. This was corroborated by quantitative analysis which found statistically significantly 

greater well-being of men entrepreneurs in the sample of 291 questionnaire respondents who earned 

more than £100,000 a year. No significant differences were found for women at any salary range 

indicating finances were less important for women than men who I argue gained greater well-being 

when fulfilling their ‘breadwinner’ role to a high degree (at this higher level of income). 

Circumstances of being single were found to impact financial autonomy, with those in relationships 

able to rely on their partners for cash flow problems related to enterprise. Further, circumstances of 

education were examined with reports from the qualitative data finding nine professionals who had 

quit corporate jobs to start their own businesses as earning more money for less or similar hours 

(although a t-test result presented in Chapter 4 did not find that well-being was greater when 

education was greater). The section which follows discusses the well-being benefits of location 

autonomy.  

5.2.3 Location Autonomy 

Location autonomy is the ability to choose where to work; with home-working often cited as a well-

being benefit to enterprise. Explored here is evidence which cites location autonomy as a facet of 

eudaimonic entrepreneurial well-being. Also explored are gender differences in location autonomy.  

Anna, who set up her online marketing business after resigning from a corporate career which 

involved weekly international travel, extolled the benefits of home-working as one of the main 

reasons she wanted to work for herself. She said she never wanted to have an office again and was: 

‘’Dead committed to my proposition that people who work for me can work from home and that it's 

remote working and that nobody has to commute in rainy [weather], travelling on trains and that. It's 

2019, remote working is possible’’. Anna described leaving work early one Friday with her husband 
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(who also works from home) and going into the city ‘’early doors’’ where both she and her husband 

watched all the commuters and said with relief: ‘’Imagine if we were doing that [still]?!’’. 

Zara didn’t travel internationally but had previously commuted one hour each way into the city 

centre for work as a chartered surveyor. She explained what she used to do would not now be 

feasible with three young children and how pleased she was with her current circumstances. She now 

owns a surveying practice with her husband (and 10 staff) which is a five-minute commute from her 

house. 

Zara: ‘’I feel really, really lucky that I’m not doing [my corporate job] anymore. So, I would be 

commuting into Manchester every day, leaving for work, probably before the children have 

even got up to do a full day’s work in the office. Then back just ready for getting them out of 

the bath and getting them in bed. That would be Monday to Friday, nine-to-five, no home-life, 

working for not half as much of the income that you can make as an entrepreneur’’.  

Danielle who has an online curtain pole business and home interiors business with premises in her 

local community explained the connectedness she felt to her family and community by working in the 

local village: ‘‘Because of the flexibility, and to be around for the children, and I’m in the village and 

the children pop in on the way home from school, and I feel part of the village life.’’ Danielle called the 

flexibility ‘‘empowering’’ and said that being local was one of the main reasons she chose to work for 

herself. Being at home to care not only for children but for animals as well was mentioned by three 

respondents (two women and one man).  

Men also claimed the benefit of home working. Geoff, who left his corporate job to start a design 

agency, spoke enthusiastically about how working from home meant that he could focus on healthy 

eating: ‘’I can focus on my diet and spend time cooking quality food at lunchtime as well as 

dinnertime’’. Geoff also spoke about sometimes working from a co-working space in order to mitigate 

some of the social isolation that working from home as a solo-entrepreneur can engender: 

‘’Oh, I've had cabin fever quite a lot. Yeah. So working from home… you haven’t got the 

companionship, you know. So the dog came along [which] is great but she can’t talk to me!  

So, and I like being on my own as well… Which is why something like this is great [co-working 

office space]. Yeah, I can come in and there's like 25 people in here.’’ 

The prevailing view was that the choice of where to work (be it from home, an office or co-working 

space) was a significant factor in well-being. When the drawbacks of working from home such as 

social isolation were mentioned, they were quickly dismissed, citing what the entrepreneurs did to 

mitigate those issues (for example, joining a co-working space or an exercise class).  Respondents 

with children were less likely to mention social isolation as an issue.  
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However, spatial boundaries were an issue for two interviewees. Cora expressed frustration about 

interruptions from family members whilst working from home: 

‘‘[My husband] started work from home as well. Because he doesn't have anyone to bounce 

ideas off, he comes and talks at me. It drives me absolutely nuts. And it's not- he doesn't want 

to know what I think about something because that's not what he wants. He just comes and 

talks AT me. And it's, it's horrific. And he does it when I'm in the middle of something which 

drives me nuts. Ha, ha. You [can] tell this bugs me.’’ 

Georgina, who owns a fitness and sports massage business says: 

‘’I feel a bit guilty towards my husband and children because my husband says that this job 

has basically taken over our lives because first of all, it's at home. So, I have a gym which was 

our garage, the garage is gone. That's now my gym. I've got an office and I've got the 

massage room- so that was the kids’ playroom. And now, I don't know where their toys went, 

I think they're all over the house or in the skip, I don't know. But I think I feel guilty because I 

really, love doing this. I don't always love looking after them full time- they drive me nuts. I 

love them to bits, I do, but the kids are hard. It's hard work.’’ 

Guilt, as will be discussed in further depth in Chapter 6, was a common issue for women but not at all 

for men. Men did not mention the word ‘guilt’ once whereas women mentioned feeling guilty 33 

times. Conflicting feelings around priorities for women entrepreneurs around juggling the demands of 

paid work and domestic work were more acute for those who worked from home. Seven women 

spoke at length about feeling guilty they were ‘never doing anything properly’. Liz described the 

conflict of her children wanting her attention when she was busy on her phone with her business and 

how she felt this was a bad example to set.  

In quantitative analysis of the sample of 291 respondents, home working was found to be gendered, 

with statistically significantly more women than men working from home (64% women and 33% 

men). Studies claim that working from home is better for job and leisure-time satisfaction although 

Reuschke (2019) finds this result only for employees and not the self-employed. Blurring of 

boundaries between work and home such as those mentioned by Cora and Georgina above make this 

situation more complex than it may outwardly seem (Ekinsmyth, 2011; Moore, 2006). Adkins and 

Jokinen (2008) designate this lack of distinction between home and work as the ‘fourth shift’. Craig et 

al. (2012) find in time-use studies that women entrepreneurs who work from home do more 

housework than their male counterparts who work from home. Although time-use data was not 

collected as part of this study, the time autonomy section evidenced statistically significant findings 

that although more women entrepreneurs worked part-time (42% of women 18% of men), women 
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were found to have less time overall. Women reported statistically significantly less leisure time per 

day and less ‘energy to spare’. I propose that this is time that women are spending on domestic and 

caregiving work. This assertion seems to be backed up through qualitative analysis suggesting that 

women expressed increased conflict around their domestic and work roles with women but not men 

speaking about guilt and conflict between the two spheres.  

Further, the literature found that time spent commuting leads to increased time pressure and lower 

levels of life-satisfaction (Hilbrecht et al., 2014; Veenhoven, 2015). Therefore, homeworking is said to 

be related to increased well-being. In this study, there were statistically significant gendered 

differences in commuting time with 61% of women having no commute (compared with 31% of men) 

and significantly more men commuting more than half-an-hour (see Appendix 1). This presents a 

complicated picture because the literature suggests that women entrepreneurs take on more 

domestic duties when they work from home but women are also more likely than men to work from 

home and have no commute. A t-test examined whether there were significant differences in well-

being for men and women entrepreneurs who worked from home and none was found (see Appendix 

2).  So, although there is a gender difference in location autonomy from the perspective that 

statistically significantly more women entrepreneurs work from home and commute less, this did not 

directly translate into measurable gender differences in well-being.  

5.2.4 People Autonomy 

This section explores people autonomy as it relates to eudaimonic entrepreneurial well-being and 

finds that people autonomy is important to both men and women. The well-being benefits of people 

autonomy will be evidenced here as well as a circumstance of people autonomy which was found to 

be gendered. Men had statistically significantly greater well-being when working with a business 

partner (p=0.007) but women did not experience any difference in well-being whether they worked 

with a business partner or not (p=0.972) (see Appendix 2).  

Humans are social beings who experience well-being through positive connections with others 

(Vaillant et al., 2010). People autonomy means having a choice about who to work with in terms of 

clients, business partners and staff. For example, Charlotte, who runs a pharmaceutical consulting 

agency with two staff says: ‘‘If a client is unfair or treating staff badly, I can make the decision to say 

well, we’re not working with them anymore’’. 

Seven out of 40 interviewees (six women and one man) spoke about leaving an untenable employed 

position because of a bad boss and the subsequent relief they felt. One described attempting to 

commit suicide, such was the state of her mental health having been bullied by a toxic boss. Others 

emphasised the positive impacts of self-employment as the autonomy to choose who they wanted to 
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work with and the latitude they had to build a team culture and atmosphere in which they wanted to 

work. Three of the women interviewees with staff (owning an accounting practice, an architect 

practice and an internet marketing business) said it was important to them that their staff were also 

able to be flexible at work as this aligned with their own internal values. They relished creating a 

company culture around the idea that as long as people got the work done, they had the freedom to 

make their own decisions about when and how. Despite not having children herself, Laura described 

her business as ‘female forward’ and said:  

‘’We create a really inclusive environment. So, we're really proud of the fact that we give 

people a start where the rest of the [accounting] industry hasn’t. All of our leadership team 

apart from one is female, we're very family friendly’’.      

Not only was a bad boss a significant detractor from employed work but even being told what to do 

by people who ‘‘were making decisions you didn’t always agree with’’ was a motivating factor to 

engage in entrepreneurship. Middle management was said to be a stressful position due to conflicting 

priorities from above and below. Jane, who left her corporate position to become a life coach after 

having children, said:  

‘’Yeah, it's totally different. I think, well, because when you're working for someone else, 

you're constantly working under the canopy of objectives and targets and goal setting. And 

working within a big organisation, I was what you consider a middle-manager. So, I had 

people above me that I needed to deal with regularly, I had people below me, that report to 

me, that I had to try and manage. So it was a much more complex work environment, I think.’’  

In terms of circumstances which impact people autonomy, Van Gelderen (2016) finds that having 

business partners increases the levels of autonomy which entrepreneurs experience and Prottas and 

Thompson (2006) find higher job satisfaction for business owners with staff than solo-entrepreneurs. 

This corresponds with well-being findings for time autonomy which evidenced that nine interviewees 

(seven women and two men) had greater well-being as a result of being able to delegate their role to 

staff below them. Here, a t-test found a statistically significant difference in greater well-being for 

men with business partners versus those without (p=0.007). Interestingly, this finding was gendered, 

with the same t-test performed on women in the group demonstrating no significant difference 

(p=0.972). Therefore, circumstances of having a business partner is found to be of greater importance 

for men entrepreneurs well-being than it is for women. I suggest that having a business partner 

reduces social isolation and that social bonding with a business partner over a shared goal adds to 

men’s sense of well-being from a ‘people’ perspective. Women entrepreneurs may not require this 

type of social bonding (with a business partner) to the same degree as they are more likely to work 
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part-time and therefore have greater opportunity for social connection embedded in the domestic 

rather than work sphere.   

Of the five men interviewed, two had business partners (and both these respondents had had several 

previous businesses) and while they both spoke of good business relationships with previous 

partners, they also explained challenges they had encountered. Alan stated that although it is 

possible to fire staff members who are difficult and uncooperative, it is much more difficult to 

extricate from a toxic business partnership, in fact, more difficult than leaving a toxic boss. Alan had 

previously had to sell a business at significantly below market value when relationships with his 

business partners became untenable. He decided after leaving that business never to work again with 

someone he didn’t like and commented that, as his success had grown, he now felt in a position to 

pick and choose. Jack also mentioned difficulties with business partners but appeared sanguine about 

this, he said changes in company directorships had happened in three of his businesses and he 

accepted it as ‘par for the course’. Geoff had never had a business partner but he said if he had his 

time over, he would like to do his business with someone in order to be able to bounce ideas around. 

In terms of possible relationship difficulties with this, Geoff surmised: ‘’I guess [business partners] are 

like marriage…You pick the wrong one and you've created lots of unhappiness; pick the right one, you 

create lots of happiness’’. The key to experiencing people autonomy in enterprise seems to be about 

the choice of who to work with.  

5.2.5 Work-Project Autonomy 

This section explains the eudaimonic well-being derived from entrepreneurs’ ability to choose which 

projects they work on. This particular element of autonomy was discussed by seven entrepreneurs 

and contrasting to the four previous elements of time, finance, location and people autonomy, was 

not found to be gendered. The autonomy to choose work which was meaningful, interesting or 

indeed to not work on something they didn’t like was important to entrepreneurs and examples were 

found equally between both sexes.  

Kate, a self-employed occupational therapist said: ‘’The beauty with self-employed is if I didn’t want 

that piece of work, I could turn it down’’. Anna, an internet marketing entrepreneur who started her 

business after leaving a high-profile corporate job spoke of the ability to be ‘’nimble’’ and to swap and 

change plans without ‘’putting it through corporate as you might have an idea and then [only] six 

months later it will get approved’’. She liked the freedom she had to choose what she wanted to do 

and thought this style of working benefitted her close-knit team and the quality of the work they 

were able to produce. Rachel, a self-employed market researcher, spoke of this same ability to select 

client projects herself which she wouldn’t have been able to do in her employed role:   
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Giselle: ‘’Being employed you couldn’t choose your clients?’’ 

Rachel: ‘’No, no you couldn’t. I did this job for eight years for four different companies and you 

could put your hand up for a job you wanted, and you maybe got into a little space of being 

able to work in areas which were professionally interesting for you but if something boring 

came in, someone had to do it. So I have done some extremely tedious research before on 

subjects that aren’t that interesting, with clients who maybe aren’t that nice, work that is 

hugely routine. So, I don’t have to do that. And if I find myself doing that, I don’t have to do 

that again.’’ 

Kate, a self-employed occupational therapist who left the National Health Service (NHS) to start her 

own practice said the following about the frustrations of bureaucracy: 

Kate: ‘’And the NHS, the hospital job, while it was a lovely team, I could have stood on the roof 

naked with a green flag and nobody listened. And it was just infuriating. It was just half a step 

forward and 100 steps back. I mean, I was on big boards and setting up whole services and 

things like that. And it was just painful. And I just got frustrated, and just thought for all my 

efforts, I'm not getting anywhere with this. I want to make some progress.’’ 

Geoff spoke of being passionate about design and wanting to pursue his own interests. He said, ‘‘I 

don't want to do the same thing and be in the same corporate box and have to just fit between lines’’.  

Jack, the e-commerce millionaire, said that he quit his employed job in his twenties because he and 

two of his colleagues decided that they didn’t like the philosophy of the business that had taken over 

the company which employed them. They decided to set up a new business so that they could do 

what they want in the way they wanted to do it, and thought ‘’it would be quite fun’’.   

Therefore, although work-project autonomy was identified as an element of autonomy as a facet of 

eudaimonic entrepreneurial well-being, no evidence was found that this specific element was 

gendered.  

5.3 Summary 

To summarise, evidence was presented regarding the presence of five elements of autonomy in 

eudaimonic entrepreneurial well-being; time autonomy, financial autonomy, location autonomy, 

people autonomy, and work-project autonomy. Although no statistically significant differences were 

found in quantitative analysis of the prevalence of men and women entrepreneurs claiming positive 

experiences of autonomy in enterprise (with women claiming 81% positive responses for autonomy 

and men claiming 79%), further examination found gender differences in the first four of these 

elements (with work-project autonomy not found to be gendered). Time autonomy was determined 
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to be a main motivation for women in enterprise (with significant differences of 40% of women and 

20% of men surveyed motivated to start their own business due to work-life balance/ time flexibility). 

Women’s time autonomy was further gendered with women significantly more likely to work part-

time (42% of women and 18% of men) and yet report lack of overall time (men were found to have 

more leisure time per day and more ‘energy to spare’) and to have constrained choice around work 

inside or outside the home. Circumstances of a partner’s support with childcare and domesticity 

affected women’s choices as qualitative interviewing found that women who described a more 

equitable split of domestic duties were four times more likely to be working full-time than part-time, 

and 92% of those who described unequitable splits of domestic labour with their partners expressed 

frustration with this situation. Further, circumstances impacting time autonomy were found to be the 

size and maturity of the business with the bigger and more mature businesses increasing women’s 

ability to delegate and therefore experience of time autonomy. However, women owned less 

financially successful businesses than men and fewer had employees (34% women: 58% men) 

meaning that women were less likely to be in a situation to leverage their time by delegating.  

Financial autonomy was also significantly gendered with men survey respondents being statistically 

significantly more likely to earn more money (48% of women compared with 15% of men earned less 

than £25,000 a year from their business). They were more likely to be the main breadwinners in their 

family (78% men: 39% women) and have plans to grow their businesses in the next five years (63% 

men: 41% women). These statistics point to the influence of men’s traditional role as financial 

provider and a t-test demonstrated that men (but not women), had statistically significantly greater 

well-being when they earned over £100,000 a year (p=0.034). I posit men’s increased well-being 

relating to earnings of more than £100,000 a year is related to the significance they attribute to their 

role as breadwinners (traditionally a male gendered role). Women’s trade-off of increased time 

autonomy for less financial autonomy may result in quantitative findings of equal overall autonomy 

well-being in enterprise but I suggest in line with social constructionist feminism as it relates to 

women entrepreneurs (Ahl, 2006) that this has consequences for gender equality. As findings here 

demonstrated, this disparity can be particularly impactful for single parents (primarily women) who 

lack the financial buffer that a partner can provide and struggle more with the peaks and troughs of 

cash flow when working as entrepreneurs. 

Location autonomy was found to be gendered to the degree that statistically significantly more 

women entrepreneurs surveyed worked from home (64% women: 33% men) and men entrepreneurs 

commuted significantly longer (30% men and 12% women commuted more than half-an-hour). 

Working from home is said to lead to frustration with time contamination for women entrepreneurs 

(Craig et al., 2012) and friction between the work and domestic spheres was reported by women 



 
 

123  

here. However, time commuting is also said to lead to decreased well-being (Hilbrecht et al., 2014) 

leading to an expectation of increased well-being for those who work from home. However, a t-test 

found no significant differences in well-being between men and women who worked from home. I 

suggest one reason is that although well-being decreases due to time contamination experienced by 

home-working, this may be offset by the reduced commute for women.   

People autonomy was found to be gendered in the particular finding that men but not women had 

statistically significantly greater well-being when working with a business partner (p=0.007 for men). I 

position that this gendered finding may be due to the well-being ‘connection’ boost men find from 

working with a business partner which is less likely to be essential to women whose gender role 

means they are more likely to be socially embedded in their communities rather than at work.  

Work-project autonomy was evidenced as an element of autonomy but this was the only element not 

found to be gendered.  

The next chapter presents findings relating to authenticity as a facet of eudaimonic entrepreneurial 

well-being and the role of gender and circumstance there.  
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CHAPTER 6 Authenticity: The Role of Gender and Circumstance 

‘’Music is not what I do; it is who I am.’’ 

 Celeste (musician and teacher) 

Karelaia et al. (2020) helpfully designate authenticity in the context of work as: ‘’some form of 

alignment of one’s internal sense of self (e.g. beliefs, values, motivations) and the external expression 

of it’’ (Karelaia et al., 2020, pp. 80). As positioned in the literature review, authenticity is said to play 

an important role in well-being at work (Karelaia et al., 2020; Menard and Brunet, 2011; Metin et al., 

2016; van den Bosch and Taris, 2014). Within the entrepreneurial well-being literature, Baron (2010) 

notes that the ability of entrepreneurs to choose and design work in line with their values, interests 

and skill-sets and which they feel is worthwhile, results in a high congruence between the work and 

the self. This may take the form of a creative endeavour (for example, music teacher Celeste, above) 

but may also relate to other aspects of identity, for example, personality features such as ambition or 

risk-taking. Quantitative analysis of responses from 291 entrepreneurs, demonstrated authenticity as 

an important facet of eudaimonic entrepreneurial well-being with 72% of questionnaire respondents 

reporting positive responses to the presence of authenticity in their work as entrepreneurs (this 

figure compares with 86% positive responses for meaning, 83% for flow/ work engagement, 80% for 

autonomy, 80% for mastery/ signature strengths). There were 33,478 words spoken about 

authenticity during qualitative interviews (it was the second most common facet compared with 

42,117 words spoken about autonomy, 29,360 about meaning and 20,584 about engagement). 

Although no statistically significant gender differences were found in the prevalence of authenticity in 

questionnaire respondents, descriptive differences were found with 76% of men reporting positive 

responses but fewer women at 68%. More pertinently, qualitative analysis found evidence that the 

role of gender features prominently in this aspect of eudaimonic entrepreneurial well-being as 

women entrepreneurs were found to expend substantial effort construing authentic ‘feminine’ 

identities whilst pursuing ‘masculine’ entrepreneurial endeavour.   

Theories relating to gender identity suggest that human beings behave in ways based on what they 

and others think is expected of their gender; some people may choose their identity but for others, 

identity is proscribed (Akerlof and Kranton, 2000; Eagly and Wood, 1999). Akerlof and Kranton’s 

(2000) ‘Gender Identity and Economics Theory’ describes how gender identity influences women’s 

economic outcomes and suggests that the pull of gender identity leads women to make choices which 

are not in their economic interests, an assertion evidenced in the previous chapter in terms of women 

entrepreneurs’ constrained choice to work part-time and therefore earn less money. Tajfel’s (1982) 



 
 

125  

‘Social Identity Theory’ claims that social groups to which people belong create an important source 

of pride and self-esteem and as Vaillant et al.’s (2010) longitudinal data demonstrate, humans are 

primarily motivated by connection. Enterprise has been historically positioned as a male endeavour 

(Marlow, 2014;2020) and as such, women may have difficulty expressing an ‘authentic’ identity in this 

domain. Lewis (2013) contends that an authentic entrepreneurial identity is not something that is 

possessed but rather enacted or performed. To alleviate possible cognitive dissonance, women may 

choose a variety of performances including feminised ‘mumpreneur’ versions of enterprise 

(Ekinsmyth, 2011), hybrid identities such as ‘good/ responsible working mother’ (Drencheva, 2019), 

or they may emphasise ‘relational entrepreneurial femininities’ (which value forms of leadership 

based on trust, power sharing or pursuit of collective goals) (Lewis, 2014). Drencheva (2019) suggests 

that for women entrepreneurs, this identity work may simultaneously promote consonance (as 

identities are aligned) and dissonance (in energy expended through the effort of alignment), however 

she suggests that overall, this performance enhances women entrepreneurs’ eudaimonic well-being 

through their pursuit of authenticity. Furthermore, both Rothbard and Dumas (2006) ‘Enrichment 

Perspective’ and Thoits (1983) ‘Identity Accumulation Hypothesis’ indicate that those who tread this 

tightrope of identity practices have greater well-being and less psychological distress: they suggest 

the increased security and status engendered by multiple life roles may confer a level of buffering and 

resilience if one aspect of life is not going well. I argue that this may explain why, despite women 

entrepreneurs experiencing dissonance in identity construction, no overall statistically significant 

difference was found in the prevalence of authenticity as a facet of eudaimonic entrepreneurial well-

being between men and women entrepreneurs.  

This chapter will firstly present evidence collected from qualitative interviews regarding the presence 

of authenticity as a facet of eudaimonic entrepreneurial well-being; it will explore creative identities 

and the so-called entrepreneurial personality (‘’it’s in my DNA’’) as they relate to eudaimonic 

entrepreneurial well-being. It will then continue to explore the role of gender which is highly 

evidenced in this chapter because women entrepreneurs expend energy reconciling ‘feminine’ 

identities in the traditionally ‘masculine’ domain of enterprise (Marlow, 2014). Women’s construction 

of ‘mumpreneur’ identities (Ekinsmyth, 2011) as well as ‘relational entrepreneurial femininities’ 

(Lewis, 2014) are discussed as well as the impact of ‘confidence’ and ‘role models’ on women’s 

experiences. Circumstances such as motherhood and cultural background which were found to be 

pertinent to the construction of authentic entrepreneurial identities are examined.  

6.1 Authenticity in Enterprise  

This section presents evidence of authenticity in enterprise. The pursuit of entrepreneurial endeavour 

was found to promote the experience of authenticity in a way that some respondents had not 
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previously experienced in their employed work. Mother of two, Georgina, spoke of internalising her 

fitness and sports massage business to the extent of wearing clothes displaying her business logo 

around town, (‘’it is me’’). She believed her business represented her personal interests and skill-set 

and her pride in her business greatly exceeded that of her previous employed position as a retail and 

marketing manager:  

‘‘I never talked about my [previous employed] job to anybody but I’m kind of obsessed with 

my job now because it is my life, it is me. I walk around wearing this hoodie with my logo on, 

because it is like my second skin, I never take it off. I wouldn’t have worn a top with a [name 

of company where she used to be employed] logo on the back, you know!’’. 

Quantitative analysis evidenced that 87% of 291 respondents either ‘agreed’ or ‘completely agreed’ 

that their job was important to their sense of who they are and 49% of respondents either ‘agreed’ or 

‘completely agreed’ that their job defined who they are. Chi squared analysis (see Appendix 10) 

showed no significant difference between the men and women respondents for either question; their 

work as entrepreneurs was equally important to both men and women in this sample.  

Qualitative analysis of the 40 interviewees further reflected this finding. The vast majority of 

interviewees spoke of the importance of their job to their identity although responses were mixed as 

to whether their job actually defined them.  

Emily (lawyer with two children who left her corporate career to work as a solo-

entrepreneur): ‘’A job is part of who you are. It isn’t all of who you are. That is very sad’’. 

Jane (started a part-time life coach business to be flexible around her childcare priorities): ‘’I 

think there can be a strong link between feeling passionate about your work, and linking what 

you do for a living with your passion and your love and your strengths. But to define it as an 

identity- I think a lot of people do- but to define it as an identity I think is a huge risk. Because 

if you lose that for some reason, then you lose your identity’’. 

Jane’s comment shows insight into Vallerand’s dualistic model of passion (2012) which explains that 

passion can be both helpful and unhelpful depending on the degree to which it is enacted. Vallerand 

contends that harmonious passion, defined as the ‘’autonomous internalisation of the activity into 

one’s identity’’ (Vallerand, 2012, pp.1), is positively correlated to sustained psychological well-being 

and it is only obsessive passion which leads to poor well-being outcomes. Hetschko (2016) finds that 

life-satisfaction decreases substantially more on losing work when self-employed than when 

employed which may reflect the loss of identity Jane cautions against. Rothbard and Dumas (2006) 

‘Enrichment Perspective’ is relevant here as we find protective effects to well-being when multiple 

roles are enacted. Therefore, positioning work as an all-encompassing feature of identity is not a 
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good well-being strategy although roughly half of respondents did this. Women in this sample were 

statistically significantly more likely to work part-time and have greater crossover between domestic 

and work-tasks. I suggest therefore, that despite dissonance which women may feel in entering the 

‘masculine’ domain of enterprise and the identity construction work (discussed later) which they 

therefore are required to perform, the fact that women are more likely to have both work and 

domestic-related identities, protects well-being. This may account for the result of no statistically 

significant quantitative difference in authentic well-being between men and women entrepreneurs. 

Rachel’s example below illuminated the importance of her work specifically as entrepreneur to her 

identity in addition to her parenting role. She had a five-year-old son and ran her research marketing 

business from home: 

Giselle: ‘‘How important is your work for your personal identity?’’ 

Rachel: ‘’I think it is very important. I think it is very high up in terms of how I describe myself 

to people. It is up there. I guess parent is up there now too, I guess it is equal or more.’’   

Giselle: ‘’Which is more?’’ 

Rachel: ‘’Well, I would have to say being a parent if someone asked me, but what I would 

choose in my soul is my work. My company is my baby as well. I love my business and 

developing it and tinkering with it and growing it and nurturing it. I don’t know if I had just a 

salaried job I might not feel such a kinship with it?’’ 

Giselle: ‘’Tell me more?’’ 

Rachel: ‘’I have always liked my work but I didn’t have the same passion. I worked hard, I was 

ambitious and looking for promotions and enjoying it and job hopping to get better jobs and 

staying interested. I need the intellectual stimulation as well and I don’t get that from being a 

parent. I just don’t. I enjoy being a parent and I enjoy it more and more as my son gets older. 

But I need to be able to think- really hard- because I can. And I enjoy that.’’  

The concept of ‘ideas coming to life’ was additionally relevant to authenticity as an entrepreneur 

versus being employed. As detailed in the literature review, work that is perceived as worthwhile or 

meaningful is found to be a partial mediator in the relationship between authenticity and well-being 

at work (Menard and Brunet, 2011; Lips-Wiersma and Morris, 2009). Anna talked about being ‘’totally 

me’’; she said she is ‘’doing all this cool stuff like travelling and talking [to large audiences]’’ all from 

an idea she created in her own head which she says is something that would never have happened in 

her previous corporate life. She spoke of being energised by her ideas and making something out of 
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nothing, in particular something that was meaningful to her with which she identified. Geoff spoke of 

the same concept of making his personal ideas real: 

‘‘It is about identity. And I feel like I am me and I can do whatever I want now…I can explore 

any of the ideas that would occur in my head and I love watching them appear and gradually 

and sort of incubating, And then at some point, they come out and then and then and then 

eventually, I’ll make them real. And that’s amazing. That process is amazing.’’ 

For both men and women interviewed here, their work as entrepreneurs enabled an authentic 

expression of their internal sense of self.   

6.2 Creative Identity 

Creative identities in particular, were found to confer an opportunity for authentic realisation in 

enterprise versus employment. Murnieks et al. (2014) suggest that passion for work is related to 

entrepreneurial identity centrality: actors experience more passion (engagement) with their work 

when it is considered central to who they are. Celeste’s quote at the beginning of this chapter, ‘’Music 

is not what I do; it is who I am’’, exemplifies the creative identity integral for some entrepreneurial 

actors towards their businesses. Celeste had previously worked as a music teacher in a large school 

with control of the music department. A new headteacher arrived, introduced various targets and 

restrictions on Celeste’s work and this culminated in her resigning from her employed role in order to 

experiment with self-employed work so she could use her creative talents autonomously. Some 

entrepreneurs spoke about having ‘a calling’ to their creative output; for them, the intrinsic value of 

which outweighed any extrinsic (financial or status) rewards. Celeste claimed that, ‘’job satisfaction is 

through the roof, even though the income’s nowhere near’’. Indeed, as noted in the literature review, 

Sherman et al. (2016) find that those who were more motivated by the intrinsic benefits of enterprise 

(‘‘make me whole’’) experience greater well-being than those who were extrinsically motivated 

(‘’cash is king’’) (Sherman et al., 2016, pp.10). 

In this group of 40 interviewees, ‘passion’ was one of the most frequently cited reasons for starting a 

business with 12 out of 40 interviewees claiming this as a motivating factor. This reasoning 

predominated with the following interviewees who all claimed well-being benefits derived from an 

inherent passion for their work as a: photographer, counsellor, naturopath, life-coach, chef, beauty 

therapist (x2), dog walker, fitness instructor, music teacher, antenatal class instructor and graphic 

designer. For these interviewees, their work was central to who they are. Saira spoke at length about 

the joy she experienced creating themed food dishes that ‘wow people’; such as a fully-edible 

Egyptian pyramid for an event at the Egyptology Centre in a local museum: 
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‘’I get satisfaction in what I do…I don’t provide food in a foiled container. I do an event and I 

set it out and people go ‘Wow, I have never seen stuff like that’ and that is what gives me the 

boost, that is what makes me feel great. The way I can explain it, I am very creative.’’ 

 Charles, the photographer said, ‘’It is like that old saying, if you are doing what you love, then you will 

never work a day in your life’’. Geoff, who quit his corporate job to start a design agency, describes 

the process of creation as, ‘’I love being someone who spends their time being creative…Creation is an 

inherently positive act, isn’t it?’’. 

Although particularly relevant to the core identity of the individual, the close relationship that passion 

and creative identity has with ‘meaning’ and ‘work engagement’ means that it will be covered again 

in later chapters.  

6.3 Entrepreneurial Personality 

Much has been made in the literature of the archetypal entrepreneurial personality. Personality 

profiling of entrepreneurs finds them to have lower than average neuroticism than the general 

population. Zhao and Siebert (2006) and Berglund et al. (2016) find that for those individuals scoring 

highly on ‘agreeableness’, ‘conscientiousness’ and ‘extraversion’, self-employment is beneficial to 

well-being. Dawis’ (1992) ‘Person-Environment-Fit’ theory focuses on the match between the 

characteristics of the individual and those of their environment and can be applied to the suitability of 

an individual to the field of enterprise. Baron et al. (2016) expands Schneider’s (1987) ‘Attraction- 

Selection-Attrition’ theory to the field of enterprise and suggests that those who are attracted to 

entrepreneurial work ‘self-select’ and those who are not suitable either fall by the wayside or leave. 

They infer that it may be personality which self-selects optimists to the profession rather than well-

being as a product of enterprise. In other words, happy people become entrepreneurs rather than 

entrepreneurship engendering well-being. However, this argument is repudiated by both Lange 

(2012) and Alvarez and Sinde-Cortana (2014) who specifically claim that it is autonomy rather than 

personality which accounts for the increased well-being of entrepreneurs versus the employed. 

Presented here is evidence of personality characteristics for the women and men entrepreneurs in 

this study, an explanation of their differences, and resultant implications for individual identity and 

congruent well-being.  

Three women interviewees described their inherent pull towards enterprise as something they had 

‘always wanted to do’. Notably, all three cited their fathers as their role models. (Role models will be 

discussed at the end of this chapter). Marilyn, now 70, was still actively involved in her multi-million 

pound business empire, albeit part-time: 

Marilyn: ‘’I’ve always wanted to work for myself.’’ 
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Giselle: ‘’OK, so start there, since when?’’ 

Marilyn: ‘’Since as long as I can remember.’’ 

Giselle: ‘’Why?’’ 

Marilyn: ‘’I suppose it’s a family thing…my dad always said, you’ll never make any money 

working for anybody else. So, it was just … I knew that I could do it, and I could do better than 

they [the competition] were doing it.’’   

Nancy, who had an online sales business, said, ‘’it is just me, it is engrained in me, I think I have 

always been an entrepreneur’’ and Susie said she ‘’likes to be in control’’. One of her career advisors 

at school said to her, ‘’you’d be really good at being your own boss and running a business’’ which was 

why she decided to study business at university. As well as the influence of role models, their 

comments suggested aspects of personality inherently attracted to the field of enterprise. Lacey, who 

owned a business in the steel and alloy industry, spoke about the need to be an optimistic person as a 

qualification for being an entrepreneur: 

‘’If you're happy in what you're doing, you're going to come across a lot better, and you're 

going to enjoy what you're doing. Whereas, if you're pessimistic and your outlook on life is 

always doom and gloom, that reflects in your workplace, and that reflects in your job. If you're 

always looking for the negative, turn the negative into a positive. You don't need to be 

negative. I don't ‘get’ people that aren't confident. That's bad of me to say, but I don't ‘get’ 

people who are insecure.’’ 

As well as enterprise being historically male gendered, risk-taking is a feature of enterprise which is 

assumed to be masculine in popular culture. However, evidence suggests that contrary to popular 

belief, whilst women may perceive different risks than men depending on circumstance, they do not 

demonstrate an overall lower propensity for risk-taking than men (Cooper et al., 1988; Nelson, 2014). 

In this group of 40 entrepreneurs, seven women (20%) and two men (40%) described themselves as 

risk takers and three others (one woman and two men) described themselves as taking ‘’managed 

risks’’. Tessa, a female interviewee with a very successful healthcare business (who enjoyed a lunch 

date with Alan Sugar as a result of winning a business and enterprise award), said that an 

entrepreneur needed to be ‘’a person who doesn’t take themselves too seriously. You know, if you do 

it and you fail, so what, big deal’’.  When asked whether she thought she needed to be a risk taker as 

an entrepreneur, she said:  
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‘’To a degree. I mean there are mavericks. A maverick is a fool with money and they will 

eventually lose it and go belly up. They push themselves. So no, Richard Branson, people call 

him a risk taker, but he isn’t really. He takes managed risks.’’   

In this study, the word ‘risk’ was mentioned 159 times in total with 90 references by women and 69 

by men. Bearing in mind that seven times more women than men were interviewed, if women were 

to reference risk to the same degree as men, the word would have been used 483 times. I suggest 

that women may have perceived ‘risk’ to be a less important feature of entrepreneurial endeavour 

than men and this may be because for women there was less risk. Women tended to have smaller 

businesses with fewer employees (34% women: 58% men), were less likely to say they planned to 

grow their businesses (41% women: 63% men) and were less likely to be breadwinners in their 

families (39% women: 78% of men) (see Appendix 1 for graphic representation). For example, in 

terms of financial risk, Georgina and Natalie both spoke about having their husband’s income to fall 

back on and that as solo entrepreneurs they didn’t have the risk of large overhead costs. Regarding 

emotional and reputational risk, Jane claimed her business was like a ‘’toy’’ and if it didn’t succeed 

she felt she could justify this by saying that her children came first so any failure could be related to 

her not having enough time for the business. Conversely, Charles, as the breadwinner in his family, 

was nervous about quitting his day job to take his photography business full-time as he had a young 

child. In line with findings from Cooper et al. (1998) and Nelson (2014) above, risk for these 

entrepreneurs was relative to contextual gendered circumstances. Of course, this can be very 

different in circumstances where the woman is single and the sole provider.   

Another cited feature of entrepreneurial spirit was ambition and looking for stimulation. Several 

respondents talked about ‘not wanting to be bored’ as a motivator to leave their employed job. 

Georgina, who owns a fitness and sports massage business said, ‘‘If you stick with one thing, it does 

get quite boring. I like to look ahead and move on to new things. Maybe that’s my trouble. Can’t be 

happy just doing one thing’’. Grace, who owns a mobile hairdressing business said, ‘’You know, I’m 

not somebody who could not work, even if the financial pressures were off-  it would bore me’’. Laura, 

who runs a financially successful accountancy practice with 27 staff, said the following about her 

inherent ambition: 

‘‘I’ve always been very ambitious. I finished my accountancy qualification while I was working 

at Cardiff council and I just I think probably wanted growth and progression. When I got to the 

end of this secondment project I was on, I was earning double than when I started working as 

a junior and there was nowhere else to go there. It was either just go back to doing your old 

job, which I'd be bored out of my mind doing. In the meantime, I'd kind of already had this 
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idea. Yes. I started tinkering about with it. I was like, well, maybe this is the time to do that. So 

that's what I did.’’ 

Quantitative analysis of 291 respondents looked at entrepreneurial personality by asking all 

respondents to ‘’Think of five adjectives which best describe you?’’. The top 20 responses for men and 

women are shown in Table 6.1 below. Noteworthy are observations that adjectives typically 

associated with entrepreneurial endeavour are expressed by both men and women, for example: 

‘driven’, ‘determined’, ‘hard-working’, ‘ambitious’ and ‘creative’. However, adjectives which are 

typically viewed as ‘female’ in the Bem ‘Sex Role Inventory’ (Bem, 1974) such as ‘caring’, ‘friendly’, 

‘kind’ were found more often in female entrepreneurs and the adjectives ‘focussed’ and ‘resilient’ 

were found in the list for male entrepreneurs but not at all in the list for women entrepreneurs. In 

line with Ahl’s (2006) social constructionist feminism, studies show that contrary to popular 

assumption, actual sex differences in masculine values (such as ‘social status’ and ‘personal success’) 

versus feminine values (such as ‘caring’) are objectively small (Fine, 2017; Schwartz and Rubel, 2005) 

and more disparate within a group than between the means of groups. However, results here seem 

consistent with Lewis’ (2014) findings on ‘relational entrepreneurial femininity’. Lewis contends that 

women entrepreneurs feel compelled to perform a hybrid version of male and female identities and 

that some women entrepreneurs adopt a relational aspect to their identity, believing in ‘feminised 

management’ which pursues collective goals and emphasizes relational interaction and mutual 

empathy. It was notable that even some of the women entrepreneurs who didn’t have children were 

deliberate about describing feminine/caregiving attributes to their personality. Lynn was keen to 

emphasise her ’nurturing side’ in her charity work with animals and said that she had stopped 

wearing trouser suits to work and started wearing dresses and heels as her female mentor had 

advised her, ‘’You’re trying to be the best man in the room, be the best woman. Wear a red dress and 

high heels’’. Laura described how enterprise facilitated her developing her own empathetic work 

culture which supported both her own mental well-being and that of her staff. It may be the case that 

the women entrepreneurs surveyed here were more likely than their male counterparts to actually be 

‘caring’ and ‘friendly’. However, I suggest that many female respondents may have also felt the need 

to compensate for their ‘masculine/ agentic’ entrepreneurial behaviour by additionally emphasising 

their ‘feminine/ communal’ qualities; a gendered phenomenon not expected of men. 
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Table 6.1: Adjectives Men and Women Respondents Used to Describe Themselves 

Adjective- Men 

Respondents 

Number of 

respondents who 

named this adjective 

to describe 

themselves 

Adjective-Women 

Respondents 

Number of 

respondents who 

named this adjective 

to describe 

themselves 

Focused 19 (15%) Determined 33 (20%) 

Driven 16 (13%) Hardworking 31 (18%) 

Determined 15 (12%) Driven 23 (14%) 

Hardworking 12 (10%) Ambitious 22 (13%) 

Confident 10 (8%) Honest 22 (13%) 

Creative 10 (8%) Passionate 20 (12%) 

Ambitious 8 (7%) Caring 18 (11%) 

Honest 8 (7%) Friendly 17 (10%) 

Motivated 7 (6%) Kind 17 (10%) 

Resilient 6 (5%) Creative 15 (9%) 

Passionate 5 (4%) Loyal 15 (9%) 

Positive 4 (3%) Motivated 14 (8%) 

Experienced 4 (3%) Confident 11 (7%) 

Caring 4 (3%) Outgoing 6 (4%) 

Tenacious 3 (3%) Organised 6 (4%) 

Reliable 3 (3%)  Happy 5 (3%) 

Diligent 3 (3%) Reliable 5 (3%) 

Intelligent 3 (3%) Strong 4 (2%) 

Fair 3 (3%) Positive 4 (2%) 

Professional 3 (3%) Optimistic 4 (2%) 

 

Results here show that both women and men discussed entrepreneurial endeavor (and associated 

characteristics such as ‘determined’ and ‘ambitious’) as part of their personal identity but there were 

gender differences in the emphasis of ‘feminised’ forms of expressions such as ‘caring’, ‘friendly’ and 

‘kind’. I suggest that the energy that goes into the creation of feminised entrepreneurial identities 

and the performance of them, influences the authenticity well-being of women entrepreneurs. 

Beauvoir, in The Second Sex (1949), positions the energy that women writers spend on ‘othering’ as a 

reason for their lack of comparative success to men in that field. She claims that women arrive out of 
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breath at the same point where men create their masterpieces. The following sections describe the 

tensions surrounding women’s ‘othering’ identity work within enterprise, their varied (and in several 

cases uneasy) relationship with the ‘mumpreneur’ construct and the impact on women’s confidence 

of their not feeling like they ‘belong’ in enterprise.   

6.4 Constructing a ‘Mumpreneur’ Versus ‘Entrepreneur’ Identity 

As well as ‘relational entrepreneurial femininities’ in enterprise, another strategy women have 

employed to overcome the challenge of a profession traditionally construed as male (Marlow, 2014; 

2020) is to construct ‘mumpreneur’ identities (Ekinsmyth, 2011). Ekinsmyth (2013) describes a 

mumpreneur as a woman who has configured her business around caring for her children. She 

explains that as an activity, ‘mumpreneur’ may confer: 1) an identity, 2) a business practice or 3) a 

product qualification (for example, a childcare-centred product which women are qualified to sell 

because they are mothers). Ekinsmyth finds that the dualism of the mumpreneur identity at once 

delivers a helpful construct which takes the masculine out of entrepreneur but which may also 

enforce negative stereotypes by positioning women entrepreneurs as ‘other’. Indeed, she asserts that 

the ‘’paradoxical and concurrent fetishisation and trivialisation of motherhood presents an enduring 

problem to the mother entrepreneur’’ (Ekinsmyth, 2014, pp. 1243). Women are compelled to be good 

mothers but not financially rewarded for doing so. Depending on the perception of the individual 

actor, this effort to merge conflicting identities as ‘mother’ and ‘entrepreneur’ is problematic not only 

to women’s financial autonomy but to their authentic eudaimonic well-being since society both 

belittles and reveres motherhood. 

Tension between mothering and enterprising domains was evident in qualitative analysis with the 

word ‘guilt’ being mentioned 33 times by women, and seven women speaking at length about feeling 

guilty that they were ‘’never doing anything properly’’ due to struggles balancing work outside and 

inside the home. None of the five men interviewed mentioned the word ‘guilt’. Amelia, an architect 

with three young children and her own business practice with eight staff, explained how she felt 

guilty about taking ‘me time’: ‘’Because we’re so martyr-y aren’t we, women?  It’s just horrendous’’. 

Amelia spoke about the tensions of society’s expectations for women to prioritise caregiving and 

additionally engage in paid employment: 

‘’The world still expects us to do all the mum things and if we want to fit work in around all 

those things, go fill your boots…’’.  

Amelia said that in her experience, society made women feel that they were not doing anything 

‘right’. Notably, Laura, an accountant with her own practice and 27 staff and no children, spoke very 

differently about the ‘me time’ she took to do things for herself such as beauty appointments. She 
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felt she worked hard and therefore deserved this time. The feeling of guilt which several 

entrepreneurs who were mothers described (where they ‘should’ be in two places at once), was not 

an issue for Laura.    

Women who give primacy to their mothering identities may find the mumpreneur construct 

beneficial to entrepreneurial well-being and a positive disruptive force. They may relish the 

opportunity both to ‘do it their way’ and to gain support from like-minded individuals within the 

mumpreneur community: a sense of identity, legitimacy and social cohesion (Ekinsmyth, 2014). 

Conversely, those who experience more congruence with an entrepreneurial identity than a 

mothering identity may face dissonance if, for example, they find themselves assuming primary 

responsibility for caregiving duties based on what is expected of their gender role when they would 

prefer to be working on their business venture. Thompson and Bunderson (2001) explain that when 

multiple roles are performed, actors tend to assure an ‘anchor’ identity role which represents the role 

which is most important to them: I offer this as an explanation for the differing identity perspectives 

of those women who identified as mumpreneurs versus those who did not. Corresponding with 

Ekinsmyth’s findings (2014), this study similarly found considerable divergence in female respondents 

viewing the mumpreneur identity as emancipatory, ‘’Doing it on my own terms’’ or limiting, ‘’I don’t 

think we should be patronising ourselves’’. In the case of the 35 women interviewed, 11 actively 

disliked the term ‘mumpreneur’, four actively identified with it, two had never heard of the term and 

the others were ambivalent.   

Although the majority of interviewees were ambivalent about the term mumpreneur: ‘’I kind of don’t 

mind that term… Would I call myself that? No, it’s just not the language I would use’’, the 11 

interviewees who actively did not identify with the term mumpreneur, were emphatic in their 

protestations, calling it ‘’belittling’’ and ‘’derogatory’’, like ‘’someone making sweetie cones they can 

sell on Ebay’’. Some physically recoiled and said, ‘’Ugh, God, no!’’, ‘‘I hate it with a passion’’ or 

‘’Makes me shudder with horror’’. There seemed to be a sentiment that those participating in 

mumpreneur identities were de-legitimising the position of women entrepreneurs by focusing a work 

identity around motherhood. Gloria, who runs a large baby swimming franchise operation which she 

started after becoming a parent for the third time, said the following:  

‘’I have never liked it [the term mumpreneur]. We get invited to all sorts of things because we 

are a very female-orientated business and we only have one male franchisee. I have been to 

some brilliant female entrepreneur events and I have also been to some really embarrassing 

ones where people are congratulating each other on, you know, you are successful despite 

being a mum, despite being a woman. It’s like, I don’t think we should be patronising 



 
 

136  

ourselves. And mumpreneur for me means- you know I am running a big business, I am not 

making curtains.’’  

Gloria started a mum-and-baby centered business to fit in around her own childcare needs so 

theoretically fits within Ekinsmyth’s definition of mumpreneur (2013). However, she clearly doesn’t 

identify in this way and was keen to distance herself from ‘female’ pursuits (curtain-making) as 

antithetical to enterprise. She seemed to feel that the mumpreneur label tainted her own position as 

a successful entrepreneur.  

Anna, who left her corporate job to start an online marketing agency, expressed her considerable 

aversion to the term (‘’I hate it’’) on the basis that she didn’t feel it necessary; because no-one says 

‘dadpreneur’. Two others concurred with the dadpreneur argument. Anna did not think it was helpful 

for women to get extra credit just for being mothers too. (Although, of course, the definition of the 

term ‘mumpreneur’ can incorporate fathers (Ekinsmyth, 2014)). Anna had two children and eight staff 

and described having equitable domestic and caregiving arrangements with her husband. She used an 

analogy with International Women’s Day, which she did not like either, because ‘’like, when is 

International Men’s Day?’’. Anna said she felt that positive discrimination harms women and she did 

not like people drawing attention to women as different. This is a form of ‘gender denial’ 

(Broadbridge and Simpson, 2011); the insistence that opportunities for women are the same as those 

for men. Of interest, is that there is a peak of Google searches for the phrase, ‘’When is International 

Men’s Day?’’ on International Women’s Day (Valens, 2018): Anna isn’t the only person with this 

opinion. However, my perception at interview of Anna’s aversion to ‘women’ being singled out, 

stemmed not necessarily from gender blindness but from an innate desire to be treated as a ‘person’ 

or ‘business owner’ rather than a ‘woman’. Her stance on the term seemed to come from a 

postfeminist positioning, but she was vehemently defensive of women’s capabilities and expressed 

how unhelpful she felt this ‘othering’ narrative was to women. 

In contrast to the 11 interviewees who didn’t identify with the term, four women positively identified 

with the mumpreneur term, reflecting their anchor role (Thompson and Bunderson, 2001) in the 

home. For instance, Amelia, who has three children and a successful architect practice with eight staff 

said:  

Giselle: ‘’What does that word [mumpreneur] mean to you?’’ 

Amelia: ‘’No, I think that’s great.  I think that’s probably more fitting of me than entrepreneur, 

because -‘’ 

Giselle: ‘’Why?’’ 
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Amelia: ‘’Real entrepreneurs are so headlong into it they haven’t got time to be a parent as 

well perhaps, and I’m probably thinking of a man there. That’s wrong isn’t it?  But if I said 

mumpreneur, I’m trying to do lots of things and I’m doing them all right, but I don’t feel like 

an entrepreneur.’’ 

It is interesting that Amelia claims an affinity around the term mumpreneur but also seems conflicted 

and apologetic ‘’That’s wrong, isn’t it?’’ as if she may be a ‘bad feminist’ for correlating men with 

‘entrepreneurship’ and women with ‘mumpreneurship’. Kate also described identifying with the 

mumpreneur term; as a solo-entrepreneur who worked from home with a husband who worked 

away, she described herself as ‘’effectively a married, single-mum’’. Consequently, she positively 

identified with the term mumpreneur as she felt it gave her a status and the extra credit she deserved 

for ‘doing it all’: 

 Kate: ‘‘I guess the idea of a mumpreneur, I just think: ‘Go mums!’. Because you know, they've 

made the time. I think it's harder. It's harder to do. And there's benefits because they get to fit 

their work around their life and their family.’’  

Giselle: ‘’Yes. And that would be your definition of mumpreneur is that they're basically fitting 

their work around their family? Not the other way around? Why do you say that?’’ 

Kate: ‘’Because you’ve kind of got to, haven’t you? Because you've got to. Because that's 

where it will always fall. The responsibility [for the family] will always fall on mum.’’ 

Of further interest is the entrepreneur identity itself: 22 respondents specifically stated that they 

would not call themselves an entrepreneur, but instead their work identity was as a business owner 

or their profession (for example, accountant). A gendered division was found in those who were 

comfortable to actively claim the term entrepreneur. Three out of five men interviewed identified as 

entrepreneurs (60%) but notably only three out of 35 women (9%) which I suggest recognises the 

entrepreneur identity construction as ‘male’. Susie, who had a young baby and ran her psychotherapy 

counselling practice from home, said that she perceived the word mumpreneur to have ‘’feminine 

energy’’ and entrepreneur to have ‘‘masculine energy’’ which was ‘’why she probably didn’t identify 

with that term [entrepreneur]’’. 

Conversely, Jack, the male e-commerce millionaire, actively identifies with the term entrepreneur and 

uses this as his job description on both his business LinkedIn and personal WhatsApp profile: 

Jack: ‘’I would probably have to describe myself as an entrepreneur, yeah. A serial 

entrepreneur who has too many ideas!’’ 

Giselle: ‘’So, what is an entrepreneur?’’ 
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Jack: ‘’An entrepreneur to me is someone who has too many ideas. I was going to say slightly 

attention deficit disorder, likes looking at different things, likes getting involved in things they 

are passionate about and watching stuff grow actually. So, I think entrepreneur is actually 

different for different people but for me it is about coming up with an idea and making it 

happen. It is making it happen and making it grow.’’     

Sharon did a business degree at university and owns a coffee machine business employing 18 staff. 

She said she always wanted to work for herself and her father was her role model. She referred to her 

father an entrepreneur during the course of the interview but, when asked whether she would call 

herself an entrepreneur, she recoiled and said that she didn’t see herself in that way. She said she 

called her father an entrepreneur because ‘’status is important to him’’ but that she would never walk 

into her office and ‘’be like, I’m ‘’THE ENTREPRENEUR’’’. She said hierarchy wasn’t important to her; 

what was more important was that her family were happy and her staff were happy. For many of the 

women entrepreneurs, there was a modesty element to not saying they were entrepreneurs; women 

did not want to brag about their accomplishments. There was some consensus that entrepreneurship 

carried cachet and status and women said it would be perceived as socially unacceptable for them to 

claim this title. Jenny, who runs a large children’s nursery with 35 staff members said she still doesn’t 

like calling herself ‘Director’: ‘’I don’t talk myself up too much in that sense’’. Gloria, despite running a 

highly successful business with 60 franchisees and 300 staff expressed the sentiment that to call 

herself an entrepreneur would be above her station or feel like bragging:  

‘‘My dad calls me an entrepreneur to people that he meets [but] in our British society to call 

yourself an entrepreneur is to say that you are like a multimillionaire when I’m not, you know. 

It is like saying I’m massively successful’’. 

I suggest that the three out of 35 women interviewed who said they did identify with the term 

entrepreneur had specific circumstances for feeling able to do so. The first owned a consultancy with 

eight staff and had no children. She said that in terms of her life priorities, her business came first and 

her dogs and work with animal charities next; for her, work was a significant raison d’etre. The second 

woman was the breadwinner in her family and claimed that enterprise was just in her DNA; her father 

was her role model and she knew she was good at sales and marketing. The third was an immigrant 

from India who had constructed a specific identity around not being like women she knew in India 

who were dependent on their husbands. For her, being an entrepreneur conferred status and was 

symbolic of her new life in England and her independence:  

Shazia: ‘’I just want to be independent…I want to have my own identity. I want my kids to look 

upon me that, ‘if mum can set up a business, why can’t we go there?’ … I just want to stand 
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for myself. Enjoy my life the way I wanted, just don’t want to be dependent like back home in 

India. Obviously, most of the ladies are still not working, they are housewives. They’re 

dependent on their husband which I didn’t want.’’  

It is instructive to see this circumstance of cultural difference between Shazia’s relationship to 

enterprise as a cachet to be embraced versus the predominant view of middle-class British women 

who were inhibited by modesty. This aligns with research from the Global Entrepreneurship Monitor 

presented in the literature review which finds that women in factor driven economies are more likely 

to see themselves as entrepreneurs than those in the Global North (GEM, 2018/19).  Even if UK 

women start businesses under the more acceptable guise of ‘business owner’ or ‘mumpreneur’ in 

deference to the entrepreneur identity, this reticence on behalf of women to identify with business 

success, financial success and leadership is evident, and I contend, socially constructed. 

6.5 Confidence 

The literature review finds that confidence in enterprise is gendered; with women entrepreneurs less 

confident than men (Snowball, 2017), a position confirmed by the results of this thesis. Here, women 

entrepreneurs surveyed were statistically significantly:  

1) more likely to cite confidence as a barrier to starting their business (23% women: 8% men) 

2) less likely to say they wouldn’t be deterred from growing their business due to fear of failure 

(82% men: 69% women)  

3) less likely to have plans to grow their business by 6 or more employees in the next five years 

(63% men: 41% women) 

4) less likely to start a business with no qualifications (7% of men: 1% of women). (See Appendix 

1 for full pictorial representation). 

 

I contend that women’s conflicting identifies between the productive and reproductive realms affects 

their confidence. Caroline says the following about women’s identities as entrepreneurs:  

‘’I think we just don’t really see ourselves in that way. I think we think of ourselves as mums 

first and we don’t have the confidence to think: ‘I can do this and there is no reason that I 

can’t’.’’ 

Geoff sounded more confident about his business venture, he said he had an internal belief in his 

ability and his wife also perceived him to be confident:   



 
 

140  

‘’So, I think I do have a very positive outlook, and always believed that anything was possible. 

And my wife always accuses me of just having the confidence that I could do anything. It feels 

like an accusation, rather than a compliment! But she does say that to me a lot’’.   

Kate explained how important feedback from her husband and family was to her confidence in her 

events business which she and her sister had conceived. Both she and her sister were excited about 

the idea but were nervous about what their family would think: ‘’Are they going to think it's rubbish?! 

Are they going to think: 'Have you really got the time, girls?’’’. Kate said her father wasn’t very helpful 

as he just didn’t understand the concept they were selling but that her sister’s husband was positive 

and his confirmation of support was a significant factor in giving them the confidence to go ahead.  

Similar to Kate, Danielle describes the fact that she wouldn’t have had the confidence to go ahead 

with her venture without the support of her husband. Despite being a successful marketing 

professional before setting up her own venture, she said she was underconfident when it came to 

business and had a low perception of her ability to succeed in enterprise. She described being fully 

confident as a mother; she said that motherhood was something she had always wanted and 

dreamed about since she was a little girl. But she said it was really her husband’s ambition to work for 

himself. She had gone along with it mainly because of the flexibility it would give her to provide 

caregiving for their children rather than it particularly feeling like her own congruent dream or 

ambition.  

In addition to some women inherently perceiving themselves primarily as mothers and not as 

entrepreneurs, sexism experienced in the workplace is also damaging to some women’s confidence in 

their abilities. Results from a survey of more than 500 entrepreneurs by the All Party Parliamentary 

Group for Entrepreneurship found that more than 30% of women found their gender hindered them 

in starting or scaling their business (compared with 1% of men) (Byrne and Malhotra, 2018). Both 

Lynn and Laura worked in male dominated industries and had experienced friction with men in these 

industries. Lynn, who owns a health and safety consultancy with six staff and has several clients in the 

construction industry, explained how she makes an effort to downplay or ignore most of the sexist 

comments made to her. She said she works hard to get people on her side, she ‘’kills them with 

kindness’’ and has learned over the years how to handle things. In her experience, incidents of sexism 

were similar whether employed or self-employed; it was just the landscape of the industry in which 

she worked.  At her previous employed job, ‘’there was no-one to complain to there’’ as it was ‘’full of 

blokes’’ and would be ‘’the end of your career’’. She described a situation where she and one other 

female colleague had to contend with naked pictures of women on the walls in their portacabin 

workspace. Her colleague responded by complaining (which Lynn said wasn’t effective) and Lynn 

responded by saying nothing but putting up her own pictures of naked men. She said the men ripped 
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her pictures off the walls immediately (which again she didn’t respond to) but within two weeks they 

had taken their own pictures down as well. She said most of the time she tried to ignore it but now 

and again the lack of respect for her position would bother her:  

‘’I got mansplained to by an ex-fire officer the other day, who explained to me that if there's a 

hole between bits in a building a fire can go through that hole. I was like, ‘No shit, really?  

Gosh. So, you think we should do compartmentation survey then?’ And he was like, ‘Oh, well, 

yeah’.’’ 

Laura, who owns an accounting practice with 27 staff said when she started her business in her late 

twenties she found people consistently underestimating her, she felt that it was not just because she 

was young but was also because she was a woman: 

‘’I'm pretty certain men who start accountancy firms don’t get asked if they work for their 

dad, and they don't get asked if they're the PA as well. I'm also pretty sure the creepy old men 

don't hit on them as often at networking events, that's probably a thing. I think as a woman 

you have to smile and nod a lot more.’’ 

Shazia, who runs a catering company, described a lack of confidence about being the ‘only Asian 

woman in the room’, a finding which testifies to the intersectional nature of barriers of gender and 

ethnicity. She attended a large networking event of 80 people where women were in the minority 

and she was one of only two Asian people in the room. She said she thinks other people do not pay 

attention but ‘’you notice it though’’ and it was ‘’damn hard’’ to walk in the room:   

‘‘All I can see was these men, one was tilers and one was fitters. Only two women in the whole 

room of 80 people. My heart came out of my mouth. And I was the Asian one and there was 

one Asian man there too and he looked at me thinking, ‘’Oh, what are you coming to do?’’ 

and Asian men thought, ‘’Oh, Asian woman all they know is how to cook and clean’’. Then [I] 

had to present in front of them all- I was shaking, I did mess up because I was very nervous- I 

have never done this before- all suited and booted accountants and lawyers and thinking they 

are above women. Then the guy next to me said ‘You’ve done really well’ and another guy 

spoke up and said, ‘’This lady, I have eaten her food and it is so good- I was at xyz event and 

you were so busy’’. And because of what he said, everyone else’s attitude changed towards 

me and I will never forget that.’’  

In Kate, Danielle and Shazia’s cases their feelings of legitimacy in business seemed to depend on 

approval from a man. The fact that women do not ‘see’ themselves as entrepreneurs is damaging to 

their confidence in that space and the identity work they need to do to acquire legitimacy here is 

effortful.  
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6.6 Identity Work 

As detailed in the literature review, Drencheva (2019) describes women entrepreneurs’ identity work 

as their ‘’reflexive efforts to create a coherent sense of self that is accepted as legitimate within the 

various environments they encounter in response to multiple (and potentially conflicting) roles, scripts 

and subjects in both work and non-work domains’’ (Drencheva, 2019 pp. 288). Drencheva (2019) 

claims that identity work enhances both the hedonic and eudaimonic well-being of women 

entrepreneurs by providing a coping mechanism for women to deal with the dissonance and 

conflicting identities they experience (thus increasing hedonic well-being) and by enabling an 

expression of their inherent identities across a variety of domains thus engendering authenticity 

(eudaimonic well-being). What follows here is evidence of the conflicting tensions women 

entrepreneurs experience in relation to their performance in the traditionally-construed ‘masculine’ 

pursuit of enterprise and a depiction of the identity work they perform in this regard.  

 

Lynn runs a successful health and safety management consultancy in the construction industry with 

six staff. In the previous section, she recounted advice from her female mentor who urged her to stop 

trying to be the ‘best man’ in the room and to instead try to be the ‘best woman’. Her mentor told 

her to stop wearing pant suits and to start wearing dresses with bold colours (red, blue, yellow) and 

high heels which would emphasise her femininity and difference. She advised her to stop apologising 

for what she was about to say before she spoke and to take more command of meetings. Lynn 

remarked on the benefits of this advice: 

 

‘‘And those two things she said to me transformed the way I deal with executive boards. I no 

longer apologise for anything I have to say. I don’t wait always for my opinion to be heard. I 

don’t try to be butch or male, or know the most about construction, or be the best surveyor in 

the room anymore at all. I am very clear about what my skill set is and what I’m bringing to 

the conversation, and it’s different to what the men are bringing.’’  

Lynn elaborates that this behaviour has transformed her relationships positively at executive level but 

that it has made her ‘’less comfortable for the men at manager level’’, because she now panders less 

to their egos. This behaviour is approved by executive-level men who are looking for ‘’strength’’ but 

not by management-level men who are looking for ‘’reassurance’’. Lynn also described her 

relationships with other women in the industry (which is approximately 80% men and 20% women) 

and how she has had both negative experiences of women who wanted to be the only woman in the 

room and threatened by another strong woman, and positive experiences (which she said were more 

common nowadays) of women who ‘’pulled me up behind them’’ and provided mentoring. These 
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gender contortions require work, thought and energy. However, Lynn claimed a sense of 

achievement in her newly constructed persona and claimed benefit from the camaraderie she felt 

with like-minded women.  

Tajfel’s (1982) ‘Social Identity’ theory is salient here as it claims that the social groups people belong 

to create an important source of pride and self-esteem: being part of the ‘in-group’ creates a satisfied 

social identity and the ‘out-group’ a dissatisfied one and feelings of dissonance. In contrast to men 

entrepreneurs, women entrepreneurs were found here to expend greater energy on these identity 

constructions as they were more likely to be trying to do ‘feminine’ in the world of enterprise which is 

construed as ‘masculine’. Sharon explains her feeling at times of social isolation from other women:  

Sharon: ‘’Nobody quite gets you fully do they? Nobody understands. And also- ‘’ 

Giselle: ‘’Who’s nobody?’’ 

Sharon: ‘’Friends. Women friends who aren’t in the same position I suppose. You can’t really 

establish relationships with the people that you work with in the same way…No, they’re not 

friends. You can’t befriend them. You’re there to lead them, they are there to follow your- 

follow what you want them to do or what you need them to do in order to, you know, for the 

business to be successful or to run, but generally speaking, no. You are on your own. You are- I 

do feel alone but I’m all right with that. I’m OK with that.’’ 

Shazia remarked on this concept too: ‘’Women can be enemies of women. When you do well, not 

everyone is happy for you, are they?’’. In particular, the circumstance of leadership can be isolating 

for women entrepreneurs who may find themselves alone at the top of an organization and 

additionally isolated from women who primarily identify as mothers. Tensions also exist within 

families in terms of the caregiver/ mother and breadwinner/ father gender roles. Nadia explained 

that there had been friction between her and her husband when her business became successful: 

‘’Well, it's definitely changed and we're evening-out now but probably over the last 12 months, it 

was a struggle in order for us to try and find a happy medium again. At first it was great because 

it was extra money for the family- for nice things, holidays, building a house etc.. However, when 

it sunk in that I was earning as much as him, he did not like it. He started to feel like he wasn't in 

control, I suppose, anymore…It's not a normal thing, I suppose, in society with his friends, maybe.’’ 

Gloria had a similar problem; when her baby swimming franchise grew into a large, successful 

operation it enabled her husband to quit his job and join her and her business partner. However the 

gender dynamic proved fractious, ‘emasculating’ her husband. In the quote below, even Gloria is not 

certain whether to call the business ‘my business’ or ‘our business’: 
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‘’But the gender thing, even though [name of husband] did work, does work, in my- our business, 

he would definitely say it emasculated him. Because I had a business partner as well [who was 

female], he had to work for us, he felt like he worked for us.’’  

Gash and Plagnol (2020) cite evidence from the UK Household Longitudinal Study that men’s life 

satisfaction increases when they earn proportionally more than their wives but this effect was not 

found for women, whose life satisfaction was not impacted by earning proportionally more than their 

husbands. This is in line with the assertions of Eagly and Wood (1999) and Akerlof and Kranton 

(2000)’s regarding the pull of gender identity roles and men as breadwinners in their families.  

Gloria described a book she had received for Christmas titled, How to be Successful Without Hurting a 

Man’s Feelings. She called it ‘’hilarious’’ as she said it reflected her own experience. She described 

women as needing to change their pattern of speech when speaking to men so as not to offend them. 

Gloria claimed that men could speak using direct language without causing offence but that women 

needed to soften their approach particularly when speaking with men. She said women needed to 

use more qualifying and humble language so that men did not feel they were being told what to do 

and in her experience this was the best way to get ‘buy-in’ from men at work. With her husband, 

Gloria described finding herself saying ‘‘thank you’’ for loading the dishwasher and then wondering 

‘’why do I need to do that?’’ as her husband wouldn’t thank her for doing the same domestic task.  

Cora also performed gender identity work within the home and explained that her husband comes 

from a traditional household. Both his mother and her mother think it is ‘’disgusting that I make him 

do the school run’’. She said she ignores this because although she and her husband now have a 

relatively equitable split of domestic labour between them, it hadn’t always been that way and it had 

taken significant effort to change this dynamic. Cora laid the blame on the initial setting up of 

gendered expectations when the hospital ‘’kicks the dads out’’ and mothers therefore become 

‘‘better at changing nappies, better at feeding and stuff’’ with the resultant effect of mothers as 

‘‘default parent’’. A few months after her son was born, Cora had driven herself to the brink of 

exhaustion from the trauma of childbirth, lack of sleep and time to care for herself and became very 

physically ill. She said something ‘’had to give’’ and it was only then that she started to insist her 

husband did one day-a-week childcare with their son to let her sleep in. She said that he was very 

grumpy about this at first which wasn’t pleasant. However, things changed significantly when her 

husband started working from home and Cora had a home birth with their second child which helped 

the bonding process between her husband and daughter substantially, ‘‘He was the first one to bath 

her’’ and lastingly, ‘’It totally changed the dynamic on it’’.  
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In line with Drencheva (2019), women were found in this study to perform gender identity work not 

only around their performance at work as entrepreneurs but around their performance at home as 

wives and mothers.  

6.7 Role Models 

Role models have been found to be a key factor to encourage more women into business (Sproul et 

al., 2016; Rose, 2019). Role models are defined as ‘’individuals whose behaviours, personal styles, and 

specific attributes are emulated by others’’ (Shapiro et al., 1978, pp. 52) and they play an important 

role in identity construction (Sealy and Singh, 2009). Hess’s ‘Imprinting Theory’ (1959) determines 

that the early experiences of humans have a significant impact on their later behaviour. Ferriani et al. 

(2009) relate imprinting to entrepreneurs and claim that entrepreneurs’ education, work experience 

and social networks impact their behaviour and choices. Le Loarne-Lemaire (2019) relates imprinting 

to women entrepreneurs and claims that education, social capital and gender impact women 

entrepreneurs’ behaviour. Here, I also adapt Hess’s (1959) ‘Imprinting Theory’; to women 

entrepreneur role models and claim that early role modelling impacts women’s identity, subsequent 

choices and therefore well-being. I assert that if women can see someone they admire pursuing 

entrepreneurship, they are more inclined to do so and to feel their expressed identities as congruent 

to their sense of self, thereby increasing well-being. 

Eleven out of 40 entrepreneurs (one of the men and 10 women) cited their fathers as their mentors 

and five female interviewees cited strong female influences. Laura, who described her accounting 

practice as ‘female forward’ and was confident with her business successes, referenced her aunt as 

her role model:  

‘’She was an amazing woman… before she died she was Lord Mayor in her town and stuff like 

that… she was a feminist… she used to say, ‘’darling, you’re not being stubborn if you’re 

right’’.’’ 

Lacey cited her grandmother as the influence for her inner strength and confidence: 

Lacey: ‘‘My Nana was a very, very confident lady. Her husband died when her children were 

very young. She had nine children to bring up and [had to] work at the same time, [to] put 

food on the table. And she was in the same thing, that she's going to do this and she's going 

to do it for her children. And no-one's going to get in her way.’’  

Giselle: ‘’What did she do?’’ 

Lacey: ‘’She did everything. She sewed blankets at night until 12 o'clock. She had a sewing 

machine. She used to do work in pubs, cook[ing], guest houses, shops.’’ 
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Lacey described her own identity and role as the breadwinner for her family. She said her husband 

and daughter were the most important things in her life, she saw herself as strong and outspoken and 

spoke emotively about a time early in her marriage when they thought they may lose their house 

because interest rates had gone up to 15% and her husband was made redundant: 

 

‘‘I was pregnant at the time and I thought, I don't know how we're going to survive. And I 

think something just kicked me up the backside and said, well, I've got a job. So, I'm going to 

have to be the breadwinner. I'm going to have to provide for the family, and I'm not going to 

let this beat me.’’ 

 

Lacey’s language and sentiments reflected those of her strong-minded grandmother when it came to 

financially providing for her family.  

Other women described their fathers as positive role models in terms of creating an enterprise and 

knowing that it could be done. Rachel said that being enterprising was just something that was in her 

family as her father and several of the people where she grew up in the Lake District were self-

employed. Susie said that both her biological father and step-father were entrepreneurs so she thinks 

it was just a ‘‘drip, drip, drip belief system’’ that she was given all her life. Sharon explained that her 

father was an entrepreneur and influenced her beliefs about her capabilities in business and her 

mother was not in her life to a great extent so she didn’t identify with her as a role model.  

Conversely, Anna, who left a high-profile corporate job as a management consultant to run her own 

business, cited a lack of female role models in her employed role as a reason for starting her own 

business after she had children: ‘‘There was just no role model above me who made it work’’. She said 

the women above her at work would find their careers stalled once they became parents and she 

would look at them and think: ‘‘You used to be so good, and now you're telling me that you're just 

doing this. It just sounds so dull, so boring’’. Lynn, who runs a health and safety consultancy 

confirmed how important female role models were to her: ‘‘I do not think you can be mentored by a 

man because it’s another woman who understands what it takes to be a great woman in business. 

Rather than just to be great in business, there’s a different dimension to it’’.  

I suggest that Hess’s (1959) ‘Imprinting Theory’ applies here to early parental role models (such as the 

fathers, mothers and aunts described above) in terms of how women entrepreneurs identify. The 

impact of witnessing enterprise as a worthwhile and achievable endeavour was consequential for the 

choices these women made not only to become entrepreneurs but how congruent this was to their 

sense of self. Both Laura and Lacey, who exuded confidence in their interviews, impressed as having 
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formed entrepreneurial identities from strong female role models from which they gained comfort. 

These role models were key to their belief that they deserved a seat at the enterprise table.  

6.8 Summary 

The literature review suggests that a sense of authentic identity at work is important for well-being 

(Baron, 2010; Karelaia et al., 2020; Menard and Brunet, 2011; Metin et al., 2016; van den Bosch and 

Taris, 2014) and evidence was presented here of enterprise providing the opportunity for both 

women and men to experience an expression of themselves through their work via a creative identity 

or a feeling of congruence with the business of enterprise itself (‘‘I always wanted to work for 

myself’’).  

However, in this historically masculine endeavour of entrepreneurial pursuit, women currently face 

tensions when it comes to their identity expression: they walk a tightrope between expressing 

‘agentic/masculine’ behaviours and ‘communal/ feminine’ ones. For instance, Lynn and Rachel 

offered qualifying explanations for their passion for their businesses (keen to assure they had 

nurturing aspects to their characters). Women questionnaire respondents described themselves in 

ways which were enterprising (‘determined’, ‘hard-working’, ‘ambitious’) but additionally ‘feminine’ 

(‘kind’, ‘caring’, ‘loyal’). Those such as Jenny and Sharon, expressed modesty around their leadership 

positions (‘‘I’m in charge, but it is not like, you know, I’m ‘THE ENTREPRENEUR’’’). Lynn went to great 

lengths to embody Lewis’s entrepreneurial femininity by changing her style to ‘’red dresses, blue 

dresses, yellow dresses’’ in order to behave like the ‘‘best woman’’ in the room rather than the ‘’best 

man’’. Identity work was also required inside the home when reconciling domestic roles with 

partners; two women entrepreneurs reported their husbands feeling disenfranchised with the 

circumstances of their wives’ financial success. 

Perceptions of traditional gender roles and experiences of sexism were found to affect women’s 

confidence as entrepreneurs. In quantitative analysis, women entrepreneurs were found to be 

statistically significantly less confident than men. However, despite the dissonance that women 

described and the energy involved with identity work carried out to alleviate these feelings, women in 

this study were found to have only descriptive differences in the degree of authenticity well-being 

(68% women and 76% men surveyed reported positive responses) and not statistically significant 

ones. I suggest that an ‘Enrichment Perspective’ (Rothbard and Dumas, 2006; Sieber,1974) may 

explain why the quantitative results of this study showed no significant gender difference in 

authenticity well-being as despite the cognitive dissonance reported by women entrepreneurs and 

the undoubted energy expenditure required to construct their entrepreneurial identities, women 

may benefit from the enactment of multiple identities. The literature suggests that women 

experience greater well-being while doing paid work rather than unpaid domestic work (Boye, 2009; 
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Gregory and Connelly, 2008) and whilst their constrained choices around hours of work (see previous 

chapter) or tensions relating to identity expression (see above) may pose challenges, being 

multidimensional poses benefits to well-being because if things aren’t going well in one area of life, 

they are buffered by another.  

For those with positive role models who actively internalise and feel the entrepreneurial identity is 

congruent to them, there are undoubted well-being benefits for their expression of self. Increased 

visibility of role models is often recommended as a solution to increase women’s enterprise 

participation (Jarvis and Denham, 2018; Rose, 2019). For those who don’t identify with 

‘entrepreneur’, they may nevertheless receive well-being benefits either by virtue of the pursuit of a 

creative identity aligned with their sense of self or through a ‘mumpreneur’ identity aligned with 

traditional gender roles. All of these options are employed by women entrepreneurs seeking a 

congruent entrepreneurial identity and whilst women experience tensions around their identity 

construction, evidence here suggests, in line with Drencheva (2019) and using Rothbard and Dumas’ 

(2006) ‘Enrichment Perspective’, that women still experience the well-being benefit of authenticity in 

enterprise.  
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CHAPTER 7 Meaning: The Role of Gender and Circumstance 

‘’I think, as humans, we are all programmed to want to DO and to achieve.’’  

Georgina (owns a fitness and sports massage business)  

 

‘’I do this stuff because it makes me feel like I am contributing to the world.’’ 

 Susie (owns a home-based counselling practice)   

 

Stephan et al. (2020) describe meaningfulness at work as ‘‘the experience of work as personally 

enriching and useful’’ (Stephan et al., 2020, pp. 6) and confirm ‘meaning’ as a significant facet of 

entrepreneurial well-being. In this study, quantitative analysis of 291 questionnaires showed that 86% 

of respondents reported experiencing meaning through their work as entrepreneurs (compared with 

80% who reported autonomy, 72% authenticity and 83% engagement). Furthermore, words spoken 

about meaning were calculated from qualitative interviews conducted and 29,360 words were 

spoken about meaning (compared with 42,117 spoken about autonomy, 33,478 authenticity and 

20,584 engagement). This positions ‘meaning’ strongly as a facet of entrepreneurial well-being and 

supports findings from Stephan et al. (2020) regarding meaning as a substantial determinant of 

entrepreneurial well-being.   

Lepisto and Pratt (2017) distinguish two elements of meaningful work: ‘realisation’ and ‘justification’. 

‘Realisation’ relates to ‘‘being or becoming fully expressed and realized in one’s work’’ (Lepisto and 

Pratt, 2017, pp. 106) which can be related to an actor’s personal identity (‘meaning’ is said to be a 

partial mediator of the relationship between authenticity and well-being for entrepreneurs (Menard 

and Brunet, 2011; Lips-Wiersma and Morris, 2009)). The ‘justification’ perspective relates more to 

altruism and the worthiness of work which can encompass elements such as social enterprise or 

developing and helping others. These two elements of meaningful work as described by Lepisto and 

Pratt (2017) are used here as they coincide well with findings from this study. Thematic coding 

identified two specific elements of meaning and termed them ‘purpose’ (similar to Lepisto and Pratt’s 

(2017) ‘realisation’) and ‘altruism’ (similar to Lepisto and Pratt’s (2017) ‘justification’).  

The two sections which follow provide evidence of these two elements of eudaimonic well-being 

(‘purpose’ and ‘altruism’) in the experiences of entrepreneurs in this study. Further, the gendered 

nature of experiencing meaning in entrepreneurial endeavour is examined: I suggest that the ability 

to find meaning through work is a universal facet of well-being as quantitative assessment found 

meaning at work to be experienced equally by both genders (86% of men and 86% of women in the 

questionnaire responded positively to experiencing meaning at work). However, qualitative 

examination reported a nuanced gendered disparity in the language employed to speak about 
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‘purpose’ as it related to women’s confidence in enterprise. Some women described their work as 

entrepreneurs contributing to their ‘self-worth’ and ‘self-esteem’, whereas men in this sample did not 

used these adjectives but were inclined to use a more confident language which spoke about 

‘achievement’. Further, women were found to place particular gendered emphasis on the ‘altruism’ 

element of meaning in enterprise. Relating to traditional gender roles, I explore the possibility below 

that men are socialised as ‘providers’ and therefore value more achievement-driven indicators of 

meaning whilst women’s traditional ‘caregiving’ role finds they place greater emphasis on altruistic 

pursuits. This finding is in line with Eagly and Wood (1999) who suggest that women and men are 

socialised to perform different gender roles. Further substantiating this claim is evidence from the 

literature that more women perform social enterprise businesses than men (Nicolas and Rubio, 

2016).  

7.1 Purpose 

Martela and Steger (2016) describe ‘purpose’ as having a sense of core goals, aims and direction in 

life. Several interviewees spoke of their business achievements as contributing to their well-being. 

Well-being literature asserts that one way to increase well-being through behaviour change is to ‘set 

and achieve goals’ (King, 2016; Lyubomirsky, 2008); a task engendered by entrepreneurial endeavour. 

The following section evidences findings from qualitative analysis regarding the ‘purpose’ element of 

meaning as a facet of eudaimonic entrepreneurial well-being. Purpose in enterprise was found to be 

related to ‘achievement’ (for men and women), ‘self-esteem’ (for women in particular), ‘identity and 

creation’ (where, in several cases, purpose was more important than money) and ‘legacy’ (where, in 

two cases, the purpose was the money). These are explored in turn below.  

7.1.1 Achievement and Self-esteem 

Georgina, who runs a solo-enterprise fitness and sports massage business claimed: ‘’Because I think, 

as humans, we’re all programmed to want to DO and to achieve.’’ Georgina’s father worked for 

himself and growing up, she watched him develop his veterinary practice into a successful business 

employing six or seven staff. She said her father had a purpose to his day which her mother lacked 

and Georgina felt ‘‘sad for her that she didn’t have that same chance that my dad did. But she was 

fully behind my dad supporting him… because that’s what you did’’. Georgina described her mother as 

an intelligent woman who worked hard supporting her father and raising four children but who 

wasn’t able to fulfil her own potential work-wise. Georgina related a story her mother told her about 

a part-time job her mother had taken as a translator being the ‘’one thing’’ which had given her 

mother some ‘’self-esteem’’. Friedan (1963) claims that work incongruent with education or ability is 

damaging to women, and narratives presented here support this position. Sharon illuminates an 
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‘Enrichment Perspective’ (Rothbard and Dumas, 2006) of having both work and parenting roles and 

the sense of purpose that having her business gave her: 

‘‘I remember going to a baby group on a Monday and going in my work clothes and the mums 

being like, “Where are you off to?” and I’d say, “Well I’m going to go to work after this.” … 

There were days where I thought, you know, all I want to be is at home. And then there were 

other days where I thought, “Actually I feel like I’ve- I don’t know, it makes me quite happy in 

a way because I think I’ve got something else. I felt that the other mums were almost a little 

bit jealous that they didn’t have something else other than just having a baby. So that gave 

me some sense of purpose.’’ 

Nicola, who resigned from her corporate job and now runs her own law practice had the following 

views on women’s purpose through work: 

‘’I know very, very many women who, because we are still in a patriarchal society, are 

encouraged not to work when they have children. And by the time they have children of early 

teens, they have no self-worth. They have no purpose to the day… so I see many women who 

appear, who project to be in a happy marriage, who are unfulfilled… having no purpose each 

day doesn’t lend very well to mental health.’’   

Whilst many of the women spoke about pride in their achievements, six of the 35 women interviewed 

specifically described their work as entrepreneurs giving them ‘’self-esteem’’ or ‘’self-worth’’. None of 

the men entrepreneurs interviewed used that terminology. Differences were subtle but the language 

the men used to describe their purpose relating to ‘goals’ and ‘achievements’ was more confident 

which I suggest supports findings in Chapter 6 regarding women’s lack of confidence in enterprise. 

Alan said that work gave him ‘‘a purpose, a driver. What are we trying to achieve with this business?’’ 

Geoff said that he is ‘‘actually quite purpose driven in my head…someone needs to go and do 

something about that’’. He said that even if other people disagreed with what he was doing, he felt 

that he was doing things that were important and useful which is what made his work worthy even if 

he didn’t make much money. Jack, the e-commerce millionaire, quantified his pride in his monetary 

achievement saying that sales from his first business had grown from £25 million to £100 million now 

and that gave him a sense of pride and accomplishment.   

In contrast, Susie, a psychotherapist said: ‘’I think the work element comes in for self-esteem, for 

feeling productive, for feeling like I am moving forwards, feeling like me’’. Susie said she works 

because it maintains her sense of self which was important not only for her but for her daughter. She 

said if she is happy, her daughter and the whole family system are happy. Four women entrepreneurs 

cited the specific phrase that work is ‘‘something for me’’. Georgina said: ‘‘I like to work for me’’ and if 
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she didn’t have work she would ‘’resent her children and her husband’’. Grace, a mobile hairdresser 

and make-up artist, explained her philosophy around work and parenting saying that work is 

something she does for her own sense of satisfaction and well-being and parenting is something she 

does for her son’s well-being. Three women talked about being depressed during their maternity 

leaves: 

Gloria: ‘’When I first sold [my first business], I had a year off and it was the most unproductive 

year. I genuinely missed my business identity. I felt quite low and I hadn’t anticipated feeling 

that. I was flat’’. 

In all three cases, going back to work was crucial to women ‘feeling like themselves’ again. These 

women said that work was helpful for their sense of self and self-esteem. Liz, who had four children 

under the age of 12 concurred: ‘’You know, being a mum is great, but I really wanted a little bit for 

me…Yeah, a little bit of, you know, using my brain again and just having a bit of excitement, 

something different, you know’’. 

Post-interview, two of the interviewees who had semi-retired (Jenny, a nursery owner who had 

delegated the operational aspects of her business to two managers and Marilyn, who owned a multi-

million pound nursing home empire) contacted me to say they were thinking of starting new 

businesses again as they had realised how much they missed work as they had ‘lost purpose’ since 

taking a step back. Jenny, in her early forties, explained, during her interview, that because she had 

outsourced her job to two managers and her children were growing up and nearly teenagers, she felt 

for the first time ever that she was ‘’lacking something personally’’. She said she had the ‘’freedom 

that people strive for’’ but that she maybe got it too early as she was lacking purpose.  

As an alternate perspective to women’s businesses providing them with purpose, it is instructive to 

examine Danielle’s story, as she was the only entrepreneur interviewed who said she would prefer to 

be employed rather than her current self-employed situation due to the financial uncertainty of her 

business. Danielle had started her business 10 years ago with her husband’s encouragement (it was 

his dream to run his own business rather than hers) and did it primarily for the time flexibility it would 

give her with her children (now aged 10 and 12).  Danielle talked about purpose in life and in fact, 

carried a notebook with her with her 12 personal goals, the first six of which related to her family and 

the second six to work. She did speak about her work goals being important and was ‘‘excited’’ at the 

growth prospects of her business because her husband was planning to spend less time in his 

business ongoing and more time in hers. However, she did not describe her work goals and ambitions 

in the same glowing terms as she described other things on her list of 12 personal goals; things like 

protecting her family-time and spending time with her children doing seasonal activities like making 
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blackberry jam in the autumn. Danielle described running the New York marathon with a sense of 

significant pride and achievement: ‘’I felt proud of myself and felt like I’d achieved. I felt like, God, 

whatever happens to me in my life, this experience, nobody can take off me’’. She did not speak as 

emphatically about her business accomplishments. For Danielle, the well-being benefits she received 

from enterprise seemed limited to time flexibility to spend on activities which were more innately 

meaningful for her. I suggest that this is related to gender roles and identity construction as, for some 

women entrepreneurs, purpose is more closely aligned to family rather than work. The construction 

of a gender identity relies on many factors but the outcome of that construction, whether it places 

work outside or inside the home as a primary focus, will impact women’s experiences.  

7.1.2 Identity and Creation 

For many women entrepreneurs here, meaning from work was related to their identity. This 

correlation is supported by the literature (Menard and Brunet, 2011; Lips-Wiersma and Morris, 2009). 

Gloria’s example below demonstrates how a sense that pride in her achievements is wrapped up in 

her personal identity and how she sees herself and believes that others see her:   

‘’I am really proud of what we have achieved. Really proud. It is part of my professional 

identity. And definitely if I sold it [the business] I would be like, ‘ooh’. People ask me about it 

and I am happy to talk about it. It is something interesting, isn’t it?’’  

The respondents below further exemplify Lepisto and Pratt’s (2017) realisation perspective that 

meaning is found by something innate being expressed through one’s work. Anna, who left her 

corporate job as a management consultant to start an online marketing business said that the work 

she now does for herself is ‘’massively fulfilling, it is transformative’’ and incomparable to her 

previously employed job in corporate finance: ‘’The rich getting richer, corporations just saving 

millions, making millions… What’s fulfilling about that? Who would be fulfilled by getting Barclays £10 

more million pounds?!’’. She described feeling fulfilled and excited that she had forged a business 

through ‘‘just some funny little idea’’ she ‘’created out of thin air’’.  Laura, who runs an accounting 

practice with 27 staff, describes a similar feeling of creating something herself:  

‘This sounds really daft, but.. we had a rebrand just as we did the funding round and it kind of 

looked new and shiny… We had [reusable water bottles] made for everybody with the 

company branding on it. You get these little moments where you're like, 'Oh, it's a real 

company'. After 13 years! Oh, it's a real thing. And that felt really good. I was like, yeah...They 

are the little tiny things that make you stop or take pause [that] I don't think you get 

anywhere else…So that was really nice.’’ 
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Eight of the women interviewees used the specific analogy of their businesses being another baby for 

them: ‘‘And it's something that's a baby for me that I can grow, so I can have, I suppose, a rewarding 

feeling that you're taking an idea and then you've been able to go for it’’. Notably, none of the men 

used this terminology about their business being their baby. These women viewed the investment, 

purpose and creative effort of having a business and having a baby as similar endeavours. I suggest 

that some women may use a ‘business baby’ analogy to justify their choices in a ‘gender-appropriate’ 

way.  

Hannah, age 22, left her job as a chef to start a dog-walking business because she loves animals and 

the outdoors. She sends pictures of the dogs out having fun to their owners (who are at work) and 

explains how the feedback she gets from the owners carries far more meaning for her than any Trip 

Advisor review she had when working as a chef in a restaurant:  

‘’The fact it is my own business makes it more important… because you see the benefits, you 

see the progress. Rather than just, ‘I sold this many plates of food today’ and it is not really 

relevant to you that much because it is not yours. It just feels better, it is something that I 

have built up’’. 

Saira, a chef who started her catering business after leaving a toxic work situation which had left her 

suicidal, spoke of the pride and internal self-esteem she gained from picking herself up and starting 

her own business where she used her passion and personal creative talents as a chef. She described 

catering a large event for 80 people which intimidated her at first as it was an all-night event at a 

‘posh’ house. She was worried about what to do and used her ingenuity and creative talents to make 

a canape she called ‘’English breakfast on a stick’’:  

‘’I was scared…. I [tried] all sorts of things but nothing was sitting right with me. I thought I 

need to do an English breakfast. My husband goes, ‘Are you stupid or what?’ and I said ‘No, I 

am going to do an English breakfast!’ and he said ‘How?!’ I thought, leave it with me. So I sat 

there and had to think of what to do and I did English breakfast on a stick!... So I had a piece 

of toast, I cut it the size of a 10p piece. Imagine cutting that?! I don’t have any equipment, 

remember? Toast and then either brown or red sauce, then sausage, a piece of bacon and a 

quail’s egg…. Took me 3.5 hours to peel that many eggs!’’ 

In addition to experiencing well-being from this creative process and personal achievement, Saira 

loved the recognition she got from the customers at the event who were hugely complimentary 

about her food and how it was presented, saying things like, ‘‘Oh my God!’’ and ‘’Who thinks of things 

like that?!’’. Saira emphasised Chalofsky and Cavallaro’s (2013) finding that for her, meaning trumped 

money:  
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‘’It is not about the money for me. It is the people talking about the food they have eaten. I 

might not earn millions but it is the satisfaction. I never thought that someone in North Wales 

or in Liverpool is going to talk about me. I walk into a room now and they see my badge with 

my name on it [at a networking event] and they say,‘ I have heard a lot about you!’ and it 

feels so good!’’. 

Georgina, who runs her own fitness and sports massage business, agreed: 

‘’It’s honestly not really about the money. It’s more about, I don’t know, I feel like I’m a 

motivated person and this is a good way of kind of expressing that.’’. 

Charles also valued the achievement and recognition he got for his photography business more than 

money, he said: ‘‘None of it is about money. When you are happy with what you are doing, it is about 

putting a smile on someone’s face. And not just that but putting an imprint as to, you know, the image 

that I capture of them forever.’’ Charles told an emotional story about what it meant to him to be told 

by the father of a promising footballer that Charles had, ‘’taken one of the best photos I have of my 

son’’. He reflected that when the boy grows up and maybe plays for a premiership team, they will 

look back at that photo. This made Charles feel like he had created something that will outlast not 

just him but the children in the photos too. For Charles, it was this recognition and validation from 

other people rather than the money he earned, which signified to him that his achievement was 

meaningful. In total, eight entrepreneurs spoke about their work being about meaning and not 

money and all eight were involved in creative endeavours (music, photography, massage, two design 

agencies, food catering, charity market research and marketing).  

7.1.3 Legacy and Meaning in Money  

In contrast to evidence presented above, where meaning is more important than money, for others, 

the money itself created meaning as it provided a measurable evidence of achievement and the 

legacy that the money made possible was meaningful. Four millionaires were interviewed (two men 

and two women). One of the men said money was important to him because of the financial security 

it offered him to not have to work anymore, the other said it wasn’t the money itself, it was more 

that the money validated his achievement. The two women millionaires both valued the money they 

earned not for themselves but because of the ability it gave them to help other people. Marilyn, who 

became a multi-millionaire by building a large nursing home business, described being able to 

educate all her grandchildren privately, to pay for premium nursing care for her mother and to 

arrange and pay for an operation for one of her staff’s children who would otherwise not have been 

able to afford it. Margot, who took early retirement in her fifties from her job as a teacher to start a 

property business with her husband which turned into a multi-million pound empire, spoke of the 
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legacy benefits of money for her family (private education for her grandchildren) and the pride and 

meaning this gave her as opposed to finding the work itself (which she didn’t always enjoy) 

meaningful:   

‘’It was my father who used to say, it’s like putting your head in the gas oven, because it is so 

nice when you pull it out…I am somebody who can defer gratification. So I get satisfaction 

from being able to attract business, get good feedback from business and make money that I 

am able to do things with. That is where my satisfaction comes… I don’t particularly enjoy the 

tedium of booking people in, dealing with money coming into the bank, paying people back 

money I owe them, or paying bills, I don’t enjoy any of that… If it was not earning the type of 

money it does, I would be far less satisfied and happy and more inclined to give it up.’’ 

For Margot, her achievement was particularly meaningful because of the ability it gave her to pass 

down a legacy and increase the fortunes of her family, rather than her enjoying the work of 

enterprise itself. Two other respondents spoke of the meaning of legacy which was to pass their 

businesses down to their daughters: Lexie ran a beauty business which she started by way of her own 

mother’s legacy who had written a seminal book on skincare and was renowned in the beauty 

industry. Lacey, who worked in the alloy industry, said her daughter had recently joined the business 

and Lacey felt happy that she knew her business would go on to provide her daughter with a good 

living, Lacey also explained, in a similar way to Marilyn, the joy she got from giving presents:  

‘‘I get great satisfaction from being able to give something to somebody else. I’d rather buy a 

present for somebody else that receive something myself. I think working hard has enabled 

me to do that for my family.’’  

Studies support Lacey’s assertion here that greater well-being is found in giving than receiving (Dolan, 

2014). The examples from the four millionaire interviewees above suggest that both men were 

motivated by what money could do for them personally and both women were motivated by what it 

could help them achieve for others (their families, in particular). Of course, this is a small sample size 

but further evidence is presented in the section that follows which demonstrates a gendered element 

to women’s emphasis on caring for others.  

7.2 Altruism 

Keltner (2009) explains that doing good for others increases meaning and well-being in life and the 

well-being benefits of altruism are said to be universal (Lyubomirsky, 2008). However, women are 

found to engage more frequently in altruistic behaviour than men (Mesch, 2006; Simmons and 

Emanuele, 2007) and this behaviour has been suggested to be as a result of expectations around 

women’s primed ‘caregiver’ role (Rigdon and Levine, 2009; Boschini et al., 2018) which fits with this 
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thesis’ position of social constructionist feminism. In relation to enterprise, we find that more women 

perform social enterprise businesses than men (Nicolas and Rubio, 2016). Lewis (2014) claims that 

doing good in the world is a type of ‘relational entrepreneurial feminine identity’ that women adopt 

which emphasises their nurturing, caring and collaborative behaviours. The next section explores the 

gendered nature of the altruistic benefits that entrepreneurs claim from their work (which they cite 

as distinct from employment) and then continues to evidence the relationship between altruism, 

social connection and well-being.  

7.2.1 Altruism in Enterprise  

Rachel claimed that she derived well-being from her ability to work on charitable projects which 

meant something to her. She explained that in her previously employed research role she would not 

have been able to choose which clients she worked for and specifically cites her desire to work for 

charities because she found there was meaning in that:  

‘’I like to think that I am doing my bit to help charities in the best way that I can. I am being 

paid for it, but I like to think that I can do excellent work for them at a reasonable cost that 

will help them to do their job better for real live people.’’  

Karen was similarly dedicated to the social enterprise aspect of her children’s coding classes business 

despite the fact she was barely scraping by financially (earning ‘’below minimum wage’’). She said all 

three of the partners in the business were committed to making sure they ‘‘weren’t another ‘coder 

Joe’, for middle-class, wealthy kids… we wanted to be able to really reach’’. They wanted to be able to 

do good for the less advantaged children in their community and so priced their service affordably 

although this meant they did not make much money for themselves. When asked at the end of the 

interview whether she had anything else to add, Karen said: ‘’I would just like to reiterate that all 

three of us feel that the fact we are doing something worthwhile makes the extra stress worth it’’. 

Interestingly, prior to starting her business, Karen hadn’t worked for many years due to depression 

and had been encouraged to start her business through the Job Centre and with the help of a grant 

from the local business centre. Karen found meaning, pleasure and pride from helping children and 

from seeing their reactions. Her company worked with several teenagers who would ‘’tell you what 

they really think!’’. Responses from both the children and parents to their programme was positive 

and Karen remarked: ‘’It’s exciting.. you feel proud. I’ve never really done stuff before that I felt proud 

of. And it’s an interesting feeling! … Feeling you have affected people positively is a wonderful 

feeling.’’. 

Susie, a psychotherapist with one young child, agreed that helping others was a good way to help 

yourself. She qualified during the interview that being kind and compassionate for others was part of 
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her identity, demonstrating again the mediating effect of identity on meaning: ‘’It is in my being, you 

know, it is the way I am’’.  

Susie: ‘’I do this stuff because it helps me feel that I am contributing to the world…One of my 

biggest things as a human is I want to look back when I am old and say that I have done the 

best with my life that I could. We get one life and I want to look back at mine and feel that I 

wasn’t just morally good but that I made a difference’’. 

Natalie, the naturopath who made and sold her own range of herbal and aromatherapy products, was 

eager to give away her products for me to try free of charge. Natalie’s attitude emphasised a theme 

more prevalent among women entrepreneurs that the purpose of their business was for social 

connection and bonding and not just for money. Even though men in this sample also spoke of 

enterprise as enabling well-being through altruism, there was a subtle difference in emphasis which 

indicated again the influence of gender role. Iqbal speaks below about his ‘achievement’ in helping 

others: 

Iqbal (has three children and runs a chain of five pharmacy shops): ‘’I am not driven by 

money. I am doing [it] more for a sense of achievement. Sometimes we do a project that 

makes no sense to anyone because there’s no commercial gain in it. But I could see that it 

does help my staff and my community and then we go and do it and that is more satisfying 

than anything else… So classic example, tsunami came and everyone was collecting, and we 

thought our aim is collect £1,000 and double it to £2,000. Fortunately, people were very 

generous… so, we raised about £10,000. And we still doubled it. It is huge amount but because 

it was our commitment, we doubled it… and that gave us a sense of pride and achievement’’.  

As opposed to the women like Natalie who seemed to be helping others with the purpose of 

connection (in line with the caregiving gender role), Iqbal’s language of ‘achievement’ creates a subtly 

different sense of his altruism which I suggest is gendered. Crossley and Langdridge (2005) find in 

their research on well-being that women rank ‘helping others’ and being ‘loved by loved ones’ as 

more important to well-being than men, who highly rank being ‘liked’ and ‘having a good social life’. 

These subtle differences suggest a legacy of gendered caregiver and provider roles.  

7.2.2 Social Connection 

A significant feature of altruistic motivation relates to connection and helping others. Humans are 

significantly motivated by ‘connection’ (Brown, 2012). Valliant et al. (2010) show that above all, good 

relationships are key to well-being. In this study, words spoken about enterprise providing ‘positive 

experiences with people’ (11,134) were spoken in roughly the same quantity as words spoken about 

enterprise providing ‘negative experiences with people’ (10,995). Of course, people problems can be 
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encountered in any line of work but the distinction is that enterprise enables a choice about who to 

work with (see Chapter 5 regarding ‘people autonomy’). Some entrepreneurs described growing and 

developing their staff and creating a positive atmosphere at work as a feature of entrepreneurial 

endeavour which contributed to their well-being. Jenny, who owns a large childcare nursery business 

with 35 staff that she set up 21 years ago, said she enjoys seeing the staff develop and the sense of 

community having her own business has engendered. One of the children she looked after as a baby 

is now working for her as a grown up. Jenny loves seeing the children grow and watching her staff 

develop, she enjoys taking them on nights out and providing a supportive workplace that enables 

them to work flexibly by taking time to attend their own children’s school assemblies.   

Laura, an accountant with her own practice and 27 staff, described well-being from the ability to 

create a ‘female forward’ work culture and develop people within it. One of the things which gave her 

pleasure from the latest funding round she had undertaken in order to grow her business was the 

ability to promote two of her staff and to invest in upskilling some of the others. She said she liked 

‘‘seeing people’s confidence overcoming hurdles’’. 

Jack, the e-commerce millionaire, also explained the pride he felt in watching the staff in his business 

grow:  

‘’I enjoy watching businesses grow; I enjoy watching people inside businesses grow as well. I 

would say it is a bit like putting together a jigsaw puzzle when you are starting with nothing 

and building up from there...So, [name of business], which we started from my bedroom and 

grew it from nothing…Some of the very early people that came into the business within the 

first 18 months, they became the middle and senior management teams when we sold the 

business in 2009 and those guys are still with the business today in big European Director 

roles… so for me that is a source of pride…’’  

However, although there are men like Jack who gain well-being benefit from the altruism of 

developing people in their businesses, Lewis (2014) claims that one of the particular ways that 

women entrepreneurs perform gender at work is through ‘relational entrepreneurial femininity’ (as 

discussed in Chapter 6 on authenticity) and constructing identities which maintain their sense of self 

as ‘caregiving females’ despite their actions as ‘masculine agentic entrepreneurs’. Nadia, is a good 

example of this. She runs a childcare business with 27 staff and said that she loved taking her staff out 

on spa days, treating them to meals and developing relationships with them. She gained a sense of 

pride and satisfaction from being kind to her staff because she feels she has done well and she wants 

to share this with them. Her husband is 15 years older than her and also a businessman; he told her 

that she was too soft and needs to toughen up on her staff. Nadia explained that because she had 
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personal relationships with her staff, they responded well to her if she needed to ask someone to 

cover for sickness or holidays. She said her husband’s management style is more dictatorial and that 

his staff responded to him too but more out of fear. And although this was not the approach she 

wanted to take, she expressed a lack of confidence, saying she wondered at times as her business 

grows if her husband might be right. 

As well as staff, entrepreneurs felt pride and satisfaction in helping their customers. Anna described 

her customers reacting with ‘’glee’’ because of the work she produced for them, Lynn described 

feeling needed:  

‘’You’re usually helping people sort something out, you’re usually providing them with what 

seems to you like a very obvious solution, but for some of my clients it can sometimes seem 

like a miracle. So it’s a very positive interaction for the most part. I really feel like I am making 

a difference, and if they need me, they ring me… So you get this whole sense of being needed, 

and I think emotionally that’s what I get.’’ 

Celeste, the musician, explained that she felt rewarded through her work at a school for children’s 

special educational needs. She did a weekly lesson and described going into school and giving 

everyone a pick me up that got them through the day: ‘’Friday, you know, like it’s such a crap day, and 

we do 45 minutes singing with them. They said it used to energise them for the rest of the day… I just 

thought, ‘Why didn’t I get into special education earlier?’ Because it was just so rewarding’’. Celeste 

also specialises in teaching those who have never had the confidence to sing before; those who had 

been told at school: ‘’you can’t sing, you’ve just got to mime on the back row’’. She describes their joy 

when she helps them put together a performance for friends and family and in turn, the warm feeling 

that this gives her.  

7.3 Summary 

As outlined in the literature review, King (2016) relates ten behavioural measures as keys to 

increasing well-being. It is worthy of note, that four of the ten measures King (2016) outlines are 

related to meaning: 1) have goals to look forward to, 2) cultivate meaning- be part of something 

bigger, 3) connect with people and 4) give to others (King, 2016). In this study, meaning was found to 

be an important facet of eudaimonic entrepreneurial well-being with 86% of men and women 

responding positively to meaning questions in the survey and 29,360 words spoken about meaning in 

qualitative interviews, adding weight to previous findings from Stephan et al. (2020). ‘Meaning’ in 

entrepreneurial endeavour is described by Lepisto and Pratt (2017) as a combination of ‘realisation’ 

and ‘justification’ perspectives which are well represented in findings here as ‘purpose’ and ‘altruism’. 

Purpose encompasses not only the setting and achieving of goals, as Georgina says above, humans 
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are programmed ‘’to want to DO and to achieve’’, but also to achieve these goals in a way which is 

intrinsic to them; Anna describes her business endeavour as ‘‘transformative’’. The justification 

perspective relates to altruism; doing good for others makes us feel that life is worthwhile. As Susie 

reflects, she will only live once and wants to feel that she has been able to ‘‘make a difference’’ with 

her life. Although no significant gender differences were found in the prevalence of ‘meaning well-

being’ in quantitative analysis (as both men and women reported 86% positive responses to 

‘meaning’ questions), subtle differences were found in qualitative analysis in terms of the ways in 

which men and women spoke about meaning. Differences included eight women referring to their 

businesses as their babies (which men didn’t do), six women speaking of their businesses as giving 

them self-worth and self-esteem (men did not use these words), and women’s increased emphasis on 

altruistic and relational feminine entrepreneurial behaviour. These results, I suggest, are in line with 

findings from the literature which positions women in society as caregivers (Eagly and Wood, 1999), 

as more likely to be altruistic (Mesch, 2006; Simmons and Emanuele, 2007) as more likely to perform 

social enterprise businesses (Nicolas and Rubio, 2016) and as more likely to perform relational 

entrepreneurial femininity (Lewis, 2014). I maintain that although no quantitative gender difference 

was found in the prevalence of meaning well-being, the nuanced gendered findings above relating to 

women’s caregiving role have consequences for gender equality which will be elaborated in the 

discussion in Chapter 9.    
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CHAPTER 8 Engagement: The Role of Gender and Circumstance 

‘’And I wanted to do something I enjoyed was the main thing.’’  

Hannah (left her job as a chef to start a dog-walking business) 

 

Bakker and Schaufeli (2015) define work engagement as: ‘’a positive, fulfilling, work-related state of 

mind that is characterized by vigour, dedication and absorption’’ (Bakker and Schaufeli, 2015, pp.1). 

They state that the ‘Job-Demands-Resources’ model (whereby jobs with low decision latitude and 

high demands lead to decreased workplace well-being), is most often used to explain work 

engagement. Shir et al. (2019) find that those who perform more self-directed work are more likely to 

be engaged with that work indicating the effect that autonomy has on work engagement. 

Furthermore, the literature suggests that meaning plays a role in work engagement (Lips-Wiersma 

and Wright, 2012; Soane et al., 2013), reflecting again the inter-relation between these facets of 

eudaimonic well-being: axiomatically, those who perform self-directed, meaningful work have greater 

engagement with that work. In relation to enterprise, Shir et al. (2019) determine that engagement in 

entrepreneurial work leads to greater well-being than corresponding non-entrepreneurial work thus 

suggesting it is the entrepreneurial work itself which is significant. 

In this study, work engagement was spoken about by interviewees using 20,584 words, making it the 

least mentioned of the four identified facets of eudaimonic entrepreneurial well-being (compared 

with 42,117 words spoken about autonomy, 33,478 authenticity and 29,360 meaning). Quantitative 

analysis demonstrated positive responses in the surveys of 291 respondents for questions relating to 

flow/work engagement of 83%, and mastery/ signature strengths of 80%. This compared with 

positive responses for authenticity of 72%, autonomy of 80% and meaning of 86%. Despite positive 

responses evidenced in the quantitative analysis, the comparatively fewer words spoken about 

engagement in the qualitative interviews suggests that engagement is therefore an important but not 

the most evidenced facet of eudaimonic entrepreneurial well-being.   

Based on the literature review, work engagement elements were divided in the questionnaire into 

two separate categories, listed below: 

Mastery/ Signature Strengths 

• I use my personal talents and strengths at work 

• I am good at managing the many responsibilities of my daily life 

• I regularly achieve important work-related goals which I have set for myself 

Flow/ Work Engagement   
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• At work, I often become fully absorbed in what I am doing 

• I feel excited and interested in my work 

• At work, I often lose track of time while doing something I enjoy 

As outlined in the methodology, the reason for the separation of these categories was that flow was 

specifically evidenced in the literature as a feature of well-being at work (Csikszentmihalyi, 2003; 

Jackson et al., 2008). It was additionally recommended as an area for investigation into 

entrepreneurial well-being by Professor Kevin Daniels, the lead for the What Works Centre for 

Wellbeing Evidence Programme for Work and Wellbeing set up by the UK government’s Department 

for Work and Pensions (DWP). However, in the process of developing coding themes during 

qualitative analysis, it was determined that examples pertaining to flow, work engagement, mastery 

and signature strengths all appeared under the broad theme of work engagement. Bakker and 

Schaufeli’s (2015) definition above of work engagement; ‘’a positive, fulfilling, work-related state of 

mind that is characterized by vigour, dedication and absorption’’ (Bakker and Schaufeli, 2015, pp.1), 

was used as a template to describe coding themes identified from these data. Entrepreneurs 

described their work as entrepreneurs variously as: 1) giving opportunity for flow experiences, 2) 

interesting, 3) providing opportunities to learn new skills (mastery), 4) enabling use of their personal 

skill sets (signature strengths) and 5) inspiring of passion and creativity. 

These five elements of work engagement as a facet of eudaimonic entrepreneurial well-being will be 

discussed below in turn with commentary on the gendered nature of work engagement. No 

significant gender differences were found in quantitative analysis regarding work engagement with 

81% of women and 79% of men expressing positive answers to questions relating to mastery/ 

signature strengths and 83% of women and 82% of men expressing positive answers to flow/ work 

engagement questions. However, qualitative examination demonstrated gender differences in 

women and men’s experiences of ‘flow’ and ‘learning’. Women entrepreneurs experienced less flow 

due to increased time contamination due to multiple roles and evidence was presented in Chapter 6 

of women entrepreneurs having significantly less confidence than men, therefore the learning and 

mastery experiences of enterprise are suggested to be particularly important for women’s 

confidence.  

8.1 Flow 

Flow is a psychological state related to deep levels of work satisfaction and learning. Sometimes 

described as being ‘in the zone’, flow is an optimal psychological state created through a complete 

immersion and focus on a task which is appropriate to one’s level of skill and expertise 

(Csikszentmihalyi, 2003). Entrepreneurial well-being is known to increase in the presence of flow 
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(Sherman et al., 2016) and Cora describes below her experience of flow in her virtual assistant 

business which she runs from home:  

‘’I really enjoy [my job]. There is nothing [that] beats the buzz out of having a really busy day 

at work. And you juggle everything. So, you’ve juggled all your incoming requests and it will 

be: a two-hour report typing up the latest Poldark interview, or somebody wanted you to 

design a new logo and they’ve loved it. Or somebody asked: ‘Can you source 400 hedges for 

the top of my garden?’ and they need them delivered on Tuesday. And you’ve done all of that. 

And not only that, but you’ve managed to fit in doing all the washing, picking the kids up and 

making tea!’’  

Experience of ‘flow’ is said to be gendered with women suggested to have fewer experiences of flow 

than men due to greater time contamination of their multiple roles (Schulte, 2014). Quantitative 

analysis of the 291 questionnaire respondents found that 83% either agreed or strongly agreed with 

following three ‘flow’ questions and no significant difference was found between women and men’s 

responses: 

1) At work, I often become fully absorbed in what I am doing 

2) I feel excited and interested in my work 

3) At work, I often lose track of time while doing something I enjoy 

Nonetheless, this demonstrates the importance of methodology. Comparison of questionnaire 

answers pertaining to ‘flow’, when related solely to work, were equally prevalent amongst men and 

women. However, qualitative analysis, presented in Chapter 5 under ‘time autonomy’, clearly showed 

evidence of women’s constrained choices around part-time working due to childcare. Also, ‘location 

autonomy’ provided evidence of bleed between work and life when home-working (which is done by 

significantly more women: 64% women: 33% men). 

8.2 Learning and Mastery 

Pink (2009) contends that human motivation stems from three key drivers: 1) autonomy, 2) purpose 

and 3) mastery: he describes the latter as the urge to get better at something that matters. The ability 

to learn and get better at a desired pursuit is key to well-being. Evidence of entrepreneurs’ learning is 

presented below.  

Marilyn, a semi-retired nursing-home owner said ‘’learning becomes a bug…you want to know more’’. 

Cora found it stimulating to learn new things. Lynn said she intellectually appreciated constant 

challenge as she didn’t want to stagnate. Tessa, an accountant who sold her successful healthcare 

business to a conglomerate for a six-figure sum, explained how she learned to network the computers 
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in her office. She said when the technical ‘’IT guy’’ arrived to wire it up properly he asked, ‘’Who the 

hell did this? How is it actually working?’’. Tessa replied that she did it herself and when he asked 

whether she had studied computers she said, ‘‘No, I got it off YouTube!’’. Tessa described the  

concept of ‘’frozen brain’’ where neural patterns in the brain are said to become fixed after age 30 

when life becomes routine. Tessa asserted that she did not want to be like that and never wanted to 

stop learning.  

Leigha, an entrepreneur with a tech start-up, said that although she wasn’t earning any money and 

didn’t know until her next funding round whether her business would even go to the next stage, she 

and her husband (who also runs his own (separate) business), had made a pact to ‘‘optimise for 

learning’’:  

Leigha: ‘’What we have both said to each other, me and my husband, is that we can’t optimise 

for financial reward, it is about optimising for learning. So, even if…you fail, what are you still 

getting out of it?’’ 

Several entrepreneurs talked about their learning experiences giving them confidence. Shazia spoke 

about managing her beauty business and the variety of challenges dealing with Her Majesty’s 

Revenue and Customs (HMRC), learning how to account for profit and loss, and developing several 

skills she did not previously have. She had a sense of pride that she was expanding her knowledge and 

wanted her children to look up to her and think: ‘‘If mum can set up a business, why can’t we go 

there?’’. Caroline, a serial entrepreneur with a self-employed occupational therapy practice, an 

antenatal teaching class and a start-up events management business with her sister, spoke about her 

confidence blooming as she learned new things. She designed a website after learning how to do so 

on a £25 online webinar course:  

‘‘My self-confidence has grown massively since I have become self-employed and I feel like I 

am much more daring and much more willing to ‘have a go’ at things. And because I feel that 

way, I am more inclined to, you know, read books about it, or I am much more, I don’t know, 

attuned to it, I guess. I am much more positive. I think: ‘I’m just going to nail it!’’. 

Karen started a children’s coding business with her best friend and her wife after a significant period 

of unemployment due to depression. She explained that her business didn’t earn much money (below 

minimum wage) but that her confidence had grown exponentially. The BBC came to film a five-

minute news clip about her business which put her out of her comfort zone: ‘‘All the week leading up 

to [the filming] I felt like throwing up. I was a nightmare to live with!’’. However, she said it was worth 

it in the end because of the confidence that doing something new gave her, ‘’Knowing that you can 



 
 

166  

do something that you didn’t think you could is amazing!’’. Karen explained that working for herself 

had made her learn new skills and also integrate more into her community:  

‘’It is funny, I have been thinking about this quite a lot recently. It has made me a much more 

confident person...more outgoing. It has made me much more involved in society. You know, 

when I was unemployed, I spent a lot of time on my own or just with my mates and I didn’t 

really feel like I was part of society, I guess. It's very easy to sort of not feel like you're 

connected to stuff when you're unemployed. Then, when I was working [in employment]… I 

just found it so hard to deal with [other] people's stuff [problems with previous bosses and 

work colleagues].’’  

These entrepreneurs found that learning new things on their own terms as entrepreneurs helped 

develop their confidence, and thereby contributed to their overall well-being. Quantitative evidence 

presented in Chapter 6 found, in line with the literature review (Snowball, 2017), that confidence for 

women entrepreneurs was gendered with women entrepreneurs statistically significantly less 

confident than men. I suggest that because women have less confidence in enterprise that these 

‘learning’ and ‘mastery’ experiences which enterprise engenders are especially salient to women’s 

well-being. This is additionally supported by findings in Chapter 7 that women (but not men) 

entrepreneurs claimed their businesses gave them ‘’self-esteem’’ and ‘’something for me’’. When 

women do succeed in learning and doing something new, it is highly beneficial for their confidence 

and well-being.  

8.3 Interesting Work 

Finding work ‘interesting’ indicated engagement with that work. Anna explained that she did not 

mind working on her business during weekends or holidays because what she did now was 

interesting: 

‘’I really enjoy it and I don’t feel angry or annoyed if I do have to work at the weekend or 

anything like that’’. 

She said when she was employed she would be annoyed if she had to put three hours aside on a 

Sunday afternoon because she had a meeting on Monday but now she doesn’t mind extra hours on 

the weekend or during holidays because she wants to work. Nancy, who did online sales and worked 

up to 60 hours-a-week, said she worked more hours than she used to when employed but that, ‘‘it 

doesn’t feel like work’’. Leigha, a tech entrepreneur, said she was constantly thinking about work but 

found it inspiring: 
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‘’I don’t mind [thinking about work], it is just always something I am thinking about. I don’t 

need a break from it because I am not resenting it. I don’t need to turn it off because it gives 

me energy. It is inspiring and motivating.’’ 

Geoff described other people’s reaction when he told them that he had a business and worked from 

home. He said people would comment that he must struggle to get motivated to do his work but he 

said he feels the complete opposite: he finds it hard to get rid of people so he can get on with his 

work as he just wants to work more and more. He has to discipline himself not to work rather than to 

work. Amelia, who runs an architect practice with eight staff said that working for herself enabled her 

to take on new projects that she would never have had the opportunity to do in her previous 

employed role and which were ‘’way more interesting’’. Marilyn, who is semi-retired from her multi-

million pound nursing home business, said she knew that other people talked about their businesses 

being stressful but that she never found it stressful because for her it was more of a hobby than work: 

‘‘Because I loved what I was doing so much, it was a pleasure’’. Similarly, Laura said that not only was 

her work as an entrepreneur more interesting but that her life was more interesting: 

‘‘I think your life is more interesting. I think it's more exciting…I like that. I think a lot of 

entrepreneurs or a lot of business owners like a bit of a feeling of jeopardy. Because with the 

lowest of lows, also comes the highest of highs. Yeah. So you kind of, you're on that 

rollercoaster, because you like the buzz. And I think that's part of it. I think there's a certain 

type of person who responds to that kind of pressure. I don't think I'd enjoy…dealing with that 

kind of corporate ladder type stuff. I think it's way more interesting to build your own ladder.’’ 

The interviewees above described their work engagement as Cavanuagh’s (2000) ‘eustress’ or ‘good 

stress’: they found the work stimulating rather than stressful. However, not all interviewees found 

their jobs interesting all the time. Margot, a retired teacher in her 70’s who owns a successful 

property business with her husband, spoke of not enjoying the tedium of certain repetitive tasks in 

her business but acknowledged gaining enjoyment from the renovation projects they completed, 

‘’turning sow’s ears into silk purses’’. Margot did not have to work financially but persisted with her 

business not only for the legacy and sense of purpose (as described in Chapter 7) but because she was 

able to autonomously choose to do this work or not, indicating again how these eudaimonic well-

being determinants are inter-related.  

Highlighted in Chapter 6 regarding ‘authenticity’, several interviewees described ‘not wanting to be 

bored’ as a reason to start their own business. In addition to work being interesting, some 

entrepreneurs described themselves as people who were interested. Tessa felt that enterprise was 

not just a job, but a perspective and a way of viewing the world. She recounted her relentless 
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curiosity about how things work: reading widely and trying to understand, for instance, how Amazon 

does drop shipping, how the Uber Eats business model works or how Denis O’Brien made his billions. 

She said her perspective was very different to that of her sister who was an employed pharmacist, 

Tessa claimed her sister had a more basic perception of the world and didn’t see its multifaceted 

layers:  

‘’Because I think you just view the world completely different [as an entrepreneur]. You get 

stimulated by the way the world operates and you see the world completely differently to an 

employee who is, say, working for a government body. You see how the world works and you 

think, ‘Aww, what is this person up to?!’’ 

8.4 Using Signature Skills 

Use of signature strengths, those which individuals rank as their best and most personally congruent, 

is positively correlated with work engagement, meaning, authenticity and work satisfaction (Littman-

Ovadia et al., 2017; Matsuo, 2020). Linley et al. (2010) concur that use of signature strengths is 

associated with better goal progress and consequently enhanced well-being. As presented in the 

quantitative results in Chapter 4 (see Table 4.3), 90% of respondents surveyed in this sample said they 

believed their work as entrepreneurs enabled them to use their personal strengths and talents.  

Jane explains below that she has always been good with people which is what attracted her to 

starting her business as a life-coach: 

‘‘So a big part of my identity always, even as a younger person in school, I never really had 

one best friend. But I always had a friend in all the different groups at school, sort of the nerdy 

kids and the smart kids, and then the sporty kids and the badass kids. I was kind of a link. I am 

fascinated by people and what makes people tick and what makes people work and now 

starting to learn about all this life coaching stuff, it’s interesting…because I believe- I do 

believe strongly- I've always liked to try and help people be the best version of themselves. I 

think that there's huge value in that. I think that I have ease, making other people feel at ease 

and I like people speaking about themselves.’’ 

Kate described starting an events business for women which played to her strengths as an organiser 

and communicator and also capitalised on her knowledge and interest in women’s healthcare and 

parenting issues. Geoff talked about writing a book because he loved the process of creating and it 

capitalised on his skills as a designer as well: ‘‘But writing the book, I just found SO enjoyable. It was 

just kind of like, right now, this is the thing that I should be doing, because it was just…it felt amazing. 

Yeah, even the process of writing, it was so enjoyable but then also designing it as well, because you 

know, I’ve got the skills to do that’’. 
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8.5 Passion 

Vallerand and Houlfort’s dualistic model of passion defines it as ‘‘a strong inclination toward an 

activity that one loves, highly values, and regularly engages in, and that becomes part of the person’s 

identity’’ (Vallerand and Houlfort, 2003, pp. 175). In entrepreneurial endeavour, work-related passion 

can be central to a person’s identity (Murnieks et al., 2014) and indeed, creative identity has already 

been covered both in Chapter 6 on authenticity where Celeste claimed that, ‘’Music is not what I do. 

It is who I am’’ and in Chapter 7 where the creation of something innately meaningful was found to 

produce well-being. As expressed previously, these facets of well-being are inter-related and are 

therefore covered again here under engagement.  

Georgina, who owned a fitness and sports massage business was clear about the drive and passion 

that business ownership required and said you simply cannot do it if you aren’t passionate about it. 

She described a friend of hers who had set up her own business with her parents’ financial backing 

and encouragement but said her friend was not interested. Georgina explained that she would not 

encourage her children to take over her fitness business unless it was something they really wanted 

to do as they would not have the same feelings about it.  

Both beauticians in the sample group started their beauty salons with an inherent passion for the 

industry. Shazia moved to the UK from India 13 years ago in order to marry her husband. She had to 

requalify when she moved to the UK but said she was happy to do so because she loved her work:  

‘’It's all about passion. It's all about dedication and you're happy. Like massage is one of the 

treatments where I feel if I do something, even if I do one massage in a day, and the client is 

happy, it makes my day.’’  

Lexie, another beauty business owner, named her salon in tribute to her mother who had been 

heavily involved in the beauty industry and had written a book on skincare. Her mother had died but 

Lexie’s daughter followed her into the business too:     

‘’Because I'm so passionate about the treatments that we provide here that I really feel people 

will benefit from what I can offer. It's not just a gimmick, and it's not just something that 

they're going to feel nice for an hour and then go away and everything's back to normal. 

They'll actually get benefit long-term from it…Even talking to my previous client, she was 

actually saying that she enjoys coming here more than anywhere else she has ever been. 

Because it's not- nothing is pushed on her. It's because I just passionately believe in what 

we're offering.’’  
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Natalie, the naturopath, spoke of her passion for her work which advises women on hormonal health. 

She had problems with her menstrual periods when she was younger and became aware of natural 

medicine when her sister invited her to a university lecture. She was enormously inspired by the 

lecturer, ‘‘Oh my God, I just wanted to be her!’’ and although she had spent much of her previous 

university life ‘’hungover and missing lectures’’, she changed her course to naturopathy and never 

missed another lecture. She diagnosed herself with polycystic ovary syndrome (which had gone 

undiagnosed for years by the doctors she had been seeing) and became a passionate advocate for 

women’s hormonal health.   

Some interviewees described the creation of the business itself as a sort of passion. Gloria, who runs 

a baby swimming franchise said and loved the buzz and excitement of her start up business. Although 

she had worked as a project manager before for a large retail company, the energy she got from 

doing it for herself was completely different. She believed that the fact she was doing it for herself 

rather than someone else made all the difference. It was ‘’the drive to make money doing something 

you really love’’.  

Jenny, who owned a large children’s nursery with 35 members of staff, spoke passionately about a 

very difficult time for her business as the whole nursery flooded, meaning that it had to close. They 

lost equipment and spent a year putting the business back together. Remarkably, Jenny described this 

stressful time in an animated way:  

Jenny: ‘‘…but doing that for a year was manic. You had a crazy year, but it was brilliant. It was 

really exciting. So, once you got over the trauma of the flood, the excitement of redesigning 

and having the money to do it [from the insurance] to build your own brand-new nursery from 

scratch whilst running the business alongside it. So we had the portacabins in the car park. So 

you're running your business, you’re building a new nursery, right? At the same time as 

everything else you've got going on in the background.’’  

Giselle: ‘’You sound like you really enjoyed that?!’’ 

Jenny: ‘’Loved it!’’  

Giselle: ‘’Why?!’’ 

Jenny: ‘’…I love the whole, it was like opening a new nursery, it was like starting from scratch 

and it was just really exciting and fun.’’ 

Seven respondents used the word ‘exciting’ relating to their business ventures. Their depictions 

mirrored Jenny’s as they spoke with enthusiasm about their engagement with their businesses. 

Leigha said even if her business failed financially she would never go back to being employed as it 
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would be ‘‘nowhere near as exciting’’. Anna explained that she never used to get excited about her 

employed job in the way she gets about the business she now owns. She said they sometimes used to 

‘‘do cool things’’ at her old place of work but that it ‘‘wasn’t as exciting’’. Geoff similarly explained 

that leaving his previous corporate job was about the excitement of being engaged in a project that 

was his. He wasn’t interested in putting together a project that someone else had designed and 

costed; that wasn’t stimulating enough for him: ‘‘There wasn’t enough unknowns in it, there wasn’t 

enough excitement in it’’. 

8.6 Summary 

In summary, evidence has been found corresponding to Shir et al. (2019) that entrepreneurial work 

engagement is important for well-being. Work engagement was identified here as work which: 

engendered opportunity for experiences of flow, which was interesting, which provided opportunities 

to learn, to use signature strengths and was inspiring of passion and excitement. In relation to 

gender, quantitative analysis evidenced in Chapter 4 found no statistically significant gendered 

difference in the engagement facet of eudaimonic entrepreneurial well-being. However, two 

elements of engagement are suggested in this chapter to be gendered: ‘opportunities to learn’ were 

particularly important in providing confidence to women entrepreneurs (who are found here to be 

statistically significantly less confident about their business enterprises than men entrepreneurs) and 

‘work flow experiences’ for women entrepreneurs (who, as presented in Chapter 5 on autonomy, 

experience time contamination in terms of multiple roles).  
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CHAPTER 9 Discussion  

It is apposite to revisit here the aim of this thesis which was to explore the eudaimonic well-being of 

UK women entrepreneurs. Three research questions were posed: 

1) Are there measurable differences in the well-being of men and women entrepreneurs?

2) What are the facets of women’s eudaimonic entrepreneurial well-being?

3) What are the roles of gender and circumstance in women’s eudaimonic entrepreneurial
well-being?

This discussion will first synthesise findings presented in the preceding results chapters which answer 

these three questions. It will then relate theories presented in the literature review seen through a 

lens of social constructionist feminism to suggest why the results were found to be as they are. The 

discussion ends with a review of the limitations of the study and policy recommendations.  

Five areas will be discussed relating findings from this study to theories in the literature: 

1) The trade-offs women make in time and financial autonomy well-being. The resulting

implications of a neutral gendered outcome in the overall prevalence of autonomy well-being

but more time flexibility for women and more financial success for men. Proposed

explanations for women’s increased propensity to focus on time autonomy at the expense of

financial autonomy include: Akerlof and Kranton’s (2000) ‘Gender Identity and Economics

Theory’, Leahy and Doughney’s (2006) ‘Adaptive Preference Theory’ and Gawdat’s (2017)

‘Happiness Equation’.

2) Women’s differing experiences of authenticity in enterprise. The identity work women

perform to construct congruent feminine identities whilst performing a ‘masculine’

endeavour. Rothbard and Dumas’ (2006) ‘Enrichment Perspective’ is examined to explain

gendered well-being consequences.

3) Women entrepreneurs’ higher propensity than men entrepreneurs to perform altruistic

endeavours and the socially constructed relational aspects of women’s culture which provide

buffering to well-being in terms of a socially normative relational way to deal with stressors.

4) Differing methods of defining and measuring well-being, including hedonic versus eudaimonic

measurements of entrepreneurial well-being and the concept that circumstances of well-

being are considered of minor relevance to well-being compared with behaviours and genetic

predisposition (King, 2016; Lyubomirsky, 2008; Veenhoven, 2015). I present this as another

reason why women’s greater challenges in enterprise in terms of the domestic gap, finance

gap and social gap do not necessarily translate into findings for their poorer overall well-

being.
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5) The impact of other disadvantaged circumstances on entrepreneurial well-being. Women are 

disadvantaged due to their gender; however, women are not a homogenous group and there 

are several intersecting variables such as low human and financial capital which compound to 

further disenfranchise women’s well-being within enterprise.  

The discussion argues that, despite overall gendered equivalence in prevalence of eudaimonic 

entrepreneurial well-being, gender inequalities resulting from the domestic gap, finance gap and 

social gap in women’s enterprise lead to deleterious consequences not only for women as individuals 

but for governments and societies. We see women not having equality of finance and power within 

their homes, governments missing out on taxation revenue and societies which suffer well-being 

consequences for continuing gender inequality. There is significant literature to assert that greater 

gender equality improves the well-being of nations (Bjornskov et al., 2007; Inglehart et al., 2008; Jorm 

and Ryan, 2014; Ruth and Napier, 2014; Veenhoven, 2015). What follows here is a synthesis of 

findings from this study and a subsequent exploration of the five points outlined above in order to 

provide reasoned explanations from the literature as to why the results were found to be as they are.  

9.1 Synthesis of Findings 

Findings from the results chapters pertaining to the first research question: Are there measurable 

differences in the well-being of men and women entrepreneurs? used three well-being questionnaires: 

1) ONS (Dolan et al., 2011), 2) WEBWBS (Tennant et al. 2007), and 3) an internally devised 

eudaimonic entrepreneurial work-related well-being scale. No significant gender differences in well-

being were found between men and women entrepreneurs in two questionnaires (ONS questions 

(Dolan et al., 2011) and the internally devised eudaimonic entrepreneurial well-being questions). 

Modest but measurable differences (p= 0.047) were found in the third (WEBWBS questions (Tennant 

et al., 2007)). This provided a mixed picture of overall differences in gender well-being but a result of 

gender equivalence in prevalence of eudaimonic well-being.  

Salient to these findings were how they compared with findings from national datasets. Descriptive 

results suggested that entrepreneurs experienced more well-being but also more stress than the 

general population, a finding which has been replicated by several academic studies cited in the 

literature review (Cardon and Patel, 2015; Johansson Seva, 2016; Stephan, 2018). Of further note, is 

that findings from the literature regarding gender differences in well-being for the population 

generally (and not just entrepreneurs) are also mixed. Some studies found greater well-being for 

women than men (Sole Auro et al. 2018; Zweig, 2015), some found greater well-being for men than 

women (OECD, 2013; Stevenson and Wolfers, 2009) and some found no gendered difference in 

general well-being (Coates, 2020; Morris and Earl, 2017). Interestingly, the WEMWBS questionnaire 

used here which found greater well-being for men entrepreneurs in this sample (p=0.047), found no 
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significant gender differences when the National Centre for Social Research used the same 

questionnaire to test well-being in the general population in the UK (Morris and Earl, 2017). I suggest 

that although this points to a relevant and important finding for gender differences in well-being for 

women entrepreneurs in this sample, results from the two other questionnaires which demonstrated 

no significant gender difference in well-being suggests (in line with findings from other academic 

studies for the general population, presented above) that the overall picture for gender difference in 

entrepreneurial well-being is mixed. These mixed findings provided further impetus for a qualitative, 

granular exploration of gender differences in well-being, in order to provide a clearer picture of the 

reasons for these results.  

Findings from the second two questions that this research posed: ‘What are the facets of women’s 

eudaimonic entrepreneurial well-being?’ and ‘What are the roles of gender and circumstance in 

women’s eudaimonic entrepreneurial well-being?’ were primarily explored during qualitative 

interviews of 35 women and five men. Three rounds of coding identified four specific facets of 

eudaimonic well-being for women entrepreneurs: 1) autonomy, 2) authenticity, 3) meaning and 4) 

engagement. Analysis of the number of words spoken about each of these themes found ‘autonomy’ 

to be referenced the most (42,117 words were spoken about experiences of autonomy within 

enterprise) and ‘engagement’ the least (20,584 words were spoken about engagement). 

‘Authenticity’ (33,478 words) and ‘meaning’ (29,360 words) had similar levels of prevalence. I suggest, 

therefore, that autonomy is the most significant determinant of women’s entrepreneurial well-being 

and engagement is the least prevalent of the four. However, all four elements of eudaimonic well-

being were found to be interconnected; with entrepreneurs finding, for instance, that performing a 

job which they felt was authentic to them and which they could do autonomously on their own 

terms, delivered more meaning and engagement with that job.  

In order to add perspective and context to the four well-being themes identified, a fourth round of 

coding identified entrepreneurial stressors as: ‘role responsibility’, ‘finance problems’, ‘people 

problems’, ‘fear of failure’, ‘lack of boundaries’, ‘isolation’, ‘lack of time’, ‘lack of benefits’ and ‘gender 

stressors’ (specifically related as the domestic gap, finance gap and social gap). These stressors were 

considered against the four identified facets of eudaimonic well-being. Evidence from the literature 

review suggested that it was eudaimonic aspects of entrepreneurial well-being which provided the 

overall improved well-being of entrepreneurs compared with the employed population. Taken into 

context against entrepreneurial stressors, this was confirmed here and expanded to include detailed 

findings as to four facets of eudaimonic well-being for UK women entrepreneurs. 

A fifth coding round examined perspectives of gender and circumstance. When words spoken about 

gender stressors were discounted, it was found that words spoken positively about entrepreneurial 
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well-being (125,359) were more than double those spoken about entrepreneurial stressors (54,077). 

This demonstrated not only that entrepreneurial well-being is primarily related to eudaimonic facets 

of well-being but that for women entrepreneurs, entrepreneurial stressors primarily relate to their 

gender roles. What follows is an exploration of the facets of well-being which were identified as 

having gendered differences and an elucidation from the literature as to why these differences may 

exist. 

9.1.1 Time and Financial Autonomy Trade-offs 

Results from quantitative assessment demonstrated no statistically significant gendered difference in 

the prevalence of ‘autonomy’ as a facet of entrepreneurial eudaimonic well-being (81% of women 

and 79% of men claimed positive responses of experiences of autonomy within enterprise). 

Qualitative assessment demonstrated a strong evidence base for autonomy, not only as a motivator 

to start a business but for continuing in enterprise: ‘’I just can’t imagine going back to work for 

someone else!’’. Pertinent to this thesis, however, was the finding that elements within autonomy 

were gendered, in particular, those relating to women expressing greater well-being benefit from 

‘time autonomy’ and men having greater well-being benefit from ‘financial autonomy’. These two 

elements cancel each other out leading to different gendered experiences of autonomy well-being 

within enterprise but with a net equal overall result in reported well-being autonomy. Women 

entrepreneurs in this sample expressed a preference for time autonomy: women were significantly 

more likely to be motivated to start their business for reasons of work-life balance and time flexibility 

(40% women: 20% men) and were significantly more likely to work part-time (42% women: 18% 

men). Mothers, in particular, described the well-being benefits of enterprise in terms of their ability 

to care for their children: to attend school concerts, to not have the ‘’fear of school holidays’’, and to 

be able to give their children ‘’a life they love’’, often in contrast to their previously harassed 

corporate lifestyles. Alternatively, men in this sample spoke in a different way about time autonomy 

for childcare and cited the ability to have time with their children more as a bonus or ‘’luxury’’ than a 

necessity. Further, men were more likely to experience the well-being benefits that financial 

autonomy brings. As cited in the literature review, money buys well-being to the extent that it 

provides choice (Fischer and Boer, 2011). Men in this sample were more likely to be able to avail 

themselves of the choices money can buy as they were: statistically significantly more likely to earn 

more money (48% of women in the sample compared with 15% of men in the sample earned less 

than £25,000 per year and 11% of men compared with 1% of women earned more than one million 

pounds per year) and statistically significantly more likely to be breadwinners in their family (78% 

men: 39% women). I suggest that being the family breadwinner is a socially constructed gender role 

which has consequences for well-being. Although women expressed well-being benefits relating to 
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time autonomy, they also expressed a constrained choice around part-time working and domestic 

responsibilities with emotions of frustration articulated to greater or lesser degrees by 92% of women 

entrepreneurs who identified themselves as the primary caregivers in their families: ‘’It’s like I’m a 

married, single mum’’ and ‘‘I asked [my husband] last week if he could drop a day to help me out and 

he just laughed’’. Women interviewees who described more equitable domestic arrangements with 

their partners were found to be four times more likely to work full-time than part-time. Women were 

found to have significantly less overall leisure time than men and significantly less ‘energy to spare’. 

The literature supports these findings with studies that show that women who work outside the 

home have greater well-being than those who stay at home (Gregory and Connelly, 2008) but that 

women often prefer part-time work to ease work-family conflict (Hill et al., 2004; Buehler and 

O’Brien, 2011) and that women can be constrained in their part-time work choices (Gash, 2008).  

Other findings of gender differences in well-being within autonomy relate to location autonomy. 

Women entrepreneurs were significantly more likely to work from home (64% women: 33% men) and 

significantly more likely to have a shorter commute (12% women and 30% men commuted more than 

half-an-hour). Again, these trade-offs may have balanced each other in terms of well-being scores as 

the time contamination and deleterious well-being effects women experience from home working 

may be offset by their lack of commuting time (lengthy commuting is said to have a negative effect on 

well-being (Hilbrecht et al., 2014)).   

Therefore we see trade-offs in autonomy well-being with results which are not statistically significant 

overall (81% of women and 79% of men reported autonomy well-being within enterprise) but which 

have different gendered trade-offs. Whilst not affecting the overall gendered prevalence of 

autonomy, these compromises have negative consequences for gender equality and therefore, I 

suggest, personal and societal well-being. The literature informs us that gender equality increases 

both the well-being of nations (Bjornskov et al., 2007; Inglehart et al., 2008; Jorm and Ryan, 2014; 

Ruth and Napier, 2014; Veenhoven, 2015) and of men and women entrepreneurs as individuals (Liu 

et al., 2017). Gershuny and Kan (2012) explain that women who have more money have more 

bargaining power within their families. Policy recommendations in section 9.3 make suggestions to 

remedy this disparity but first I will discuss the reasons I propose account for these findings. 

The literature review reveals paradoxical findings from two American studies (Bender and Roche, 

2016; Powell and Eddleston, 2008) which report women entrepreneurs as being contented with 

financially underperforming businesses. Both studies suggest that women must therefore be more 

intrinsically motivated, placing less emphasis on financial success than their male counterparts. 

Indeed, this supposition concurs with Sherman et al. (2016) who found that intrinsically motivated 

entrepreneurs (‘’make me whole’’) experienced greater well-being than those who were extrinsically 
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motivated (‘’cash is king’’) (Sherman et al., 2016, pp.10). Lepeley (2019) also reported that women 

entrepreneurs were more motivated by work-life balance than money. I take these findings a step 

further by suggesting that the reasons women are more motivated by work-life balance than money 

are socially constructed in nature and I propose that the choices that women make within the 

structures in which they find themselves, have negative consequences for gender equality. I present 

here three theories which support the rationale for the choices women entrepreneurs make. 

The first is Akerlof and Kranton’s (2000) ‘Gender Identity and Economics Theory’ which asserts that 

human beings make decisions based on what they and others think is expected of their gender. They 

find that due to the strong pull of gender identity, women often make decisions which are not in their 

financial interests. This is clearly evident in this research pertaining to women entrepreneurs who 

prioritise socially constructed gender normative behaviour around caregiving (by working part-time 

and prioritising domestic responsibilities) over breadwinning. Resulting from this, most interviewees 

described conflicting priorities and constrained choice. Rachel stated: 

‘’I would like to work more. To be honest, it is a compromise because I would like to be 

working more. But while he has been little, I have done it how I wanted to do it. I have not had 

to compromise that. So- I am not saying I have liked it, because there have been things about 

it that have wound me up!... I do most of the childcare…’’  

Although, a few women (but not men) reported feelings of maternal gatekeeping. When Caroline was 

asked if she would like to swap places with their husband and he would have more time with the 

children she laughed and said, ‘’Ooh nooo! No! That’s mine! [the children]’’. I assert here, in line with 

Akerlof and Kranton (2000) that the strong, societally engendered pull exerted on both women and 

men for traditional gender roles keeps women subordinated in the home and men as breadwinners 

outside it. There is an incomplete gender revolution where many women are not yet comfortable to 

relinquish their primary role in the home without being fully established in the world of work. 

A second insight relates to Leahy and Doughney’s ‘Adaptive Preference Theory’ (2006) which cites 

women’s ‘preference’ for increased unpaid caregiving labour in deference to paid labour as an 

‘adaptive’ rather than sincere preference due to constrained choice in the options available to them: 

women just get on with making the best of a ‘bad deal’. This was evidenced here in the resignation 

some women expressed about their circumstances, ‘’It’s just the way it is’’  and again evidence of the 

conflicting pull of gender identity: ‘‘And like making tea, feeling really angry, thinking, ‘Why do I have 

to cook spaghetti bolognaise?’ But you know, it's my job, I'm a mum and I should be cooking my kids 

spaghetti bolognaise.’’ I suggest that the dissonance women feel in negotiating these territories 

between paid and unpaid labour often results not just in their dissatisfaction, but that women often 
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do not recognise the structures which subordinate them and therefore come to accept them as 

‘normal’.  

The third pertinent theory is Gawdat’s (2107) ‘Happiness Equation’ which relates well-being to the 

sum of expectations minus outcomes. When women do not feel the pressure of succeeding 

financially in a breadwinner role, their well-being may be less impacted by a business with poor 

financial performance. A t-test found that men in this study had statistically significantly greater well-

being when they earned over £100,000 a year (p=0.034) with no such finding for women. Women’s 

well-being was not affected by ‘high status’ earnings. I suggest that again, this finding results from 

more women than men finding congruence with caregiving instead of breadwinning roles.  

To sum, I suggest these gender roles of breadwinner and caregiver are socially constructed and 

problematic for gender equality: the resultant effects are that women do not participate equally 

within enterprise and men do not participate equally within the home. I argue in line with social 

constructionist feminism and in deference to cultural feminism (which suggests that these roles are 

different but equal) that these issues do matter for individual well-being because a lack of access to 

finance means a lack of access to power and autonomous decision making for women. Similar to 

Gramsci’s position on hegemony (Bates, 1975), I assert that those in subordinated positions, at times, 

either do not understand their domination or acquiesce to conditions which are not in their best 

interests. Beauvoir claims women as ‘’half victim, half accomplice’’ in their plight (Beauvoir, 1949, pp. 

11). I similarly suggest that those in subordinate positions are complicit in their subordination through 

an acceptance of hierarchical relationships as natural rather than socially constructed. They may be 

content in their belief system but I contend that this poses problems for society in terms of gender 

equality and therefore societal well-being as the well-being of nations is positively correlated with 

gender equality (Bjornskov et al., 2007; Inglehart et al., 2008; Jorm and Ryan, 2014; Ruth and Napier, 

2014; Veenhoven, 2015). 

9.1.2 Authenticity and an Enrichment Perspective 

Findings from this study support evidence from the literature review regarding the importance of 

‘authenticity’ as a facet of well-being at work (Baron, 2010; Karelaia et al., 2020; Menard and Brunet, 

2011; Metin et al., 2016; van den Bosch and Taris, 2014). Authenticity was found here to be 

supported by either a congruence with a creative identity (‘’Music is not what I do. It is who I am.’’) or 

an identification with the agency and work of entrepreneurial endeavour (‘’I have always wanted to 

work for myself.’’) 

With regard to gendered effects, women entrepreneurs were found to expend significant energy 

performing ‘identity work’ (Drencheva, 2019) to establish congruent identities important for their 
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well-being. Enterprise has long been purported as a ‘masculine’ endeavour (Marlow, 2014) and 

women entrepreneurs here evidenced walking a tightrope of ‘feminine/caring’ behaviours alongside 

‘masculine/ agentic’ portrayals. A descriptive question which asked entrepreneurs to name their five 

dominant personality traits found both men and women entrepreneurs expressed entrepreneurial 

characteristics such as ’determined’, ‘hard-working’, and ‘ambitious’ but only the women 

entrepreneurs (not the men) expressed adjectives such as ‘friendly’ and ‘kind’ (suggested by the Bem 

‘Sex Role Inventory’ (Bem, 1974) to be ‘feminine’ attributes). During interview, it was apparent that 

women were less comfortable than men in identifying with the term ‘entrepreneur’ which was 

perceived to have both ‘’masculine energy’’ and to be immodest, and several explained they didn’t 

use the term as they didn’t like to ‘’brag’’ or ‘’build themselves up in that way’’. Women also 

expended energy around identity construction at home: two women reported having to placate their 

husbands who felt ‘’emasculated’’ by their wives’ financially successful businesses.  

Some women were found to try and alleviate this dissonance of ‘masculine’ performance by creating 

identities around enterprise such as Ekinsmyth’s (2011) ‘mumpreneur’ or Lewis’s (2014) ‘relational 

entrepreneurial femininity’. Some women actively rejected the mumpreneur construct ‘’I don’t think 

we should be patronising ourselves’’ but a minority embraced it and some claimed empowerment 

from it: ‘’I just think: ‘Go mums!’ Because you know, they've made the time. I think it's 

harder...because… the responsibility [for the family] will always fall on mum’’. Another interviewee 

personified Lewis’s (2014) entrepreneurial femininity by describing her aesthetic transformation: 

Lynn worked in the male dominated industry of construction and said after advice from a female 

mentor she stopped wearing pantsuits and trying to be the ‘‘best man’’ in the room and started 

wearing colourful dresses and high heels to claim her femininity and difference as the ‘’best woman’’ 

in the room. Examples of sexism at work were also reported, particularly in the male dominated fields 

of finance and construction. Women were found to have statistically significantly less confidence than 

men. Findings demonstrated that: 1) women were more likely to cite confidence as a barrier to 

starting their business (23% women: 8% men), 2) men were more likely to say they wouldn’t be 

deterred from growing their business due to fear of failure (82% men: 69% women) and 3) men were 

more likely to have plans to grow their businesses by six or more employees in the next five years 

(63% men: 41% women).   

The identity work that women entrepreneurs performed was therefore found to be effortful and 

consequential (in terms of confidence) but despite this, no statistically significant differences were 

found in authenticity well-being in the quantitative survey (although descriptive differences were 

found with 68% women and 76% men surveyed reporting positive responses to experiencing 

authenticity as an entrepreneur). I suggest that Rothbard and Dumas (2006) ‘Enrichment Perspective’ 
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offers insight as to why women may experience entrepreneurial well-being despite their often-

constrained financial success: performing multiple roles confers a well-being buffer if one area of life 

is not going well. Sharon explained that after she had children, she experienced well-being from a 

dual identity of motherhood and work: ‘’Actually I feel like…it makes me quite happy in a way because 

I think I’ve got something else. I felt that the other mums were almost a little bit jealous that they 

didn’t have something else other than just having a baby. So that gave me some sense of purpose’’.  

Other women entrepreneurs described feeling depressed whilst on maternity leave because they 

missed their work identity. Several described the feeling that their work was ‘’something for me’’. 

One woman made the distinction that her work was something she did for her and parenting was 

something she did for her child. He would grow up and leave home and she needed something that 

was for her to keep. So, whilst there was significant evidence that women experienced conflicting 

priorities around work and caregiving identities, there was also evidence in line with that found in the 

literature review (Gregory and Connelly, 2008) that women had greater well-being when working 

outside the home. However, there were conflicting findings around part-time working which, for 

some women, represented a constrained choice, and for others, a good way to balance competing 

identity constructs. It is worthwhile noting that these findings relate to those of Drencheva (2019) 

who suggests that the identity work women entrepreneurs perform may confer benefit to their 

authentic well-being by the very nature of having to do the work, leading to a more congruent sense 

of self. Though burdensome, the necessity of women entrepreneurs’ engagement with their identity 

work, can represent an opportunity for growth and an authentic expression which otherwise may not 

have been realised. Again, I contend these findings for women’s identity work in enterprise to be 

socially constructed and claim they would be rendered unnecessary in a society which depicted 

women’s enterprise and leadership as commonplace. 

9.1.3 Altruism and Socially Constructed Relational Gender Norms 

‘Meaning’ was identified in this study as a facet of eudaimonic entrepreneurial well-being which, 

along with all four facets, had no statistically significant overall gender difference in prevalence with 

86% of both men and women reporting positive experiences of ‘meaning’ well-being within 

enterprise. Qualitative interviews, however, explored the increased prevalence of women performing 

social enterprise businesses (Nicolas and Rubio, 2016) and suggested that despite the literature being 

clear on the well-being benefits of altruism for both genders, women’s greater engagement in 

altruistic endeavour is socially constructed. A statistically significant finding from this research was a 

t-test which demonstrated men entrepreneurs in this sample were found have significantly greater 

well-being if they had a business partner (p=0.007) although there was no similar effect for women 

who, I suggest, are more likely to be socially embedded within their communities and not feel the 
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need for the well-being connection boost of a business partner. Studies find women to be relational 

when dealing with stressors; they ‘tend and befriend’ (Taylor et al., 2000) when faced with stressors 

but this effect is found less often in men. This finding is purported to lead to problems for men’s 

mental health (McKenzie et al., 2018; Wong et al., 2017). I maintain that this relational rather than 

financial life focus is one of the effects which protects women’s well-being within enterprise despite 

the barriers of the domestic, finance and social gap which they face. I argue that women’s well-being 

is compensated by the relational way they deal with stressors in a way that men are less culturally 

encouraged to do.  

9.1.4 Differences in Defining and Measuring Well-being and the Circumstances of Well-being 

As reported in the literature review, the multiplicity of methods for defining and measuring well-

being (Cooke et al., 2016), as well as its subjective nature (Gilbert, 2006), complicate analysis of 

findings. Batz and Tay (2018) helpfully outline the difficulties posed by measuring differences in 

gender well-being by using variables which consist of: 1) life satisfaction, 2) positive affect and 3) 

negative affect. Women were found to demonstrate a wider range of emotion than men 

(experiencing both more positive and more negative affect (Seligman, 2003; Simon and Nath, 2004)) 

which, using this method, resulted in a finding of no net gender difference in overall well-being.   

With reference to the eudaimonic well-being of the women entrepreneurs explored here, I suggest 

above a similar effect in terms of contradictory findings of time autonomy and financial autonomy 

cancelling each other out. I go even further here and suggest that not only do aspects of well-being 

sometimes cancel each other out depending on measurement scales, but that certain elements of 

well-being are less consequential than others. As outlined in the literature review, circumstances of 

well-being are found to account for only a minority of well-being outcomes (Lyubomirsky, 2008; 

Veenhoven, 2015) compared with well-being behaviours and a genetic propensity to a positive 

disposition: thus I contend that findings relating to women’s circumstances in enterprise in terms of 

struggles relating to the domestic gap, finance gap and social gap do not have as much of an impact 

on their well-being score as some of the eudaimonic well-being behaviours they employ. Well-being 

behaviours promoted by leading academic and government advisors by www.actionforhappiness.org 

are listed below:  

1) Keep learning new things

2) Have goals to look forward to

3) Be authentic- comfortable with who you are

4) Cultivate meaning- be part of something bigger

5) Connect with people

6) Give to others
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7) Find ways to bounce back 

8) Look for what is good 

9) Take care of your body 

10) Live mindfully 

(King, 2016; Layard, 2005; Lyubomirsky, 2008)  

As noted in the literature review, several of these behaviours result from the practise of enterprise, 

for example: learning new things, having goals to look forward to, being authentic, cultivating 

meaning, finding ways to bounce back, connecting with people and giving to others. I suggest the 

latter two relational behaviours are socially constructed gendered effects which protect women’s 

well-being. 

Therefore, I propose that another reason for the mixed findings of gender differences in 

entrepreneurial well-being may be that women’s poorer circumstances in terms of their 

disadvantages within enterprise relating to the domestic, finance and social gap, matter much less for 

well-being than their active engagement in eudaimonic well-being behaviours (in particular, women’s 

social-relational ones) outlined above. 

9.1.5 Circumstances of Disadvantaged Enterprise 

Despite the focus of this study being on eudaimonia as the key concept in women’s entrepreneurial 

well-being, worthy of further examination are disadvantaged entrepreneurs. Levels of disadvantage 

may be positioned along a gradient resulting not only from gender, but further by factors of ethnicity, 

social class, and levels of human, financial and social capital. As established in the literature review, 

women are not a homogenous group and I argue it is problematic to categorise all women as having 

the same disadvantage. ‘Intersectionality Theory’ (Crenshaw, 1991) affirms that multiple and 

competing disadvantages exist within society including those of gender, ethnicity and socio-economic 

class.  

With regard to entrepreneurs, previous study has found entrepreneurs to be disadvantaged 

particularly when coming from a place of no employment, low income or limited human capital. These 

entrepreneurs were found to experience less financial success (for example, Lofstrom (2013) found 

that low-skilled workers were financially better off in employment than self-employment) and lower 

levels of well-being (Binder, 2017; Ryff, 2019). Circumstances of the respondents were therefore 

salient to findings and as such, every attempt was made to purposively select respondents from a 

wide variety of demographics and business circumstances. As presented in Chapter 5, multiple t-tests 

were performed on the results from questionnaire respondents to test well-being against a variety of 

circumstances for both men and women. However, despite collecting substantial data, it was 
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inherently hard to delineate differences specifically in human capital. One method used was a t-test 

looking for differences in well-being compared with education level, although, no statistically 

significant well-being differences were found here on this measure. 

In terms of income levels, it was also difficult to assess levels of financial underperformance because 

all the businesses surveyed were still operational therefore all were having a degree of financial 

success. Although, noteworthy was that both genders earning greater than or less than £10,000 a 

year and greater than or less than £50,000 a year showed no statistically significant well-being 

difference. However, men (but not women) reported a well-being boost when earning more than 

£100,000 a year, which, I suggest above, is a socially constructed result of men’s pleasure with high 

performance in their gender congruent breadwinner role. As a separate indicator of a gendered 

stressor posed by low income, qualitative analysis of interviewees found an increase in financial stress 

among single mothers interviewed (three out of six single mothers were struggling financially to make 

ends meet). Women are much more likely to be single parents than men (86% of single parents are 

women (Reis, 2018)). Also found here, (in line with van Gelderen (2016) and Prottas and Thompson 

(2006)) was that interviewees with bigger businesses and employees expressed a substantial benefit 

from both time and financial autonomy well-being. Although both genders reported substantial well-

being satisfaction around these circumstances of bigger businesses, I suggest that these effects are 

gendered with women being statistically significantly less likely to have employees (58% men: 34% 

women) or large, high-performing businesses (15% of men and 48% of women earned less than 

£25,000 per year).  

Wolfe (2013) describes the top 20% of women who she terms the ‘elite’ and explains how they lead 

very different lives to the majority 80%. Indeed, many of the educated, middle-class, white women 

interviewed here reported substantial financial successes with their businesses. It is understood that 

women are more likely to be receiving benefits or live in poverty than men (Reis, 2018). I contend 

that within enterprise, many more women than men come from a situation of financial disadvantage 

and I emphasise the importance of recognising this and the gradients of disadvantage experienced. 

Due to women being more likely than men to come from a place of no employment or low income, 

Ahl and Nelson (2015) argue that enterprise itself is a questionable endeavour for women due to 

their limited financial successes in the field. They claim that it may not be the ‘’social and economic 

panacea for women it is often held out to be’’ (Ahl and Nelson, 2015, pp 274). Nightingale and Coad 

(2014) similarly find that public policy discourse which glamourises enterprise and paints it as a 

worthy endeavour accessible to all, fails to recognise many economically marginal and poor 

performing businesses which they term ‘muppets’ in favour of the promotion of ‘gazelles’ (those 

businesses which achieve innovation and economic growth). They suggest enterprise study should be 
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divided along a continuum of ‘muppets’ and ‘gazelles’ to better understand the field and avoid the 

presumption that enterprise is good for all. Binder and Coad (2013) and Stephan (2018) confirm that 

‘necessity enterprise’ (coming from a position of limited choice), leads to poorer well-being outcomes 

than those of ‘opportunity enterprise’. Therefore, I believe in line with others above that specific care 

should be taken by policy makers to account for these particular disadvantages of low income, low 

human capital and necessity enterprise. Those with poorer levels of human and financial capital are 

less likely to succeed in enterprise and pushing them into necessity enterprise is likely to be limiting 

to both their well-being and financial outcomes. However, similar to Martinez-Dy (2015), I caution 

against the supposition that none of those actors in lower socio-economic groups will be able to make 

the leap.  

I suggest that, although many women are starting from a place of disadvantage within enterprise, it is 

not women’s agency but the structures around them which should be called into question. More 

consideration should be given to delineate groups of entrepreneurs who may not perform well and 

for whom employment is more financially secure. However, I believe that government should be 

attempting to construct policy which removes structural barriers so that everyone with the capability 

and who wishes to pursue a career in enterprise should have the opportunity to do so regardless of    

gender, ethnicity or socio-economic class. Limitations of this study are discussed below and policy 

recommendations based on findings are then outlined.  

9.2 Limitations  

There are three primary limitations to this study. The first is the small sample size (n=291) for the 

quantitative results which meant that I was unable to provide statistically significant findings as to the 

well-being of entrepreneurs in comparison with the whole UK population. Obtaining a large sample 

size of thousands of respondents suitable for population quantitative analysis, in addition to 

performing qualitative work, was not feasible for a doctorate study but would have been desirable to 

garner more definite conclusions.  

The second limitation is the distinction between disadvantaged enterprise and women’s enterprise. It 

was difficult in this study to delineate what was disadvantage due to gender, human capital, social 

class or ethnicity and who exactly falls in the category of ‘sufficient disadvantage’ as to make the 

pursuit of enterprise not beneficial for well-being. I contend that women are not a homogenous 

group and that the barriers identified here as the ‘domestic gap’, ‘finance gap’ and ‘social gap’ which 

affect women as a group, do not go far enough in accounting for other disadvantages. I propose that 

there are gradients of disadvantage and it is only somewhere along this gradient that women stop 

experiencing well-being from entrepreneurial pursuit. The literature review suggested that those 

entering the field of enterprise from a position of unemployment, low income and low levels of 
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human capital not only did not succeed financially in enterprise but additionally had less well-being 

(Binder, 2017; Ryff, 2019). It was challenging to delineate these circumstances of low income and low 

levels of human capital in this study. Some quantitative findings showed that both men and women 

who earned less than £10,000 a year from their businesses had no poorer well-being than those who 

earned much more. However, this could be because they were not the sole breadwinner for a family 

unit. Respondents on low income invariably stated other reasons for their well-being in enterprise 

based on ‘autonomy’ or ‘meaning’ and several claimed to not be money motivated (‘’Job satisfaction 

is through the roof even through the income’s nowhere near’’ and ‘‘If someone else was paying me 

this money I probably wouldn’t do it!’’). I suggest these findings may be due to a choice-supportive 

bias demonstrated by respondents who had already made up their mind to continue in enterprise 

regardless of their low income. 50% of businesses fail within the first five years (Otar, 2018) and 

information from entrepreneurs with failed businesses would have provided a more contextualised 

picture. Of course, this is a common problem in enterprise research.  

The final limitation was a paucity of findings or exploration regarding well-being differences in 

enterprise based on ethnicity or gender orientation. The focus of this thesis was specifically binary 

gender so these areas were not identified for attention but I believe them to be crucial to future 

research to further investigate not only the impact of ethnicity but pertinently to explore the growing 

number of gender identities which are undifferentiated along a binary of male and female, 

particularly in light of the social constructionist approach to gender relations emphasised in this 

study. Questions were asked here regarding ethnicity and a t-test was performed which 

demonstrated no statistically significant differences in well-being of men and women entrepreneurs 

in this sample based on being an ethnic minority. Five ethnic minority respondents were interviewed 

and no significant findings were reported regarding barriers to enterprise specifically due to ethnicity. 

However, previous research has described ethnicity barriers in enterprise (Martinez-Dy et al., 2016; 

Romero and Valdez, 2016) and I believe an intersectional approach to be important in future 

research. In relation to gender orientation, two respondents were identified from the questionnaires 

as non-binary, however neither of these were interviewed and they were removed from the dataset 

for analysis because the remit of this project was to specifically look at binary gendered differences in 

entrepreneurial well-being. As Drencheva (2019) asserts, there is limited research currently regarding 

the enterprise experiences of those who identify as non-binary. This research is warranted not only 

because this is a marginalised group but because information regarding the experiences of those who 

do not experience gender in binary terms are likely to provide crucial insight as to gender relation 

dynamics between a growing element of the population who reject binary stereotypes. There is an 

expanding cultural movement towards gender as a non-binary concept which I suggest is enormously 

important to examine in order to challenge gender ‘normative’ behaviour that is limiting to equality.  
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9.3 Policy Recommendations 

Foss et al. (2019) claim, in their review of women’s entrepreneurship policy during the period 1983-

2015, that policy recommendations emanating from academic research in the field are vague and 

lacking depth. They critique the onus placed on women to agentically solve problems which are 

structural in nature and call for more specific and actionable policy recommendations. What follows 

is a presentation of current policy suggestions pertaining to both gender equality and women’s 

enterprise. (These are dealt with separately by lawmakers but, as findings here have demonstrated, 

the greatest barrier for women entrepreneurs in both their well-being and their financial equality is 

the collective issue of gender equality.) Following that is an outline of my suggested policy 

recommendations based on findings from this research.   

The Rose Report (2019) on women’s enterprise acknowledged, in line with findings here, that many 

of women’s barriers to enterprise are cultural and societal and will take many years to overcome: the 

barriers that women entrepreneurs face are primarily the barriers of gender inequality. Importantly, 

Liu et al. (2017) find that gender equality increases the well-being of both men and women 

entrepreneurs and we know that societies with greater gender equality have greater well-being 

(Veenhoven, 2015). This should therefore be a target for all. According to the 2020 Global Gender 

Gap Report from the World Economic Forum, at current rates, it will take a further 99.5 years to close 

the gender gap (Crotti et al., 2020). Particularly of concern, is that the United Nations estimates the 

Covid-19 pandemic could put gender equality back 25 years as a result of women doing significantly 

more unpaid caregiving and domestic work (UN Women, 2020).  

In relation to the UK government’s current policies to tackle gender inequality, the Roadmap to 

Gender Equality (Mordaunt, 2019) outlines several priorities which include, among others, 

suggestions to improve the pay gap, a commitment to evaluate shared parental leave schemes and 

setting up an Investing in Women voluntary code for business. With specific reference to women’s 

enterprise, the UK government’s response (Jenrick, 2019) to the Rose Report on women’s enterprise 

(Rose, 2019) produced several useful initiatives including those relating to funding allocation through 

a new Investing in Female Entrepreneurs code, an accelerated roll-out of entrepreneurship courses in 

schools, improved access to mentoring schemes and the creation of an entrepreneur first-stop shop.  

In fact, initiatives from various think-tanks over the years have proposed similar solutions: a 

combination of funding, training, education, networking and role modelling. Variations on these ideas 

are found, for example, in Deloitte’s 2016 report Women entrepreneurs: Developing collaborative 

ecosystems for success (Sproul et al., 2016); the Centre for Entrepreneurs’ 2015 report Shattering 

Stereotypes (Fink, 2015); the OECD’s 2016 Policy Brief on Women’s Entrepreneurship (Halabisky et al., 

2016) and the Female Founders Forum’s 2017 report Untapped Unicorns (Denham et al., 2017)).  



 
 

187  

Despite agreement with all of the policy suggestions above, I strongly maintain that they do not go far 

enough in the two areas demonstrated by this research to be the most important to entrepreneurial 

equality in well-being, namely: 1) the trade-offs women make in time and financial autonomy 

(resulting from barriers outlined in the literature review as the domestic gap and finance gap), and 2) 

the identity work required of women entrepreneurs and impact to women’s confidence in enterprise 

resulting from the social gap. I propose that two areas of focus which would go the furthest to 

addressing these two disparities as outlined by this research are therefore: 1) increased assistance 

with childcare through a universal childcare scheme and increased provision for shared parental leave 

to address the disparities in autonomy well-being and 2) increased visibility of women entrepreneurs 

as mentors and role models so that enterprise is no longer societally viewed as a primarily ‘masculine’ 

construct thus addressing authenticity in enterprise. Furthermore, I argue that disseminating this 

information directly to women through Local Enterprise Partnerships or similar would help women as 

individuals. If women entrepreneurs were aware that they more often pursue time autonomy over 

financial autonomy and the consequences of this for their long term financial security they may make 

different life decisions. Additionally, the knowledge that the pursuit of an authentic identity within 

enterprise will in itself create well-being may be helpful to women as they position themselves in the 

field of enterprise. If women realised that part of their under-confidence in business was not 

necessarily related to their ability but that many other women also experienced this phenomenon 

due to a lack of role modelling, this would help them frame their experiences.  

9.3.1 Childcare and Parental Leave Schemes 

To provide context regarding the policy recommendation of universal childcare, it is of interest to 

note that in 1970 the first UK’s Women’s Liberation Movement Conference took place in Oxford, 

England and resulted in the Women’s National Co-ordinating Committee making the following four 

demands for women’s equality: 1) equal pay, 2) equal education and job opportunities, 3) free 

contraception and abortion on demand and 4) free 24-hour nurseries (Glosswitch, 2015). 

More than 50 years later, a case can arguably be made for progress concerning these first three 

demands. However, childcare policy in the UK is still too often seen as a private rather than public 

issue. The UK currently ranks as one of the worst nations in the OECD for family-friendly policies 

(Unicef, 2019) and the situation for women in work has worsened since the pandemic of 2020 

(Rockeman, 2021). I argue, therefore, that it is unsurprising that the UK lags behind best-practice peer 

countries in terms of women’s participation in enterprise (Rose, 2019). Childcare not only affects 

those with young children, but government policies and therefore societally normative behaviour 

around childcare and shared parental leave, have long-term implications not only for women’s well-

being but for how society cares for its most important asset: the next generation. The Duchess of 
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Cambridge, Kate Middleton, conducted a UK-wide survey in 2020 (garnering more than 500,000 

responses) regarding children’s early years which emphasised that care for children under the age of 

five is ‘key to the society we will become’. She found that 90% of people agreed that parental mental 

health was critical to a child’s development (Hazell, 2020). It is evidenced that women experience 

greater well-being when combining work and parenting (Boye, 2009, Gregory and Connelly, 2008) 

and that outcomes for disadvantaged children are better when they attend nursery (Felfe et al., 2015; 

Havnes and Mogstad, 2011; Herbst, 2017). A traditional proverb wisely says: ‘’it takes a village to 

raise a child’’, and yet in the Global North the standard scenario is a mixture of harried maternal care 

and inadequate day care. Fathers are not sufficiently considered despite the fact that, when fathers 

are more involved with their children’s care, outcomes are better for children (Del Carmen Huerta et 

al., 2013)). The balance of who provides the majority of childcare is currently biased towards sole 

maternal care and women need more support. The UK provides a National Health Service but makes 

limited provision for a societal response to the care of what is arguably its most important resource: 

its children. 

The current UK government are taking small steps in the right direction and in 2017 doubled the free 

childcare available in England to working parents of 3 and 4-year-olds to 30 hours-a-week (Greening, 

2016). This particular policy was cited by one interviewee as a ‘’huge help because it really takes the 

pressure off’’. However, the government have simply not gone far enough. During the 2019 general 

election, the Conservative Party initially considered a policy which offered an additional 15 hours-a-

week of free childcare to parents of 2-year-olds but the policy was ultimately discarded and did not 

make it into the party manifesto (Swinford and Smyth, 2019). Resulting from findings in this study, I 

assert, in line with the Liberal Democrats (Farquharson, 2019), the Labour Party (Corbyn, 2019) and 

the Women’s Equality Party (WEP) (Peaker, 2017) that significantly more public money needs to be 

spent on childcare in order to level the playing field for women entrepreneurs (and women 

generally). I argue that the current societal presumption of primacy placed on maternal care of 

children with limited input from fathers or the state, foments gender dynamics which have long 

lasting impacts for gender equality and women’s entrepreneurial well-being. 

Shared parental leave policies are additionally imperative to move the gender equality debate 

forward. As interviewee Cora lamented in the previous chapter: ‘’It all starts in the hospital when they 

kick the dads out and mum becomes the default carer’’. Not only do women need more help from the 

state in terms of childcare but they need more help from their partners. A direct link has been made 

between government policies which support men’s take up of parental leave (Kan and Gershuny, 

2010) and greater equality in women’s unpaid work-time. Shared parental leave is crucial in 

establishing roles and responsibilities within families. When women are automatically positioned as 
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the default carer, this has long lasting implications for both their well-being and their ability to work 

outside the home and accumulate financial capital. Leading the way in this policy area is Finland 

whose majority female-led government have recently mandated equal shared parental leave for men 

and women at seven months each (Ng, 2020).  

In the UK, the Women’s Equality Party has costed a proposal for a fully equal system of shared 

parental leave for up to nine months at 90% of pay (Peaker, 2017). This guarantees each parent three 

months away from work with an additional three months which can be split however the couple 

decides. Their intention would be to take the four billion pounds funding required for the system 

from the fund for infrastructure investment. Based on evidence presented here regarding the 

disparity in equality of entrepreneurial well-being (with gendered trade-offs in time and financial 

autonomy), I suggest that the money currently allocated to infrastructure projects such as the High 

Speed Two (HS2) railway scheme would be better spent on enabling more people to access 

technology to enable (amongst other things) working from home and a shared parental leave 

scheme. The Women’s Equality Party also advocates, in line with the Self-Employed Review report to 

the government (Deane, 2016), that the self-employed should have the same parental leave rights as 

the employed: I agree with this assessment.  

9.3.2 Role Model and Mentoring Schemes 

My second recommendation to help women entrepreneurs achieve their well-being potential is for 

women to be able to increasingly ‘see’ themselves as entrepreneurs through significant focus on role 

model and mentoring schemes. Many women’s experiences of authenticity in enterprise are 

constrained by the energy they expend on ‘othering’. They perform identity work to present 

themselves variously as: 1) masculine in a masculine domain (women entrepreneurs who expend 

energy trying to be recognised as ‘people’ rather than ‘women’ and who are uncomfortable 

highlighting women’s differences with men), 2)  feminine in a masculine domain (construction of 

hybrid identities or ‘relational entrepreneurial femininity’ (Lewis, 2014)) or 3) feminine in a feminine 

domain (mumpreneur identities (Ekinsmyth, 2011)). Lack of visibility of women who are like them and 

the standard perception of enterprise as a male pursuit, lead women to both expend significant 

energy on identity work and to suffer a lack of confidence in an endeavour they feel is less congruent 

to their gender role. This study found that women entrepreneurs with strong role models who had 

developed authentic identities around their work (be that as leaders, creative individuals, or through 

identification with the mumpreneur construct) expressed high levels of confidence and 

entrepreneurial well-being.  

A report by the Female Founders Forum of The Entrepreneurs Network entitled Mentoring Matters 

was released in March 2018 and asserted that: ‘’Mentoring has long been viewed as one of the best 
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vehicles for encouraging and supporting entrepreneurship….nearly half of women entrepreneurs state 

that a challenge facing their businesses is the lack of available mentors’’ (Jarvis and Denham, 2018, 

pp.9). Mentoring and role modelling are important as they affect women’s confidence in the field and 

their motivation to enter into it. I welcomed the Government’s response to the Rose Review (Jenrick, 

2019) which placed an emphasis on the importance of role-modelling and networking in women’s 

enterprise. I believe these are important initiatives, despite understanding the criticism levelled at 

women-only programmes which risk ‘ghettoising’ women. (As described in the literature review, 

McAdam et al. (2019) critique policies which enforce women-only networks as ‘other’).  

It is important to remember that it wasn’t so long ago that women did not even ‘see’ themselves as 

participants in the workplace, and now, in the UK, 73% of women aged 16-64 are in employment 

compared with 80% of men (Leaker, 2020). Steinberg (2017) says that finance is the final frontier for 

gender equality, and in the world of work I contend that enterprise is the final frontier for women. 

Whilst women are now able to picture themselves in paid employment outside the home and 

sometimes in leadership positions, enterprise seems to be one step further again. Tajfel (1982) 

proposes in his ‘Social Identity Theory’ that the groups to which people belong form an important 

source of pride and self-esteem and it is within this context that women are still struggling to forge 

entrepreneurial identities congruent to their sense of self. Because what is a woman supposed to be? 

Until more women can see themselves as entrepreneurs, their true equality of ‘authenticity/ identity’ 

well-being will not be realised.  

9.3.3. Increased Individual Knowledge  

As positioned in the introduction, as well as making recommendations for government policies to 

improve women’s entrepreneurial well-being, it is important for women as individuals to understand 

whether enterprise is a career choice which will lead to well-being. Based on the findings of this 

study, I suggest that if women entrepreneurs as individuals had increased awareness of the 

repercussions of the decisions they often unconsciously take to trade time autonomy for financial 

autonomy they may make different decisions. Women entrepreneurs who realise that they may enjoy 

the well-being benefits of time autonomy but at the expense of their own financial security may be 

more inclined to co-opt help from their partners or other support networks.  

Additionally, if women were aware of the importance of role modelling this may increase their 

confidence in enterprise. Knowing that women entrepreneurs often feel less confident and more 

isolated in the business world than men is not because they are less capable but because they see 

fewer role models in business and leadership positions may help individual women to frame their 

situations instead of internalising failure. I recommend that this type of knowledge should be 
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cascaded to women through a variety of pathways including: entrepreneur support agencies such as 

Local Enterprise Partnerships (LEPs) (www.lepnetwork.net), schemes through private corporate 

bodies like Barclays who support women’s enterprise programs (www.barclays.co.uk/business-

banking/sectors/women-in-business/) as well as through school and university education programs 

promoting enterprise (for example, www.port.ac.uk/collaborate/business/business-

services/accelerating-womens-enterprise).  
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CHAPTER 10 Conclusion 

This thesis explored the eudaimonic well-being of a group of UK women entrepreneurs. Women 

worldwide do not own or scale businesses to the same degree as men (GEM 2018/19) and the UK is 

found to lag behind best-practice peer countries in the rate of women’s business ownership (Rose, 

2019). The UK government is keen to close this gap (McTague and Walbey, 2016) as lack of UK 

women’s participation in enterprise is purported to lead to the UK economy missing out on £250 

billion in revenue (Rose, 2019).  

The rationale for examining the eudaimonic well-being of women entrepreneurs stemmed from both 

a societal imperative to question whether government policy which encourages women to increase 

their participation in enterprise is good for women’s well-being and an academic imperative which 

called for greater clarity on entrepreneurial eudaimonia (Shepherd, 2015; Stephan, 2018; Ryff, 2019; 

Wiklund et al., 2017,2019) as well as enterprise research viewed through a feminist lens (Lepeley, 

2019, Marlow, 2014,2020; Yadav and Unni, 2016). Established literature found that entrepreneurs 

have greater well-being than the employed population (Andersson, 2008; Benz and Frey, 2004,2008; 

Hundley, 2001; Johansson Seva, 2016; Obschonka, 2015; Prottas and Thompson, 2006; Schneck, 

2014; Stephan, 2018). The experience of various facets of eudaimonia were attributed to this finding 

(Alvarez and Sinde-Cantorna, 2014; Baron et al., 2016; Benz and Frey, 2004; Hundley, 2001; Hahn et 

al., 2012; Karelaia et al., 2020; Lange, 2012; Littman-Ovadia et al., 2017; Menard and Brunet, 2011; 

Metin et al., 2016; Millan et al., 2013; Murnieks et al., 2014; Prottas and Thompson, 2006; Riffkin and 

Liu, 2014; Schneck, 2014; Seligman, 2003; Sherman et al., 2016; Shir et al., 2019; Stephan, 2018, 

2020; van den Bosch and Taris, 2014). Further, the literature establishes that women entrepreneurs 

have greater challenges than men (McAdam, 2012; Martinez-Dy et al., 2020; Rose, 2019). These 

challenges were defined and explained here as the ‘domestic gap’, ‘finance gap’ and ‘social gap’. This 

thesis was unique in its examination of UK women’s entrepreneurial eudaimonia in the context of 

women entrepreneurs’ increased challenges as previous study of entrepreneurial eudaimonia was 

gender blind.  

Using mixed methods, three questions were answered: 

1) Are there measurable differences in the well-being of men and women entrepreneurs?

2) What are the facets of women’s eudaimonic entrepreneurial well-being?

3) What are the roles of gender and circumstance in women’s eudaimonic entrepreneurial
well-being?

A summary is provided below of the unique findings and contribution to knowledge of this thesis as 

well as recommendations for future research which consider both the limitations of this study and 

the policy recommendations positioned in Chapter 9. 
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10.1 Unique Contribution to Knowledge 

The unique findings of this thesis are summated in the depiction in Figure 1.1 on page 5 of this thesis 

and repeated below:  

Figure 1.1: Summary Findings: The Eudaimonic Well-being of UK Women Entrepreneurs 

Quantitative findings revealed no gender differences in the overall prevalence of eudaimonic 

entrepreneurial well-being. Iterative thematic coding of 40 semi-structured interviews revealed 35 

women and five men to have four common facets of eudaimonic entrepreneurial well-being: 1) 

autonomy, 2) authenticity 3) meaning, 4) engagement. The literature review suggested ‘autonomy’ as 

the most strongly evidenced reason for the well-being of entrepreneurs versus the self-employed and 

findings here concurred with this assessment. Further, this analysis revealed the additional 

importance of ‘authenticity’, ‘meaning’ and ‘engagement’ as eudaimonic facets of entrepreneurial 

well-being and highlighted their interconnected nature as well as their prevalence in relation to each 

other (with authenticity and meaning as equally prevalent and engagement as the least prevalent of 

the four). The weighting and interconnected relationship between these four eudaimonic facets of 
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women’s entrepreneurial well-being is represented in Figure 1.1 by varying font size and the direction 

of the arrows. 

A unique contribution to knowledge was provided not only through the identification of these facets 

of eudaimonic well-being for women entrepreneurs but by their detailed examination through a 

gendered lens of social constructionist feminism. Qualitative findings suggested that despite no 

overall gender difference in the prevalence of these four facets of eudaimonic entrepreneurial well-

being, trade-offs were made in elements of each facet relating to a socially constructed gendered 

normative surrounding women’s caregiving and men’s breadwinning status in society. I strongly argue 

that these trade-offs have consequences for gender equality which should be rectified by an 

increased focus of government on the structural issues surrounding women’s enterprise. Women 

entrepreneurs were found here to make constrained choice regarding hours of work and 

prioritisation of their domestic roles in the home in deference to the financial success of their 

business resulting in more time autonomy but less financial autonomy. Women also suffered from a 

lack of confidence in pursing an endeavour societally construed as ‘masculine’ thus impacting their 

experience of authenticity in enterprise. Theories were positioned in the discussion to suggest why 

these trade-offs that women made did not result in poorer overall prevalence in eudaimonic 

entrepreneurial well-being for women and included suggestions relating to:  

1) Akerlof and Kranton’s (2000) ‘Gender Identity and Economics Theory’. (Fear of being in the

‘out’ group means women are strongly pulled towards gender congruent roles despite the

financial consequences.)

2) Leahy and Doughney’s (2006) ‘Adaptive Preference Theory’. (Women make the best of a ‘bad

deal’ and are socially conditioned to accept their present position in society as normative.)

3) Gawdat’s (2017) ‘Happiness Equation’. (Women have lower expectations of financial success

than men therefore their well-being is impacted less when they do not achieve it.)

4) Rothbard and Dumas’ (2006) ‘Enrichment Perspective’. (The performance of multiple roles

improves women’s well-being as their ‘eggs are not all in the same basket’.)

5) Taylor’s (2000) ‘Gendered Social-Relational Well-being’. (Women’s well-being is protected

due to the social-relational way they more often deal with stressors.)

6) Lyubomirsky’s (2008) ‘Circumstances of Well-being’. (Women’s poorer circumstances (relating

to their challenges in terms of the domestic, financial and social gap) matter less for overall

well-being than well-being behaviours.)

I argue that despite no findings regarding statistically significant gender differences in the overall 

prevalence of eudaimonic entrepreneurial well-being, these unique findings of the trade-offs that 

women entrepreneurs make within these facets of well-being denigrate their gender equality. These 
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trade-offs are primarily responsible for the structural difficulties women face and lead to the 

consequence of women’s limited participation and financial success within enterprise. Importantly, 

from a societal perspective, it is widely reported in the literature that gender equality increases the 

well-being of nations (Bjornskov et al., 2007; Inglehart et al., 2008; Jorm and Ryan, 2014; Ruth and 

Napier, 2014; Veenhoven, 2015). I therefore argue that despite findings here of an equivalence of 

overall eudaimonic well-being for men and women entrepreneurs, from a social constructionist 

feminist perspective, I contend that if governments wish to see progress in women’s participation in 

enterprise then increased effort should be expended to the socially constructed barriers of gender. 

Further, it is crucial to recognise that women are not a homogenous group and it is not only their 

gender but issues of ethnicity, human capital and low socio-economic status which compound 

barriers in enterprise. Recommendations for future research are outlined below.  

10.2 Recommendations for Future Research 

Accounting for both the limitations of this study and policy recommendations described in Chapter 9, 

the following suggestions for future research are made. 

First, I recommend further research should be undertaken from an intersectional perspective 

regarding marginalised groups of entrepreneurs not covered by this study such as those with differing 

social classes, ethnicities, genders (transgender and non-binary) and sexual orientations. In particular, 

this research was not able to fully delineate how these competing forms of disadvantage compound 

to produce the businesses described by Nightingale and Coad (2014) as ‘muppets’ (financial failures) 

or ‘gazelles’ (financially successful, high growth businesses). In line with Nightingale and Coad (2014), 

I call for more research which particularises different forms of disadvantage. I further suggest more 

research into women entrepreneurs and their well-being after business failure (as well as possible 

reasons for that business failure: for example, low levels of human, social or financial capital) would 

enable a broader and more contextualised understanding of women’s entrepreneurial well-being. 

This is an important point as the literature suggests that it is ‘women’ as a category who are less 

financially successful in enterprise: of course, this group is not homogenous. However, in general, this 

study did find that it is primarily women’s socially constructed gender roles which hold them back in 

enterprise (the domestic gap, finance gap and social gap). Any government policy which supports 

gender equality will support women entrepreneurs to succeed in business not only from a well-being 

perspective but also a financial one. Suggestions are therefore made regarding: 1) universal childcare 

and shared parental leave (so women entrepreneurs do not have to choose between time autonomy 

and financial autonomy) and 2) better provision of role model and mentoring schemes (to improve 

women’s confidence and feeling of authenticity in enterprise). A third recommendation is made that 

the results of this study are disseminated to women as individuals (for example, through LEPs or 
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education programs) so they can be cognisant of their choices regarding time and financial autonomy 

as well as accessing role model and mentoring schemes to improve confidence. The implementation 

of these recommendations are crucial if the government wishes to see more women succeeding in 

enterprise as it purports to do. Campaigning for improved provision in these areas is a cause which 

under the auspices of Rouse and Woolnaugh’s ‘Engaged-Activist Scholarship’ (2019), I intend to 

participate myself (for details see Appendix 11), in order to move this debate forward. 
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Appendices 

Appendix 1: Chi Squared Test Results for Personal Demographics and Business Circumstances 

Survey Monkey (www.surveymonkey.com) statistical analysis software performed chi squared 
analysis from the survey data collected on 291 respondents. A p value of 0.05 was used as the cut off 
for significance and statistically significant results are highlighted in pale blue in the tables below.   

Where is Your Main Place of Work? 
Answered: 290  Skipped: 1 

HOME AWAY FROM HOME (E.G. 
OFFICE, RETAIL SPACE OR 

ON THE ROAD) 

CO-WORKING SPACE OTHER TOTAL 

Male (A) 
33% 56% 8% 3% 42% 

40 68 10 4 122

B B B 
Female (B) 64% 27% 3% 6% 58% 

108 45 5 10 168 
A A A 

Total Respondents 148 113 15 14 290 

33%

64%

56%

27%

8%

3%3%
6%

0%

10%

20%

30%

40%

50%

60%

70%

Male (A) Female (B)

Home Away from home Co-working space Other
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How Many Hours Per Week do You Work? 

Answered: 291  Skipped: 0 

LESS THAN 15 HOURS 15-29 HOURS 30-44 HOURS 45- 59 HOURS MORE THAN 60 
HOURS 

TOTAL 

 Male (A) 3% 15% 28% 37% 17% 42% 

4 19 34 45 21 123

B B B B 

Female (B) 10% 32% 35% 17% 7% 58% 

16 53 59 28 12 168 

A A A 

Total Respondents 20 72 93 73 33 291 

3%

10%

15%

32%

28%

35%

37%

17%17%

7%

0%

5%

10%

15%

20%

25%

30%

35%

40%

Male (A) Female (B)

Less than 15 hours 15-29 hours 30-44 hours 45-59 hours More than 60 hours
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Sector of Employment? 

Answered: 284  Skipped: 7 
 

 
 

 

 

 ADMIN ARTS CONSTR
UCTION 

EDUC
ATIO

N 

FINA
NCE 

HEALT
HCARE
/ 
SOCIAL 
WORK 

HOS
PITA
LITY  

IT MAN
UFAC
UTRIN
G 

REAL 
ESTATE 

RETAI
L 

PROFE
SSION
AL 

TRAN
SPOR
T 

OTH
ER 

TOT
AL 

 Male (A) 1% 2% 16% 1% 8% 11% 5% 18% 3% 3% 5% 6% 0 23 42 
 1 2 19 1 9 13 6 21  3 3 6 7 0 27 118 

   B B    B   B   B  

Female 
(B) 

2% 7% 2% 8% 4% 8% 5% 4% 2% 2% 13% 8% 1% 34 58 

 4 11 4 13 6 14 9 6 3 3 22 14 1 56 166 

   A A    A   A   A 284 

Total 
Responde
nts 

5 13 23 14 15 27 15 27 6 6 28 21 1 83 284 

1% 2%2%

7%

16%

2%1%

8%8%

4%

11%

8%

5% 5%

18%

4%3% 2%3% 2%

5%

13%

6%
8%

0% 1%

23%

34%

0%

5%

10%

15%

20%

25%

30%

35%

40%

Male FemaleAdministration Arts Construction Education

Finance Healthcare Hospitality Information Technology

Manufacturing Real Estate Retail Professsional

Transport Other
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How Long Do You Commute for Work? 

 

 

 

 
 NO 

COMMUTE 
(1) 

LESS THAN 15 
MINUTES (2) 

15-29 
MINUTES 
(3) 

30-44 
MINUTES 
(4) 

45-59 
MINUTES 
(5) 

MORE THAN 60 
MINUTES (6) 

TOTAL 

 Male (A) 31% 23% 16% 13% 9% 8% 42% 

 38 28 20 16 11 10 123 

 B   B  B  

Female (B) 61% 16% 11% 6% 5% 1% 58% 

 103 27 18 10 8 2 168 

 A   A  A  

Total 
Respondents 

141 55 38 26 19 12 291 
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61%

23%

16%16%

11%
13%

6%
9%

5%
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1%
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10%

20%

30%

40%

50%

60%

70%

Male (A) Female (B)

No Commute Less than 15 minutes 15-29 minutes

30-44 minutes 45-59 minutes More than 60 minutes
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How Much Leisure Time Do You Have Per Day? 

Answered: 290  Skipped: 1 

0 HOURS (1) 1 HOUR (2) 2 HOURS (3) 3 HOURS (4) 4 HOURS (5) 5+ HOURS (6) TOTAL 

Male (A) 4% 15% 42% 21% 9% 9% 42% 

5 18 51 26 11 11 122

B B 

Female (B) 4% 35% 27% 18% 6% 11% 58% 

6 58 45 31 10 18 168 

A A 

Total Respondents 11 76 96 57 21 29 290 

4% 4%

15%

35%

42%

27%

21%

18%

9%

6%

9%
11%
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5%

10%

15%

20%
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35%

40%

45%

Male (A) Female (B)

0 Hours 1 Hour 2 Hours 3 Hours 4 Hours 5 Hours
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Are You a Parent? 

Answered: 290  Skipped: 1 
 

 

 

 

 
 YES NO TOTAL 

 Male (A) 86% 14% 42% 

 106 17 123 

 B B  

Female (B) 77% 23% 58% 

 128 39 167 

 A A  

Total Respondents 234 56 290 

 

86%

77%
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10%
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80%

90%

100%
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How Many Children Do You Have? 

Answered: 233  Skipped: 58 
 

 

 
 
 
 

 1  2  3 4 OR MORE  TOTAL 
  Male (A) 17% 49% 19% 15% 45% 

 18 51 20 16 105 

    B  

 Female (B) 24% 56% 16% 3%  

 31 72 21 4 55% 

    A 128 

Total Respondents 49 123 41 20 233 

 
 
 
 
 

17%
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49%
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19%
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0%

10%

20%

30%

40%

50%

60%

Male Female
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How Old Are Your Children? 

Answered: 234  Skipped: 57 
 

 

 

 

 

 

 

 UNDER 5 5-10 YEARS OLD 11-20 YEARS OLD OVER 21 TOTAL 

  Male (A) 21% 44% 41% 31% 62% 

 22 46 43 33 144 

 B   B  

  Female (B) 37% 57% 32% 16% 78% 

 48 74 41 20 183 

 A   A  

 70 120 84 53 234 
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Do You Have a Business Partner? 

Answered: 291  Skipped: 0 

 

 

 

 

 
 YES NO TOTAL 

Male (A) 45% 55% 42% 

 55 68 123 

 B B  

  Female (B) 31% 69% 58% 

 52 116 168 

 A A  

  Total Respondents 107 184 291 

 

 

 

 

 

 

 

 

 

 

 

 

45%
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55%

69%
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Do You Have Employees? 

 

 
 

 

 

 YES NO TOTAL 

  Male (A) 58% 42% 42% 

 71 51 122 

 B B  

  Female (B) 34% 66% 58% 

 57 110 167 

 A A  

Total Respondents 128 161 289 
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34%
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How Many Employees Do You Have? 

Answered: 128  Skipped: 163 
 

 
 
 

 
 
 
 
 
 
 
 

  
 

 1-4 EMPLOYEES 5-9 EMPLOYEES 10-24 EMPLOYEES 25-49 EMPLOYEES 50-249 EMPLOYEES TOTAL 

Male (A) 27% 
20 

B 

23% 
17 

22% 
16 

18% 
13 

B 

10% 
7 

57% 
73 

Female (B) 53% 
29 
A 

27% 
15 

13% 
7 

5% 
3 
A 

2% 
1 

43% 
55 

Total 
Respondents 

49 32 23 16 8 128 
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23%
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1-4 employees 5-9 employees 10-24 employees 25-49 employees 50-249 employees
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Do You Have Plans to Grow Your Business by Six or More Employees in the Next Five Years? 

Answered: 290  Skipped: 1 

 

 
 

 
 YES NO TOTAL 

Male (A) 63% 37% 42% 

 78 45 123 

 B B  

   Female (B) 41% 59% 58% 

 68 99 167 

 A A  

  Total Respondents 146 144 290 
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Level of Education? 

 

 

 

 

 NO FORMAL 
QUALIFICATI
ONS 

GSCES A-LEVELS 
OR 
TECHNICAL 
COLLEGE 

VOCATI
ONAL 
QUALIFI
CATION 
(E.G. 
NVQ) 

UNDERGRADUA
TE      DEGREE 

POSTGRADUATE 
DEGREE 

OTHER 
(PLEASE 
SPECIFY) 

TOTAL 

Male (A) 7% 10% 10% 14% 31% 23% 7% 42% 

 8 12 12 17 38 28 8 123 

 B        

  Female (B) 1% 5% 6% 11% 36% 32% 10% 58% 

 1 9 10 19 60 53 16 168 

 A        

  Total 
Respondents 

9 21 22 36 98 81 24 291 
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How Many Years’ Experience Did You Have in the Field Your Business Operates in Before You 
Started Your Business? 

 
 
 

 
 
 
 

 
 NONE 1-4 YEARS 5-9 YEARS 10 YEARS + TOTAL 

 Male (A) 24% 12% 17% 47% 42% 

 29 15 21 58 123 

 B   B  

 Female (B) 36% 15% 18% 30% 58% 

 60 26 31 51 168 

 A   A  

  Total Respondents 89 41 52 109 291 
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What Was the Main Reason You Started Your Business? 

Answered: 291  Skipped: 0 

 

 
 

 
 

 WORK-LIFE 
BALANCE/ TIME 
FLEXIBILITY 

TO BE MY OWN 
BOSS/ 
AUTONOMY 

TO EARN 
MORE 
MONEY 

BECAUSE I SAW AN 
OPPORTUNITY/ GAP IN 
THE MARKET 

OTHER 
(PLEASE 
SPECIFY) 

TOTAL 

Male (A) 20% 39% 10% 21% 11% 42% 

 24 48 12 26 13 123 

 B   B   

  Female (B) 40% 29%  5% 12% 14% 58% 

 68 48 9 20 23 168 

 A   A   

  Total 
Respondents 

92 96 21 46 36 291 

20%

40%39%
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10%
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What Was the Biggest Barrier You Faced When Starting Your Business? 

Answered: 290  Skipped: 1 

 

 

 
 

 FUNDING/ 
CASH FLOW 

TIME LACK OF 
NETWORKING 
OPPORTUNITIES 

CONFIDENCE LEVEL OF 
KNOWLED
GE 

OTHER 
(PLEASE 
SPECIFY) 

TOTAL 

Male (A) 50% 10% 7% 8% 11% 15% 42% 

 61 12 8 10 14 18 123 

 B B  B  B  

   Female (B) 38% 19% 7% 23% 7% 7% 58% 

 63 31 12 39 11 11 167 

 A A  A  A  

  Total 
Respondents 

124 43 20 49 25 29 290 
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Would You Be Deterred From Growing Your Business Due to Fear of Failure? 

Answered: 291  Skipped: 0 

 

 

 

 

 

 YES NO OTHER (PLEASE 
EXPLAIN) 

TOTAL 

  Male (A) 15% 82% 3% 42% 

 18 101 4 123 

  B   

  Female (B) 24% 69% 7% 58% 

 40 116 12 168 

  A   

  Total Respondents 58 217 16 291  
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Breadwinner Status: What Proportion of Your Household Income Does Your Business Contribute? 

Answered: 288  Skipped: 3 
 

 

 

 

 
 

 LESS THAN 25% 25%-49% 50%-74% 75%-100% TOTAL 

 Male (A) 12% 10% 28% 50% 43% 

 15 12 34 62 123 

 B B  B  

 Female (B) 40% 21% 18% 21% 57% 

 66 35 30 34 165 

 A A  A  

 Total Respondents 81 47 64 96 288 
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40%
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21%
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18%

50%
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10%
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What is the Level of Financial Success of Your Business?  

(Defined as average pre- tax earnings per year.) 

Answered: 271  Skipped: 20 
 

 

 
 

 
 

 LESS 
THA
N 
£10K 
PER 
YEAR 

£10K 
- 
£25K 
PER 
YEAR 

£25K 
- 
£50K 
PER 
YEAR 

£50K 
- 
£75K 
PER 
YEAR 

£75K 
- 
£100
K PER 
YEAR 

£100K 
- 
150K 
PER 
YEAR 

£150K 
- 
£250
K PER 
YEAR 

£250K 
- 
£500
K PER 
YEAR 

£500K - 
£ 1 
MILLION 
PER 
YEAR 

MORE 
THAN 
£1 
MILLIO
N PER 
YEAR 

OTHER (E.G. 
FAMILY 
BUSINESS 
OR 
BUSINESS 
SUCCESS 
EXPRESSED 
AS NET 
WORTH) 

TOTAL 

  Male (A) 9% 
11 
B 

6% 
7 
B 

15% 
17 

14% 
16 

13% 
15 

10% 
12 

3% 
4 

10% 
12 

B 

4% 
5 

11% 
13 

B 

3% 
4 

43% 
116 

Female (B) 33
% 
51  
A 

15% 
24 
A 

15% 
24 

11% 
17 

9% 
14 

6% 
9 

2% 
3 

2% 
3 
A 

2% 
3 

1% 
2 
A 

3% 
5 

57% 
155 

Total 
Responden
ts 

62 31 41 33 29 21 7 
 

15 8 15 9 271 
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Appendix 2: T-tests for Circumstances of Well-being 

Statistical Product and Service Solutions (SPSS) was used to perform t -tests to assess well-being 
differences in men and women entrepreneurs in a variety of circumstances. Results are summarised 
below and two significant findings (p=<0.05) highlighted in pale blue.  

T Test T value Degrees of 
freedom 
value  

Significance 
value 

Significant 
result? 

T-Test for well-being differences 
working from home versus away from 
home for men entrepreneurs 

-1.191 120 0.236 No 

T-Test for well-being differences 
working from home versus away from 
home for women entrepreneurs 

0.034 166 0.973 No 

T-Test for well-being differences for 
greater or less than 30 hours of work 
per week for men entrepreneurs 

-0.879 120 0.381 No 

T-Test for well-being differences for 
greater or less than 30 hours of work 
per week for women entrepreneurs 
 

-0.674 166 0.501 No 

T-Test for well-being comparisons for 
greater or less than 15 hours work per 
week for men entrepreneurs 

-1.434 120 0.154 No 

T-Test for well-being comparisons for 
greater or less than 15 hours work per 
week for women entrepreneurs 

-1.768 16.275 0.096 No 

T-Test for well-being comparisons for 
greater or less than 45 hours work per 
week for men entrepreneurs 

-0.248 120 0.805 No 

T-Test for well-being comparisons for 
greater or less than 45 hours work per 
week for women entrepreneurs 

0.731 166 0.466 No 

T-Test for well-being comparisons for 
being a parent or not for men 
entrepreneurs 

1.571 120 0.119 No 

T-Test for well-being comparisons for 
being a parent or not for women 
entrepreneurs 

1.787 165 0.076 No 

T-Test for well-being comparisons for 
having a business partner or not for 
men entrepreneurs 

2.742 118.628 0.007 Yes 

T-Test for well-being comparisons for 
having a business partner or not for 
women entrepreneurs 

-0.035 116 0.972 No 

T-Test for well-being comparisons for 
having employees or not for men 
entrepreneurs 

0.407 119 0.685 No 



 
 

245  

T-Test for well-being comparisons for 
having employees or not for women 
entrepreneurs 

-0.415 165 0.679 No 

T-Test for well-being comparisons for 
ethnic minority or not for men 
entrepreneurs 

-0.979 11.627 0.347 No 

T-Test for well-being comparisons for 
ethnic minority or not for women 
entrepreneurs 

1.029 166 0.305 No 

T-Test for well-being comparisons for 
commuting versus no commute for men 
entrepreneurs 

1.272 120 0.206 No 

T-Test for well-being comparisons for 
commuting versus no commute for 
women entrepreneurs 

0.176 166 0.860 No 

T-Test for well-being comparisons for 
commuting more or less than 45 
minutes for men entrepreneurs 

-0.285 120 0.776 No 

T-Test for well-being comparisons for 
commuting more or less than 45 
minutes for women entrepreneurs 

0.731 166 0.466 No 

T-Test for well-being comparisons for 
education above or below degree status 
for men entrepreneurs 

0.459 120 0.647 No 

T-Test for well-being comparisons for 
education above or below degree status 
for women entrepreneurs 

1.376 166 0.171 No 

T-Test for well-being comparisons for 
well-being for breadwinner status 
(more than 50% of household income) 
for men entrepreneurs 

0.287 120 0.775 No 

T-Test for well-being comparisons for 
well-being for breadwinner status 
(more than 50% of household income) 
for women entrepreneurs 

0.067 166 0.946 No 

T-Test for well-being comparisons for 
earning greater or less than £100k per 
annum for men entrepreneurs 

-2.150 119.161 0.034 Yes 

T-Test for well-being comparisons for 
earning greater or less than £100k per 
annum for women entrepreneurs 

-1.283 40.648 0.207 No 

T-Test for well-being comparisons for 
earning more or less than £10k per 
annum for men entrepreneurs 

-1.576 120 0.118 No 

T-Test for well-being comparisons for 
earning more or less than £10k per 
annum for women entrepreneurs 

-1.381 102.724 0.170 No 

T-Test for well-being comparisons for 
earning more or less than £50k per 
annum for men entrepreneurs 

-0.082 120 0.935 No 
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T-Test for well-being comparisons for 
earning more or less than £50k per 
annum for women entrepreneurs 

-0.451 166 0.652 No 
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Appendix 3: Prompt Sheet for Semi-structured Interviews 

Introduction: 
Thank you for taking the time to do this interview. The objective of this study is to understand 
whether entrepreneurship contributes to well-being and the circumstances under which is does so. It 
aims to inform government policy as to the circumstances under which entrepreneurs succeed best.  

As you are aware, I will be recording our conversation but all your information will be held securely in 
line with data protection law. Have you read the consent form and signed the participation sheet? Do 
you have any questions for me before we start? 

START RECORDING 

1. Introductory Questions 
Clarify answers from survey (either for more detail or incomplete responses): 

Tell me about your business: 

• Name of business 
• Sector (drill down) 
• Number of employees 
• Structure of business (business partners/ sole trader/ family business etc) 
• Location of business (home/ office on the road etc) 

Successes: What has been your biggest business success? 

Challenges: What has been your biggest business challenge? 

Growth plans: Do you plan to grow your business (reference question in survey). Why or why not? 

Motivation: Why did you start your own business (reference question in survey). Opportunity or 
necessity? Previous career history/experience (reference survey). 

2. Well-being Questions 
 
a) Authenticity/ Identity 

 
What do you tell people that you do for a living? Do you call yourself an entrepreneur? (or a 
mumpreneur if you are a parent?) Why? Or why not? 
 
How important is your identity as an entrepreneur to you? (on a scale of 0-10 where 0=not important 
at all and 10= extremely important). Why? 
 
Which other facets make up your identity? Why? How important are they to you? (e.g. as a mother, 
wife, skydiver..) (again, on a scale of 0-10 where 0=not important at all and 10=extremely important) 
 
Do you think being an entrepreneur enhances or reduces your social status (legitimacy or prestige)?  
Why? 
 
Is anyone else in your family or from within your close friends an entrepreneur? 
 
 

b) Meaning/ Purpose 
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What is important to you about your work? 

How fulfilling do you find running your own business? Compared with other jobs you have had? 
Employed positions? Working inside the home?  

Would you say you are more motivated by the intrinsic benefits of entrepreneurship (fulfilment/ 
autonomy) or external benefits (money/ prestige)? Why? 

Do you think you have a better or worse quality of life working for yourself rather than being 
employed? Why? 

c) Flow/ Work Engagement

How often do you find yourself ‘in the zone’ at work?  Does this happen more or less often working 
for yourself? 

What do you enjoy about your work? What do you not enjoy? 

How does working for yourself differ from other roles you have had (e.g. as an employee or stay at 
home parent)? 

d) Autonomy/ Flexibility

Why did you decide to start your own business? 

How much freedom do you have in your current role to make your own decisions compared with 
previous roles? Why? 

How much flexibility do you have with your time schedule? How does this differ to previous roles? 
How important is this to you? Why? 

To what extent do you take the time to do the things that you really want to do? 

e) Mastery/ Signature Strengths

Do you feel that your work gives you opportunities to learn and improve yourself? In which ways? Is 
this important to you? 

What do you identify as your particular talents or strengths? How often do you use these at work? 
Compared with other/ employed roles? 

Why did you choose the area of work that you have decided to start your business in? 

Which of your innate abilities/ skills sets/ signature strengths do you think you bring to the role? Are 
the skills you use different than in other roles you have had (e.g. employed roles or parenting) 

How do you deal with work-related stress? 

3. Challenges/ Barriers Questions

a) Experience of the finance gap?
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Did you need funding to start your business? Where did you get it from? Describe the process. 

Did you have family income stability before you started your business? (ie are you mainly responsible 
for the family income or not?) What proportions? 

How confident do you feel managing the financial aspects of your business? (out of 10 where 0= not 
at all confident and 10= extremely confident) Why or why not? 

Which factors did you consider when making the decision to grow or not to grow your business? 

Where do you go to for financial advice? Funding? 

Do you worry about what you would do if your business failed? Do you have a back-up plan? 

b) Experience of the domestic gap?

How do you balance work and leisure time?/ How does your business integrate with your family life? 

Tell me about the division of domestic labour in your home? 

Who do you rely on for support for your business? 

Do you have familial caring responsibilities (e.g. for children or elderly parents?)  

Tell me about where you work? If you work from home do you face challenges? (e.g. conflicting 
priorities, space constraints, local support networks?) 

c) Experience of the social gap?

How confident do you feel (out of 10- where 0= not confident at all and 10= extremely confident) in 
terms of managing the following aspects of your business: 

I) People
II) Operations

III) Finance

IV) Sales and Marketing

How do you network for work? Is this successful? Are there any opportunities you think you are 
missing? 

In your industry, do you find being a female is helpful or unhelpful or does it not make a difference? 
Why or why not? 

4. Concluding Questions
Are there any other successes or challenges you have faced which we haven’t discussed that you feel 
may be pertinent to this research? 

Would you recommend your career to your children? Why or why not? 

In your opinion, what more needs to be done by society or government to support women 
entrepreneurs? 
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Appendix 4: Participant Information Sheet 

Title of Project: Entrepreneurship and Well-being 

Name and Contact details of researcher: Giselle Goodwin, University of Portsmouth, 07753 765457, 
up875014@myport.ac.uk 

Ethics Committee Reference Number: SFEC 2018-072 

INVITATION 

I would like to invite you to participate in a research study. Joining the study is entirely up to you. 
Before you decide, I would like you to understand why the research is being done and what it would 
involve for you. If you are unclear about any of the information below, please contact me to ask 
questions and clarify.  

Study summary 

This study looks at the lives of UK entrepreneurs. It aims to answer three questions: 

1. What motivates people to become entrepreneurs? 
2. How does entrepreneurship affect people’s well-being? Both financially and emotionally 

(eudaemonically)? 
3. What more can be done to support entrepreneurs? 

Why have I been invited? 

You have been invited to share your experience as a UK entrepreneur and business owner. 

Do I have to take part? 

No. Taking part in the research is completely voluntary. If you decide you want to take part we will 
ask you to confirm your willingness to do so by signing a consent form.  

What will happen to me if I take part? 

If you agree to take part, you firstly respond to a series of questions via online questionnaire. After 
you have completed and submitted the questionnaire, if you are happy to answer further questions 
via Skype or face-to-face interview, a suitable time for this will be arranged. You do not have to 
answer all the questions on either the questionnaire or via Skype/face-to-face interview if you do not 
wish to do so. However, if there are a number of questions you do not wish to answer, then please 
consider your suitability for this research. All answers you give to questions will be anonymous and all 
data is kept securely in line with data protection laws. Conversations for face-to-face interviews 
normally last around one hour and are generally enjoyable as they explore mutually shared interests. 
For survey respondents, it is asked that the questionnaire is completed and sent back within one 
month. The questionnaire should take no longer than 10-15 minutes to complete.  

Expenses and payments 

Unfortunately, there is no funding for respondents. Participation is entirely on a voluntary basis. 

What are the possible advantages of taking part in this study? 

You will not benefit personally from this study apart from the opportunity to express your views and 
to potentially have others learn from your experiences. This study aims to inform government policy 
on the future of entrepreneurship in the UK. 

mailto:up875014@myport.ac.uk
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What are the possible disadvantages of taking part in this study? 

We hope that you will enjoy taking part in this study and assure you that all possible precautions are 
taken so that your data is both anonymised and kept securely.  

If issues arise during our discussions and you feel you need some support with regard to either 
financial or emotional concerns, please be aware of helplines such as: Citizens Advice 03454040506 
www.citizensadvice.org.uk and Samaritans 116123 www.samaritans.org. 

Will my taking part in the study be kept confidential? 

Yes, absolutely. In line with EU data protection laws, data is kept securely and not used for longer 
than is necessary. Your data will not be shared with third parties apart from possibly a third party 
professional transcribing agency who may be involved in transcribing some interviews. However, this 
agency will not store your data. Data will only ever be used anonymously and may be kept by the 
researcher for up to 20 years to enable the writing of both a PhD thesis and possible subsequent 
papers. Once the data has fulfilled its purpose it will be securely destroyed.   

What happens if I decide I don’t want to carry on with this study? 

Your participation is voluntary and you can decide to withdraw at any time before the data is 
analysed. For this reason, we put a time limit of one month after the interview has been conducted 
(or completed survey has been returned) to decide to withdraw from the research. If you decide to 
withdraw from the study, your data will be destroyed with immediate effect. If one month has passed 
since the survey was completed or interview conducted then it will not be possible to withdraw from 
the study as data analysis will then be in progress.  

What if there is a problem? 

If you have a complaint or concern about any aspect of this study, in the first instance (if appropriate) 
you should contact the researcher.  

If this is not possible or if the researcher cannot resolve your complaint then you may contact their 
research supervisor: 

Dr Carol Ekinsmyth 

Principal Lecturer 

Department of Geography 

University of Portsmouth 

Buckingham Building 

Lion Terrace 

Portsmouth 

PO1 3HE 

Carol.ekinsmyth@port.ac.uk 

If the complaint remains unresolved, please contact: 

The University Complaints Officer: 

023 9284 3642 complaintsadvice@port.ac.uk 

http://www.citizensadvice.org.uk/
http://www.samaritans.org/
mailto:Carol.ekinsmyth@port.ac.uk
mailto:complaintsadvice@port.ac.uk
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Who is funding the research? 

This University of Portsmouth research is not externally funded. The researcher does not obtain any 
financial reward for conducting this PhD study.   

Who has reviewed the study? 

The study has been reviewed by the University of Portsmouth Science Faculty Ethics Committee. All 
studies involving humans are reviewed by an ethics committee to ensure the dignity and well-being of 
the participants.  

Thank you 

Thank you for taking the time to read this information and for considering volunteering in this 
research. If you agree to proceed, your consent will be requested via a consent form and will also be 
requested verbally at the beginning of any interview. You will be given a copy of this information and 
your consent form to keep. 

 

Signed (Researcher)________________________________________     Date_________________ 

 

Signed (Research Participant) ______________________________________ Date_____________ 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  



253 

Appendix 5: Consent Form 

 Faculty of Science, 

University of Portsmouth, 

Buckingham Building, 

Lion Terrace, 

 Portsmouth, 

 PO1 3HE 

Title of Project: Entrepreneurship and Well-being 

Researcher: Giselle Goodwin, PhD student researcher up875014@myport.ac.uk 

Supervisor: Dr Carol Ekinsmyth, Principal Lecturer, Faculty of Science  carol.ekinsmyth@port.ac.uk 

University Data protection officer: Samantha Hill, 023 9284 3642 or data-protection@port.ac.uk 

Date: 27.8.2018 Version 2 

Ethics Committee Reference Number: SFEC 2018-072 

I confirm that I have read and understood the participant information sheet for the above study.  

I have had the opportunity to consider the information, ask questions and have had these answered 

satisfactorily. 

I understand that my participation is voluntary and that I am free to withdraw at any time up to one month 

after the date of interview or data collection without giving any reason.  

I understand that data collected during this study will be retained in accordance with the University’s data 

retention policy and could also be requested by UK regulatory authorities. 

If I decide to participate in a further Skype or face-to-face interview after completing the questionnaire, I 
consent to being audio recorded. The recording will be transcribed and analysed for the purposes of the 
research. I understand that all data is kept in line with EU data protection laws and that my both my data and 
consent forms will be securely saved, not kept for longer than necessary and will be securely disposed of when 
they are no longer being used.  

I consent to verbatim quotes being used in publications; I will not be named but I understand that there is a risk 
that I could be identified.  

I understand that the results of this study may be published and / or presented at meetings or academic 
conferences and may be provided to research commissioners or funders. I give my permission for my 
anonymous data, which does not identify me, to be disseminated in this way. 

mailto:carol.ekinsmyth@port.ac.uk
mailto:data-protection@port.ac.uk
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I agree to take part in the above study. 

Name of Participant: Date: Signature: 

Name of Person taking Consent: Date: Signature: 
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Appendix 6: Summary Information of Interviewees 

Name 
(pseudonym) 

Demographics/ 
Circumstances 

Motivation/ 
Biggest 
barrier 

5 Adjectives to 
describe 
yourself 

ONS 
Well- 
Being 
/10 

ONS  
Anxiety 
/10 

Summary 
description 

Memorable 
Quote 

Alan White 
 Male 
45-54 
Home
15-29 hrs 
Finance 
2 children 
employees
Degree 
5-9 yrs exp
> 1 million
Cheshire

Work-life 
balance, 
Confidence 

Considered, 
Balanced, 
Analytical, 
Introverted, 
Easy Going 

7 0 Accountant; 
Involved with three 
businesses. 

The idea that you 
work for someone 
else and that that 
gives you security 
makes no sense to 
me when you 
could be fired 
tomorrow. 

Anna  White 
Female 
35-44 
Home
45-59 hrs 
Marketing 
2 children 
Employees
Degree 
1-4 years
100-150k
Cheshire 

Work-life 
balance, 
Time 

Hardworking, 
Leader, 
Creative, 
Strategic, 
Personable 

7.7 6 Management 
consultant for 
Accenture before 
started own 
business (when had 
children) doing IT 
content 
management 

The ability to earn 
more happens 
when you have 
your own 
business…I think 
just in basically 
society 
observation of just 
who lives... what 
people live on that 
road, is it partners 
in PWC, or is it 
business owners? 
It's business 
owners, they're 
the ones who live 
on that road. It's 
true. And just 
observing that and 
thinking 'OK'. 

Amelia White 
Female 
35-44 
Home
30-44 hrs 
Construction
3 children 
employees 
Degree 
5-9 yrs
250-500k 
breadwinner
Cheshire

Work-life 
balance, 
Funding 

Fun 
Warm 
Friendly 
Caring 
Driven 

8.7 0 Architect, running 
own practice with 8 
staff for the last 7-8 
years, divorced and 
coparenting. Enjoys 
work and the 
flexibility it affords 
her lifestyle. 

Look at the 
holidays I've got…. 
I feel really lucky 
to have those 
holidays and the 
extra money, why 
would you not? 
Because we're so 
martyr-y aren’t 
we, women?' 

Cora White 
Female 
35-44 
Home
15-29 hrs 
Administration
2 children 
no employees 
NVQ 
5-9 yrs
50-75k 
breadwinner 
Glasgow

Autonomy, 
Technical 
limitations/ 
knowledge 

Geeky, 
Informal, Media 
Savvy, Efficient, 
Lazy 

6.3 4 Runs a virtual 
assistant online 
business from 
home with no staff. 
Moved from 
London to Scotland 
and left corporate 
job for lifestyle and 
financial reasons 

When I was at 
Sony, I wouldn't 
have had if I'd 
stayed at Sony, I 
wouldn't have had 
kids. I just 
couldn't.  
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Charlotte White 
Female 
35-44 
Office 
30-44 hrs 
Consulting 
1 child 
Employees 
Degree 
5-9 yrs 
250-500k 
Cheshire 

Autonomy, 
Time 

Stubborn 
Ambitious 
Optimistic 
Hard working 
Conscientious 

9.7 1 Runs 
pharmaceutical 
consultancy firm, 
brings daughter to 
work some days 
with nanny, two 
staff in office, 
struggling to grow 
and get funding.  

I was really 
disappointed with 
the bank. When 
we had cash flow 
issues. Yeah. And I 
went to the bank 
and said can we 
increase our 
overdraft and take 
your credit card 
out and things like 
that? And there 
was zero support.  

Celeste White 
Female 
55-64 
Community 
30-44 hrs 
Education 
1 child 
no employees 
degree 
10 yrs + 
10-25k 
breadwinner 
Cheshire 

Autonomy, 
Funding 

Organised 
Musical 
Cheerful 
Driven 
Compassionate 

8.7 3 Retired primary 
school teacher, left 
when SATS got too 
much and started 
community choir 
groups- runs 6 of 
them and a 
community 
orchestra. 

Music is not what I 
do, it is who I am. 

Caroline White 
Female 
35-44 
Home 
15-29 hrs 
Healthcare 
2 children 
no employees 
degree 
10 yrs+ 
10-25k 
Cheshire 

Work-life 
balance, 
Time 

Warm 
Driven 
Kind 
Generous 
Open 

9.3 0 Self-employed 
occupational 
therapist, nurse by 
background also 
started  networking 
events and runs 
private antenatal 
class. 

Nobody ever 
expects a dad to 
take time off 
work. And to be 
honest, it probably 
would be frowned 
upon. My husband 
works in a very 
male dominated 
industry, in fact, 
with the exception 
of the HR advisor, 
I don’t think there 
is a single woman 
in his company 
that he works 
with. So it think it 
probably would be 
quite frowned 
upon if he said ‘oh 
I can’t come in 
today because the 
kids are off sick’  

Charles Black 
Male 
25-34 
Home 
45-59 hours 
Creative 
1 child 
no employees 
no quals 
none 
less than 10k 
Cheshire 

Passion/ 
Hobby, 
Funding 

Simple 
Reliable 
Honest 
Self-Motivated 
Hard working 

7.7 5 Started part-time 
photography 
business- his 
passion- alongside 
his day job as retail 
manager. 
Immigrant 
background, 
struggles with 
confidence, 
couldn’t afford to 
do A-levels when 
arrived in this 
country- went 
straight to work. 

I need that 
security…. If I had 
the financial 
backing, I think I 
could get over the 
rest.  
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Danielle White 
Female 
35-44 
Office 
45-59 hrs 
Retail 
2 children 
employees
Degree 
10 yrs + 
50-75k 
works with
partner 
Hampshire 

Funding, 
Time 

Driven 
Passionate 
Hard-working 
Fast 
Goal orientated 

8 8 Runs online curtain 
pole business and 
starting home 
interiors business. 
Very stressed, 
thinks she would 
have greater well-
being if she was 
employed because 
of financial security 
of knowing what 
was happening 
every month and 
also hours but says 
also wouldn’t get 
hours flexibility and 
is excited about 
achievement of 
new project.  

I mean, I have 
never been at 
home while the 
children haven’t 
been there, if the 
children have 
been at preschool 
or anywhere I've 
been working. You 
know, that's why 
I've never had any 
time just to 
myself. 

Emily White 
Female 
35-44 
Home
30-44 hrs 
Law 
2 children 
no employees
degree 
10 yrs+ 
50-75k 
Cheshire

Autonomy, 
Confidence 

Honest 
Approachable 
resilient 
determined 
kind 

8.7 8 Lawyer, runs 
practice from 
home, got fed up of 
corporate life and 
enjoys flexibility 
this provides. Main 
caregiver for 
children as partner 
works away a lot. 

You know, they 
have a vested 
interest, there is 
skin in the game 
(when talking 
about people who 
work for 
themselves). 

Gloria White 
Female 
35-44 
Home
30-44hrs 
Retail 
3 children 
employees
Degree 
5-9 yrs 
250k- 500k 
breadwinner 
Bristol

Opportunity, 
Time 

Ambitious 
Driven 
Loyal 
Motivated 
Empathetic 

  8    3 Owns Turtle Tots- 
baby swimming 
franchise, grown 
exponentially, 
more than 50 
franchisees and 
300 staff.  

You live and 
breathe it and 
your family lives 
and breathes it as 
well. And a pro for 
me is that we have 
enabled 500 plus 
women to have 
roles that they a) 
love and b) can do 
around their 
families.  

Geoff White 
Male 
35-44 
Home
30-44 hrs 
IT 
2 children 
no employees
degree 
none 
75-100k 
Lancashire

Opportunity, 
Level of 
knowledge 

Confident, 
Capable, 
Creative, 
Experienced, 
Adaptable 

8.3 3 Left corporate job 
to start design 
agency, passionate 
about this niche, 
loves work life 
balance, but 
doesn’t earn as 
much as when 
employed. 

I've realised I 
perform best 
when I'm doing 
something I 
believe in. 
Massively, 
infinitely better.  
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Grace White 
Female 
35-44 
Community 
45-59 
Beauty 
1 child 
no employees  
NVQ 
10 yrs + 
25-50k 
Cheshire 
single parent 
breadwinner 

Money, 
Time 

Adaptable, 
passionate, 
persistent, 
compassionate, 
reliable 

8.3 3 Hairdresser and 
make-up artist, 
used to work in a 
salon and now 
manages own 
client list, enjoys 
this more. 

My idea of 
parenting is, you 
are giving your 
knowledge to 
another little 
person, to the 
best because 
you're essentially 
bringing up 
another human 
being. Rather than 
they are a child 
and they are 
belonging to me, 
and they are 
yours. It's very 
different, because 
parenting is about 
my son, whereas 
my work is more 
about me. 
  

Georgina White 
Female 
35-44 
Home 
30-44 hrs 
Healthcare 
two children 
no employees 
degree 
1-4 yrs 
25-50k 
Cheshire 

Work-life 
balance, 
Time 

Drive, 
Motivated, 
Happy, 
Determined, 
Curious 

7.7 6 Massage therapist 
and personal 
trainer, used to 
work in corporate 
retail and quit after 
had kids, love 
sociable/ 
community side of 
what she does. 

Because I think as 
humans we're all… 
most of us are 
programmed to 
want to DO and to 
achieve. 

Hannah White 
Female 
18-24 
Community 
15-29 hrs 
Service 
no children 
no employees 
GCSEs 
none 
less than 10k 
Cheshire 

Work-life 
balance, 
Confidence 

Outdoorsy, 
Friendly, 
Reliable, 
Unconfident, 
Independent 

6.7 3 School leaver, 
worked in cheffing 
and at pub, left to 
set up dog walking 
business. 

And I wanted to 
do something I 
enjoyed was the 
main thing. 

Iqbal Asian 
Male 
45-54 
Retail 
45-59 hrs 
Healthcare 
3 children 
employees 
postgrad degree 
1-4 years 
100-150k 
Lancashire 

Autonomy, 
Funding 

 
8.7 3 Owns 6 

pharmacies, wife is 
a pharmacist. Likes 
the flexibility, social 
side and 
community side of 
what he does. 

When you enter 
into 
entrepreneurship, 
there's lots of 
things that you 
will learn and do 
that you wouldn’t 
do in a 
professional 
career. More than 
opportunity… it is 
the completeness.  

Jane White 
Female 
45-54 
Community 
less 15 hrs 
Education 
2 children 
no employees 
postgrad degree 
1-4 yrs 
less than 10k 
Cheshire 

Opportunity, 
Level of 
knowledge 

Compassionate, 
Loyal,  
Ethical, 
Friendly, 
Kind 

8 0 Used to be a 
physiotherapist for 
large corporate, 
worked in Las 
Vegas. Had 
children, moved to 
Manchester with 
her husband's job, 
took 10 years out 
with the children 
and went back and 
did a course in life 
coaching- now runs 

So I decided about 
two years ago that 
I wanted to do 
something work 
related, go back to 
doing some work, 
something for me.  
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own business part 
time.  

Jenny White 
Female 
35-44 
Office 
30-44 hrs 
education 
2 children 
Employees 
A Levels 
5-9 yrs 
500-1 million 
breadwinner 
West Yorkshire 

 
Confident, 
committed, 
sociable,  
kind, 
approachable 

8 7 Owns a nursery 
and playcentre 
business in 
Yorkshire for the 
last 20 years, very 
successful business, 
can delegate now, 
has 35 staff. 

And I always said I 
don’t want to 
have [my own] 
children until I've 
got somebody in 
place so I can take 
time off and enjoy 
the children.                                                                                                                                                                                                                                 

Jack White 
Male 
45-59 
Home 
Less than 15 
hours 
Retail 
3 children 
employees 
A Levels 
5-9 yrs 
50-75k 
works with 
partner 
London 

Opportunity, 
Level of 
knowledge 

Charismatic, 
assertive, 
impulsive, 
dependable, 
intelligent 

5.6 7 Serial 
entrepreneur, sold 
e-commerce 
business for £7 
million 10 years 
ago, now owns 
property rental 
business and 
recruitment 
business. 

An entrepreneur 
to me is someone 
who has too many 
ideas. I was going 
to say slightly 
attention deficit 
disorder, likes 
looking at 
different things, 
likes getting 
involved in things 
they are 
passionate about 
and watching stuff 
grow actually. 

Karen White 
Female 
35-44 
Home 
30-44 hrs 
Education 
no children 
no employees 
degree 
none 
25-50k 
works with 
partner 
Northern 
Ireland 

No jobs, 
Funding 

Charming, 
funny, 
thoughtful, 
conscientious, 
scruffy 

7 4 Owns computer 
games company for 
children with her 
sister and partner, 
had struggled with 
money and to hold 
down a job 
previously due to 
depression, got a 
grant to help start 
business through 
job centre contact.  

I've learnt now 
that I can work, I 
didn’t really think 
that I could…... It's 
exciting. It's, you 
feel proud. I've 
never really done 
stuff before that I 
had felt proud of. 
And it's an 
interesting feeling!                       
  

Kate White 
Female 
35-44 
Home 
Less than 15 
hours 
Healthcare 
two children 
no employees 
degree 
none 
less than 10k 
Cheshire 

Opportunity, 
Funding 

Considerate, 
affectionate, 
practical, 
resourceful, 
intuitive 

8 1 Self-employed 
occupational 
therapist and 
started business 
doing events for 
mothers, two 
children, primary 
caregiver as 
husband works 
away. 

And work is me. 
Work is, you now, 
something's for 
me.  

Lynn White 
Female 
45-59 
Client premises 
more than 60 
hours 
Consultancy 
no children 
no employees 
degree 
5-9 yrs 
250-500k 
Shropshire 

Autonomy, 
Confidence 

Exacting, 
hardworking, 
compassionate, 
intelligent, 
thoughtful 

5.7 8 Owns health and 
safety consultancy 
based in the north 
west but does a lot 
of work in London- 
6 staff and growing 
business for last 15 
years. 

I got mansplained 
to by an ex-fire 
officer the other 
day, who 
explained to me 
that if there's a 
hole between bit 
in a building a fire 
can go through 
that hole, and I 
was like. 'No shit, 
really? Gosh. So, 
you think we 
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should do a 
compartmentation 
survey then?'  

Leigha White 
Female 
35-44 
Coworking 
space 
45-59 hours 
IT 
two children 
no employees 
postgrad degree 
none 
less than 10k 
Bristol 

To help 
people, 
Finding 
resources 

Optimistic, 
entrepreneurial, 
gritty, brave, 
independent 

5.7 7 Tech start up 
business. 
Background in tech 
and PhD in 
Computational 
Fluid Dynamics. 

I don't need a 
break from it 
because I am not 
resenting it. I 
don't need to turn 
it off because it 
gives me energy. It 
is inspiring and 
motivating.  

Lexie White 
Female 
45-54 
Office 
30-44 hours 
Beauty 
two children 
no employees 
degree 
10+ yrs 
100-150k 
Cheshire 

To hand 
business 
down, 
Funding 

Driven, 
Ambitious, 
Level Headed, 
Perfectionist, 
Anxious 

6.7 3 Runs beauty 
therapy laser clinic 
with her daughter 
as business 
partner.  

I've never been 
bothered about 
being told what to 
do. I think it is just, 
I just couldn’t do it 
now. I couldn't. 
It's different. I 
couldn't do a 
hydrofacial and 
spend an hour 
doing a treatment 
on someone for 7-
10 per hour. I just 
couldn't do it.   

Liz White 
Female 
30-44 
Home 
15-29 hours 
Beauty 
four children 
no employees 
NVQ 
no quals 
10-25k 
 Cheshire 

    
Does children's 
parties and MLM 
online as well. Has 
four children and 
fits her work ' in 
the nooks and 
crannies of her day' 

So you think, why 
wouldn't I do this 
for me? And also, I 
just wanted to be 
on my terms a 
little bit as well.  

Lacey White 
Female 
45-54 
Home 
45-59 hours 
Manufacturing 
one child 
no employees 
GCSEs 
10 yrs + 
50-75k 
Lincolnshire 

Opportunity, 
funding 

Determined, 
strong, 
knowledgeable, 
caring,  
Flexible 

10 0 Owns nickel and 
alloy trading 
business, has a 
business partner 
and brought 
daughter into 
business as well. 

I probably drive 
[my business 
partner] up the 
wall because I 
don't let go. 
Because I really do 
live, breathe and 
sleep my job.  

Laura White 
Female 
30-44 
Office 
15-29 hours 
Finance 
no children 
employees 
degree 
1-4 yrs 
> 1 million 
South Wales 

Opportunity, 
Funding 

Determined, 
motivated, 
passionate, 
intelligent, 
indefatigable 

9.3 6 Accountancy 
practice, first 
company of its kind 
to provide 
accountancy 
services to micro 
businesses, female 
focussed firm. 
1million turnover, 
27 staff. 

We create a really 
inclusive 
environment. So 
we're really proud 
of the fact that we 
give people a start 
where the rest of 
the industry 
hasn’t. We're very, 
all of our 
leadership team, 
apart from one is 
female, we're very 
family friendly.       
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Marilyn White 
Female 
65+ 
Home 
Less than 15 
hours  
healthcare  
2 children 
employees 
NVQ 
10 yrs + 
> 1 million 
 works with 
partner 
West Yorkshire 

Opportunity, 
Funding 

Caring, 
Honest, 
Reliable, 
hardworking, 
respectful 

6 6 Serial 
entrepreneur, 
owns several 
nursing homes, 
café, and property 
business, 15 million 
pound business, 
400 staff 

You can be 
miserable in 
comfort when 
you’ve got money; 
and I think that's 
the security of it 
and the fact that 
it's enabled us to 
give our 
grandchildren a 
better start in life. 

Margot White 
Female 
65+ 
Home 
15-29 hours 
hospitality 
3 children 
postgrad degree 
employees 
None 
100-150k 
works with 
partner 
Cheshire 

Work-life 
balance, 
Level of 
knowledge 

Industrious, 
conscientious, 
productive, 
anxious,  
family-oriented 

7.7 5 Retired teacher, set 
up holiday cottage 
business in the 
Cotswolds, still 
working at age 72. 

You do get this 
satisfaction and 
the old adage of 
my… father who 
used to say 'It's 
like putting your 
head in the gas 
oven, because it is 
so nice when you 
pull it out' 

Nancy White 
Female 
45-59 
Home 
60 hours+ 
Retail 
2 children 
no employees 
GCSEs 
none 
10-25k 
Essex 

To help 
people, 
Funding 

Hardworking, 
determined, 
approachable, 
happy, 
supportive 

8.3 0 Sells shoes online 
and also does MLM 
with crystals and 
skincare, works 
long hours. 

Freedom to do 
whatever I want. I 
just know I can do 
anything. I do a lot 
of networking 
now. I host 
networking groups 
as well so I meet a 
lot of people that 
way. And seeing 
people's 
businesses and 
having the support 
of others.  

Nadia White 
Female 
25-34 
Home 
15-29 hours 
education 
3 children 
employees 
NVQ 
None 
100-150k 
breadwinner 
Cheshire 

Work-life 
balance, 
Time 

Committed, 
thoughtful, 
competitive, 
strong,  
Weak 

5.7 5 Owns two after-
school care clubs, a 
holiday club and a 
nursery. 

Probably because 
I'm showing the 
girls and the 
children as a role 
model. Maybe I 
feel that I'm 
probably a better 
person. More 
confident. And it's 
a nice feeling- 
feeling that you've 
achieved 
something 

Nicola White 
Female 
30-44 
Home 
30-44 hours 
Law 
2 children 
degree 
no employees 
5-9 years 
100-150k 
Cheshire 

Work-life 
balance, 
Confidence 

Positive, 
confident, 
tenacious, 
kind, 
generous  

9 7 Employment 
lawyer, single mum 
of two children, 
runs own practice, 
used to work for 
corporate. 

So I see now 
taking yoga classes 
as personal 
development, yes, 
so I see that as 
working but 
working on 
myself. 
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Natalie White 
Female 
35-44 
Home
30-44 hours 
healthcare 
2 children 
no employees
degree 
1-4 years
25-50k 
Cheshire

Autonomy, 
Level of 
knowledge 

Ambitious, 
creative, 
enthusiastic, 
likeable, 
hardworking 

8 5 Naturopath with 
home based 
business. 

I mean, to me it is 
like having 
another baby. It is 
your name, your 
branding, you can 
specialise in what 
you want to do, 
you don’t have 
anyone else telling 
you what you 
should be doing. 

Rachel White 
Female 
35-44 
Home
15-29 hours 
scientific 
1 child 
no employees
degree 
5-9 years
10-25k 
Edinburgh

Work-life 
balance, 
Confidence 

Ethical,  
reliable, 
funny,  
clever, 
misunderstood 

8 1 Does market 
research for 
charitable 
organisations, 
chooses who she 
wants to work for. 
Used to do this 
same job employed 
but been doing it 
herself for 9 years. 

I don't like to be 
bored. I am an 
ambitious person, 
but with this 
business I am not 
looking to grow it 
beyond myself. I 
am looking to 
tinker with it, to 
maximise profit 
and enjoyment.    

Sharon Mixed Race 
Female 
30-44 
Office 
15-29 hours 
retail 
2 children 
employees 
degree 
None 
50-75k 
works with
partner 
Cheshire 

Autonomy, 
Level of 
knowledge 

Ambitious, 
sincere, 
empathetic, 
courageous, 
diligent 

8 1 Owns coffee 
machine business 
with 18 employees. 

15 years on, I've 
got a fantastic 
team who, when I 
direct them, they 
respond, they are 
trustworthy, they 
look after things 
while I'm not 
there. I dip in and 
out, I'm able to 
pick the children 
up, maybe even 
drop them off, I 
mean, OK, I don't 
get as many 
holidays as a lot of 
my friends get... I 
am non-stop, 
probably more 
than most. But I 
wouldn't change 
it.          

Shazia Asian 
Female 
35-44
Retail 
45-59 hours 
beauty 
2 children 
degree 
no employees
10+ yrs 
25-50k 
Berkshire

Work-life 
balance, 
Lack of 
networking 

Hardworking, 
determined, 
able to learn, 
good listener, 
management 

6.7 7 Owns beauty 
business, 
immigrant from 
India, had to 
retrain when she 
arrived in UK. Has 
brought in-laws 
over to look after 
children while she 
set up business. 

And I said [to my 
husband] I want to 
grab this 
opportunity. So he 
said, okay, you 
now, I can help 
you on the 
weekend but how 
will you manage 
on weekdays? 
Because you have 
a child going to 
school and then 
you got a 10 
month’s baby.  
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Susie White 
Female 
35-44 
Home 
Less than 15 
hours 
healthcare 
1 child 
no employees
degree 
1-4 years 
less than 10k 
Middlesex

To follow 
passion, 
Funding 

Kind, 
thoughtful, 
passionate, 
determined, 
opinionated 

9 5 Family therapist, 
followed this line of 
work as something 
personal to her. 

But it is also the 
way I am with my 
friends or the way 
I am with 
someone on the 
Tube if they are 
having a shitty day 
and I say sorry. It 
is my being, you 
know.  

Saira Asian 
Female 
45-54 
Home
30-44 hours 
hospitality 
2 children 
no employees
A levels 
None 
less than 10k 
Lancashire

Autonomy, 
lack of 
networking 

Determined, 
confident, 
perfectionist, 
focussed,  
multi-tasker 

8 8 Catering business 
with unique and 
personal recipes. 
Left her job of 26 
years after new 
toxic boss arrived, 
became ill with 
depression after 
leaving job. This job 
has breathed new 
life back into her.  

It is not about the 
money for me. It is 
the people talking 
about the food 
they have eaten. I 
might not earn 
millions but it is 
the satisfaction.  

Tessa White 
Female 
35-44 
Office 
45-59 hours 
healthcare 
no children 
employees 
degree 
5-9 years
250-500k 
Northern 
Ireland 

Homecare 
Opticians business, 
sold franchise to 
corporate for 
several million. 
Accountant by 
training used to 
work for one of big 
four and left to set 
up business with 
brother who is 
optician. 

You can just do 
things, you don’t 
have to ask 
permission, you 
can just go ahead 
and do them. Do 
you know what I 
mean? I can go 
when I was setting 
up my business, I 
can say oh here I 
will give this a try 
and then if it 
doesn’t work, 
well…. I don’t have 
to have a meeting 
about it, I don’t 
have to talk about 
it to anybody. 

Zara White 
Female 
30-44 
Office 
less than 15 
minutes 
construction
3 children 
employees 
degree 
5-9 years 
75k-100k 
works with
partner 
Cheshire 

Work-life 
balance, 
Confidence 

Organised, 
adaptable, 
compassionate, 
practical, 
reliable 

7.7 2 Owns a chartered 
surveying practice 
with husband (both 
CS), she works part 
time and he is full 
time in business 
and they have 
three children. 

I could not now 
imagine going 
back when I was 
working in 
Manchester, and 
working for 
another 
company… the 
flexibility, not 
answering to 
anybody else, 
being a master of 
your own destiny. 
And yes, I find it 
100% more 
fulfilling, doing 
what I am doing 
now.  
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FORM UPR16 
Research Ethics Review Checklist 

 

Postgraduate Research Student (PGRS) Information Student 
ID: 

875014 

PGRS Name:   Giselle Goodwin 
Department: Geography First Supervisor: Dr Carol Ekinsmyth 
Start Date: 
(or progression date for Prof Doc students) 

Study Mode and Route: Part-time no 

Full-time yes 

MPhil no 
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An Exploration of the Eudaimonic Well-being of UK Women 
Entrepreneurs 

Thesis Word 
Count: 
(excluding ancillary data) 

79,987 

UKRIO Finished Research Checklist: 
(If you would like to know more about the checklist, please see your Faculty or Departmental Ethics Committee 
rep or see the online version of the full checklist at: http://www.ukrio.org/what-we-do/code-of-practice-for-
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honestly and within a reasonable time frame?

Yes 

b) Have all contributions to knowledge been acknowledged?     Yes 

c) Have you complied with all agreements relating to intellectual
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requirements?
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Appendix 8: Well-being Comparisons Between Men and Women Entrepreneurs Using Well-being 
Survey Questions from the Office for National Statistics 

Note, no statistically significant results. Calculations from Survey Monkey statistical analysis. p=<0.05.

Question 1: Overall, how satisfied are you with your life nowadays? 
NOT AT 
ALL0 (1) 

1 (2) 2 (3) 3 (4) 4 (5) 5 (6) 6 (7) 7 (8) 8 (9) 9 (10) COMPLETE
LY10 (11) 

TOTA
L 

Q2: Male (A) 0.82% 0.82% 1.64% 0.82% 4.10% 4.10% 15.57% 17.21% 27.05% 18.03% 9.84% 42.07
% 

1 1 2 1 5 5 19 21 33 22 12 122 
Q2: Female 1.19% 0.60% 0.00% 2.98% 1.19% 1.79% 8.33% 26.79% 37.50% 12.50% 7.14% 57.93

% 
(B) 2 1 0 5 2 3 14 45 63 21 12 168 

BASIC STATISTICS MINIMUM MAXIMUM MEDIAN MEAN STANDARD DEVIATION 

Q2: Male (A) 
1.00 11.00 9.00 8.34 1.92 

Q2: Female (B) 
1.00 11.00 9.00 8.45 1.69 

Question 2: Overall, to what extent do you feel the things you do in your life are 
worthwhile? 

NOT AT ALL0 
(1) 

1 (2) 2 (3) 3 (4) 4 (5) 5 (6) 6 (7) 7 (8) 8 (9) 9 (10) COMPLETELY
10 (11) 

TOTA
L 

Q2: Male (A) 0.00% 0.00% 0.82% 0.82% 1.64% 4.92% 8.20% 15.57% 26.23% 23.77% 18.03% 42.07
% 

0 0 1 1 2 6 10 19 32 29 22 122 
Q2: Female 0.00% 0.60% 0.00% 2.38% 1.79% 2.38% 4.76% 12.50% 30.36% 23.21% 22.02% 57.93

% 
(B) 0 1 0 4 3 4 8 21 51 39 37 168 

BASIC STATISTICS MINIMUM MAXIMUM MEDIAN MEAN STANDARD DEVIATION 

Q2: Male (A) 
3.00 11.00 9.00 8.98 1.63 

Q2: Female (B) 
2.00 11.00 9.00 9.15 1.67 

Question 3: Overall, how happy did you feel yesterday? 
NOT AT ALL0 

(1) 
1 (2) 2 (3) 3 (4) 4 (5) 5 (6) 6 (7) 7 (8) 8 (9) 9 (10) COMPLETELY

10 (11) 
TOTA

L 
Q2: Male (A) 0.82% 0.82% 1.64% 2.46% 1.64% 7.38% 9.02% 18.85% 25.41% 22.13% 9.84% 42.07

% 
1 1 2 3 2 9 11 23 31 27 12 122 

Q2: Female 0.60% 0.60% 1.79% 2.98% 1.19% 5.36% 9.52% 14.29% 25.00% 23.21% 15.48% 57.93
% 

(B) 1 1 3 5 2 9 16 24 42 39 26 168 

BASIC STATISTICS MINIMUM MAXIMUM MEDIAN MEAN STANDARD DEVIATION 

Q2: Male (A) 
1.00 11.00 9.00 8.42 1.97 

Q2: Female (B) 
1.00 11.00 9.00 8.65 2.00 

Question 4: Overall, how anxious did you feel yesterday? 
NOT AT ALL0 

(1) 
1 (2) 2 (3) 3 (4) 4 (5) 5 (6) 6 (7) 7 (8) 8 (9) 9 (10) COMPLETELY

10 (11) 
TOTA

L 
Q2: Male (A) 16.39% 10.66% 13.11% 7.38% 9.84% 9.02% 7.38% 11.48% 9.84% 4.10% 0.82% 42.07

% 
20 13 16 9 12 11 9 14 12 5 1 122 

Q2: Female 19.05% 11.31% 12.50% 8.33% 8.93% 8.93% 7.14% 10.12% 7.74% 2.98% 2.98% 57.93
% 

(B) 32 19 21 14 15 15 12 17 13 5 5 168 

BASIC STATISTICS MINIMUM MAXIMUM MEDIAN MEAN STANDARD DEVIATION 

Q2: Male (A) 
1.00 11.00 5.00 4.92 2.91 
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Q2: Female (B) 
1.00 11.00 4.00 4.74 2.99 
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Appendix 9: Well-being comparisons between men and women entrepreneurs using questions 
from the Warwick-Edinburgh Mental Well-being Scale (WEBWBS) 

Note, statistically significant results are highlighted in pale blue using Survey Monkey Chi-Squared 

analysis (www.surveymonkey.com) with a significance cut off of p=<0.05. 

Question 1: I’ve been feeling optimistic about the future 
NONE OF THE 
TIME1 (1) 

RARELY2 (2) SOME OF THE 
TIME3 (3) 

OFTEN4 (4) ALL OF 
THE TIME5 
(5) 

TOTAL 

Q2: Male (A) 0.00% 2.46% 20.49% 57.38% 19.67% 42.07% 

0 3 25 70 24 122 

Q2: Female 
(B) 

0.00% 2.38% 19.05% 64.29% 14.29% 57.93% 

0 4 32 108 24 168 

BASIC STATISTICS MINIMUM MAXIMUM MEDIAN MEAN STANDARD DEVIATION 

Q2: Male (A) 
2.00 5.00 4.00 3.94 0.70 

Q2: Female (B) 
2.00 5.00 4.00 3.90 0.65 

Question 2: I've been feeling useful 
NONE OF THE TIME1 
(1) 

RARELY2 (2) SOME OF THE TIME3 
(3) 

OFTEN4 (4) ALL OF THE 
TIME5 (5) 

TOTAL 

Q2: Male (A) 0.00% 4.13% 15.70% 54.55% 25.62% 41.72% 

0 5 19 66 31 121

B 

Q2: Female (B) 0.00% 2.38% 22.02% 62.50% 13.10% 57.93% 

0 4 37 105 22 168

A 

BASIC STATISTICS MINIMUM MAXIMUM MEDIAN MEAN STANDARD DEVIATION 

Q2: Male (A) 
2.00 5.00 4.00 4.02 0.76 

Q2: Female (B) 
2.00 5.00 4.00 3.86 0.65 

Question 3: I've been feeling relaxed 

NONE OF THE TIME1 
(1) 

RARELY2 (2) SOME OF THE TIME3 (3) OFTEN4 (4) ALL OF THE TIME5 (5) TOTAL 

Q2: Male (A) 4.10% 23.77% 36.07% 31.97% 4.10% 42.07% 

5 29 44 39 5 122 

Q2: Female 
(B) 

2.98% 27.38% 39.29% 26.79% 3.57% 57.93% 

5 46 66 45 6 168 

BASIC STATISTICS MINIMUM MAXIMUM MEDIAN MEAN STANDARD DEVIATION 
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Q2: Male (A) 
1.00 5.00 3.00 3.08 0.94 

Q2: Female (B) 
1.00 5.00 3.00 3.01 0.90 

Question 4: I've been feeling interested in other people 

NONE OF THE TIME1 
(1) 

RARELY2 (2) SOME OF THE TIME3 (3) OFTEN4 (4) ALL OF THE TIME5 (5) TOTAL 

Q2: Male (A) 0.00% 4.10% 29.51% 42.62% 23.77% 42.07% 

0 5 36 52 29 122 

Q2: Female 
(B) 

0.00% 3.01% 24.10% 40.36% 32.53% 57.24% 

0 5 40 67 54 166 

BASIC STATISTICS MINIMUM MAXIMUM MEDIAN MEAN STANDARD DEVIATION 

Q2: Male (A) 
2.00 5.00 4.00 3.86 0.82 

Q2: Female (B) 
2.00 5.00 4.00 4.02 0.83 

Question 5: I've had energy to spare 

NONE OF THE TIME1 
(1) 

RARELY2 (2) SOME OF THE TIME3 (3) OFTEN4 (4) ALL OF THE TIME5 (5) TOTAL 

Q2: Male (A) 2.46% 18.85% 40.98% 30.33% 7.38% 42.07% 

3 23 50 37 9 122

B B B 

Q2: Female 
(B) 

8.98% 29.94% 35.93% 18.56% 6.59% 57.59% 

15 50 60 31 11 167

A A A 

BASIC STATISTICS MINIMUM MAXIMUM MEDIAN MEAN STANDARD DEVIATION 

Q2: Male (A) 
1.00 5.00 3.00 3.21 0.92 

Q2: Female (B) 
1.00 5.00 3.00 2.84 1.04 

Question 6: I've been dealing with problems well 

NONE OF THE TIME1 (1) RARELY2 (2) SOME OF THE TIME3 (3) OFTEN4 (4) ALL OF THE TIME5 (5) TOTAL 

Q2: Male (A) 0.00% 4.92% 20.49% 59.02% 15.57% 42.07% 

0 6 25 72 19 122

B B 

Q2: Female (B) 0.00% 4.79% 37.13% 47.31% 10.78% 57.59% 

0 8 62 79 18 167

A A 
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BASIC STATISTICS MINIMUM MAXIMUM MEDIAN MEAN STANDARD DEVIATION 

Q2: Male (A)  
2.00 

 
5.00 

 
4.00 

 
3.85 

 
0.73 

Q2: Female (B)  
2.00 

 
5.00 

 
4.00 

 
3.64 

 
0.74 

 

Question 7: I've been thinking clearly 

 NONE OF THE TIME1 
(1) 

RARELY2 (2) SOME OF THE TIME3 (3) OFTEN4 (4) ALL OF THE TIME5 (5) TOTAL 

Q2: Male (A) 0.00% 2.46% 20.49% 65.57% 11.48% 42.07% 

 0 3 25 80 14 122 

   B B   

Q2: Female 
(B) 

0.60% 4.19% 33.53% 52.69% 8.98% 57.59% 

 1 7 56 88 15 167 

   A A   

 

BASIC STATISTICS MINIMUM MAXIMUM MEDIAN MEAN STANDARD DEVIATION 

Q2: Male (A)  
2.00 

 
5.00 

 
4.00 

 
3.86 

 
0.63 

Q2: Female (B)  
1.00 

 
5.00 

 
4.00 

 
3.65 

 
0.73 

 

Question 8: I've been feeling good about myself 

 NONE OF THE TIME1 (1) RARELY2 (2) SOME OF THE TIME3 (3) OFTEN4 (4) ALL OF THE TIME5 (5) TOTAL 

Q2: Male (A) 0% 4% 34% 47% 15% 41% 

 0 5 40 56 18 119 

Q2: Female (B) 1% 8% 38% 45% 8% 58% 

 2 13 64 75 14 168 

 

BASIC STATISTICS MINIMUM MAXIMUM MEDIAN MEAN STANDARD DEVIATION 

Q2: Male (A)  
2.00 

 
5.00 

 
4.00 

 
3.73 

 
0.76 

Q2: Female (B)  
1.00 

 
5.00 

 
4.00 

 
3.51 

 
0.80 

 

Question 9: I've been feeling close to other people 

 NONE OF THE TIME1 (1) RARELY2 (2) SOME OF THE TIME3 (3) OFTEN4 (4) ALL OF THE TIME5 (5) TOTAL 

Q2: Male (A) 0% 8% 35% 42% 15% 41% 
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0 10 42 50 18 120 

Q2: Female (B) 1% 8% 32% 45% 15% 58% 

1 13 53 76 25 168 

BASIC STATISTICS MINIMUM MAXIMUM MEDIAN MEAN STANDARD DEVIATION 

Q2: Male (A) 
2.00 5.00 4.00 3.63 0.84 

Q2: Female (B) 
1.00 5.00 4.00 3.66 0.84 

Question 10: I've been feeling confident 

NONE OF THE TIME1 (1) RARELY2 (2) SOME OF THE TIME3 (3) OFTEN4 (4) ALL OF THE TIME5 (5) TOTAL 

Q2: Male (A) 1% 2% 26% 52% 18% 42% 

1 3 32 64 22 122 

Q2: Female (B) 1% 7% 35% 46% 11% 58% 

2 11 59 78 18 168 

BASIC STATISTICS MINIMUM MAXIMUM MEDIAN MEAN STANDARD DEVIATION 

Q2: Male (A) 
1.00 5.00 4.00 3.84 0.77 

Q2: Female (B) 
1.00 5.00 4.00 3.59 0.81 

Question 11: I've been able to make up my own mind about things 
NONE OF THE TIME1 (1) RARELY2 (2) SOME OF THE TIME3 (3) OFTEN4 (4) ALL OF THE TIME5 (5) TOTAL 

Q2: Male (A) 0% 1% 16% 43% 40% 42% 

0 1 20 52 49 122 

Q2: Female (B) 0% 4% 19% 48% 29% 58% 

0 7 32 80 49 168 

BASIC STATISTICS MINIMUM MAXIMUM MEDIAN MEAN STANDARD DEVIATION 

Q2: Male (A) 
2.00 5.00 4.00 4.22 0.74 

Q2: Female (B) 
2.00 5.00 4.00 4.02 0.81 

Question 12: I've been feeling loved 

NONE OF THE TIME1 (1) RARELY2 (2) SOME OF THE TIME3 (3) OFTEN4 (4) ALL OF THE TIME5 (5) TOTAL 

Q2: Male (A) 2% 4% 20% 38% 36% 42% 

2 5 24 46 44 121 

Q2: Female (B) 1% 5% 15% 43% 37% 58% 
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 1 8 25 72 62 168 

 

BASIC STATISTICS MINIMUM MAXIMUM MEDIAN MEAN STANDARD DEVIATION 

Q2: Male (A)  
1.00 

 
5.00 

 
4.00 

 
4.03 

 
0.94 

Q2: Female (B)  
1.00 

 
5.00 

 
4.00 

 
4.11 

 
0.87 

 

Question 13: I've been interested in new things 
 NONE OF THE TIME1 (1) RARELY2 (2) SOME OF THE TIME3 (3) OFTEN4 (4) ALL OF THE TIME5 (5) TOTAL 

Q2: Male (A) 0% 7% 19% 35% 39% 42% 

 0 9 23 43 47 122 

     B  

Q2: Female (B) 1% 8% 24% 42% 25% 58% 

 1 14 41 70 42 168 

     A  

 

BASIC STATISTICS MINIMUM MAXIMUM MEDIAN MEAN STANDARD DEVIATION 

Q2: Male (A)  
2.00 

 
5.00 

 
4.00 

 
4.05 

 
0.93 

Q2: Female (B)  
1.00 

 
5.00 

 
4.00 

 
3.82 

 
0.92 

 

Question 14: I've been feeling cheerful 
 NONE OF THE TIME1 (1) RARELY2 (2) SOME OF THE TIME3 (3) OFTEN4 (4) ALL OF THE TIME5 (5) TOTAL 

Q2: Male (A) 0% 3% 26% 56% 14% 42% 

 0 4 32 68 17 121 

Q2: Female (B) 0% 6% 27% 58% 10% 58% 

 0 10 45 97 16 168 

 

BASIC STATISTICS MINIMUM MAXIMUM MEDIAN MEAN STANDARD DEVIATION 

Q2: Male (A)  
2.00 

 
5.00 

 
4.00 

 
3.81 

 
0.71 

Q2: Female (B)  
2.00 

 
5.00 

 
4.00 

 
3.71 

 
0.72 
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T-Test Comparison for Men and Women WEMWBS Well-Being Questions

Group Statistics 

What is your 

gender? N Mean Std. Deviation Std. Error Mean 

total Male 117 53.179

5 

7.29740 .67464 

Female 164 51.323

2 

7.95458 .62115 

Independent Samples Test 

Levene's Test 

for Equality of 

Variances t-test for Equality of Means

F Sig. t Df 

Sig. 

(2-

tailed) 

Mean 

Differen

ce 

Std. 

Error 

Differen

ce 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

total Equal 

variances 

assumed 

.195 .659 1.995 279 .047 1.85632 .93038 .02486 3.68778 

Equal 

variances not 

assumed 

2.024 262.025 .044 1.85632 .91704 .05060 3.66203 
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Appendix 10: Results for Internally Devised, Work-related, Eudaimonic Well-being Questions 

Note statistically significant results are highlighted in pale blue. As the only significant answers 
were in the column for neither agree nor disagree, this was determined not to affect the overall 
findings of no significant differences in these questions.  

Question 1: My job is important to my sense of who I am 
I DON'T AGREE AT ALL1 2 NEITHER 

AGREE NOR 
DISAGREE 3 

4 I COMPLETELY 
AGREE5 

TOTAL 

Q2: Male (A) 3% 3% 7% 37% 50% 43% 

4 4 8 45 61 122

B 

Q2: Female (B) 1% 3% 16% 28% 51% 57% 

2 5 27 46 84 164

A 

Question 2: I find my work purposeful and meaningful 
I DON'T AGREE AT ALL1 2 3 4 I COMPLETELY 

AGREE5 
TOTAL 

Q2: Male (A) 0% 4% 12% 38% 46% 43% 

0 5 15 46 56 122 

Q2: Female (B) 1% 2% 10% 37% 49% 57% 

2 4 17 60 81 164 

Question 3: At work, I often become fully absorbed in what I am doing 
I DON'T AGREE AT ALL1 2 3 4 I COMPLETELY 

AGREE5 
TOTAL 

Q2: Male (A) 1% 4% 9% 26% 60% 43% 

1 5 11 32 73 122 

Q2: Female (B) 1% 2% 12% 29% 56% 57% 

1 4 20 47 92 164 

Question 4: I am able to be in control of decisions that affect me and my business 
I DON'T AGREE AT ALL1 2 3 4 I COMPLETELY 

AGREE5 
TOTAL 

Q2: Male (A) 2% 1% 11% 35% 52% 43% 

2 1 13 43 63 122 

Q2: Female (B) 1% 2% 13% 29% 55% 57% 

1 4 21 47 91 164 

Question 5: I am good at managing the many responsibilities of my daily life 
I DON'T AGREE AT ALL1 2 3 4 I COMPLETELY 

AGREE5 
TOTAL 

Q2: Male (A) 0% 7% 19% 38% 36% 43% 

0 9 23 46 44 122 

Q2: Female (B) 2% 5% 16% 45% 32% 57% 

3 9 27 73 52 164 

Question 6: I believe that being an entrepreneur enhances my life 
I DON'T AGREE AT ALL1 (1) 2 (2) 3 (3) 4 (4) I COMPLETELY AGREE5 (5) TOTAL 

Q2: Male (A) 1% 2% 9% 31% 57% 43%

1 3 11 37 69 121 

Q2: Female (B) 2% 1% 15% 25% 57% 57%
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3 2 24 41 93 163 

Question 7: What I do at work is valuable and worthwhile 

I DON'T AGREE AT ALL1 (1) 2 (2) 3 (3) 4 (4) I COMPLETELY AGREE5 (5) TOTAL 

Q2: Male (A) 0% 3% 9% 35% 53% 43%

0 4 11 42 64 121 

Q2: Female (B) 0% 1% 9% 36% 54% 57%

0 2 14 59 88 163 

Question 8: I feel excited and interested in my work 

I DON'T AGREE AT ALL1 (1) 2 (2) 3 (3) 4 (4) I COMPLETELY AGREE5 (5) TOTAL 

Q2: Male (A) 1% 2% 8% 40% 48% 43%

1 3 10 49 58 121 

Q2: Female (B) 0% 3% 9% 31% 57% 57%

0 5 14 51 93 163 

Question 9: I feel free to decide for myself how to live my life 

I DON'T AGREE AT ALL1 (1) 2 (2) 3 (3) 4 (4) I COMPLETELY AGREE5 (5) TOTAL 

Q2: Male (A) 2% 4% 15% 33% 46% 43%

2 5 18 40 56 121 

Q2: Female (B) 2% 3% 15% 34% 45% 57%

4 5 25 55 74 163 

Question 10: I use my personal talents and strengths at work 
I DON'T AGREE AT ALL1 (1) 2 (2) 3 (3) 4 (4) I COMPLETELY AGREE5 (5) TOTAL 

Q2: Male (A) 0% 2% 11% 22% 64% 43%

0 3 13 27 78 121

B 

Q2: Female (B) 0% 3% 3% 26% 67% 57%

0 5 5 43 110 163

A 

Question 11: My job defines who I am 
I DON'T AGREE AT ALL1 (1) 2 (2) 3 (3) 4 (4) I COMPLETELY AGREE5 (5) TOTAL 

Q2: Male (A) 4% 13% 29% 33% 21% 43%

5 16 35 40 25 121 

Q2: Female (B) 7% 18% 30% 25% 19% 57%

12 30 49 41 31 163 

Question 12: I have a sense of direction in my work 

I DON'T AGREE AT ALL1 (1) 2 (2) 3 (3) 4 (4) I COMPLETELY AGREE5 (5) TOTAL 

Q2: Male (A) 2% 4% 9% 48% 37% 43%

2 5 11 58 45 121 
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Q2: Female (B) 1% 2% 13% 49% 34% 57% 

 2 4 22 80 55 163 

 

Question 13: At work, I often lose track of time while doing something I enjoy 
 I DON'T AGREE AT ALL1 (1) 2 (2) 3 (3) 4 (4) I COMPLETELY AGREE5 (5) TOTAL 

Q2: Male (A) 4% 7% 17% 31% 41% 43% 

 5 8 21 37 50 121 

Q2: Female (B) 2% 4% 17% 36% 41% 57% 

 3 7 28 58 66 162 

 

Question 14: I can choose my own hours of work 
 I DON'T AGREE AT ALL1 (1) 2 (2) 3 (3) 4 (4) I COMPLETELY AGREE5 (5) TOTAL 

Q2: Male (A) 3% 10% 15% 24% 48% 43% 

 4 12 18 29 58 121 

Q2: Female (B) 2% 6% 12% 28% 52% 57% 

 4 10 19 46 84 163 

 

Question 15: I regularly achieve important work-related goals which I have set for myself 
 I DON'T AGREE AT ALL1 (1) 2 (2) 3 (3) 4 (4) I COMPLETELY AGREE5 (5) TOTAL 

Q2: Male (A) 2% 4% 17% 45% 32% 43% 

 3 5 20 54 39 121 

Q2: Female (B) 1% 6% 21% 39% 32% 57% 

 2 10 35 64 52 163 
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T-Test comparison for men and women for internally devised work-related eudaimonic well-
being questions

Group Statistics 

What is your gender? N Mean Std. Deviation Std. Error Mean 

totals Male 121 62.8099 9.06119 .82374 

Female 162 62.8765 8.45064 .66394 

Independent Samples Test 

Levene's Test for 

Equality of 

Variances t-test for Equality of Means

F Sig. t df 

Sig. (2-

tailed) 

Mean 

Differen

ce 

Std. 

Error 

Differen

ce 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

totals Equal 

variances 

assumed 

.196 .658 -.064 281 .949 -.06663 1.04735 -2.12827 1.99502 

Equal 

variances not 

assumed 

-.063 248.4

17 

.950 -.06663 1.05801 -2.15043 2.01718 
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Appendix 11: Details for Work Relating to Engaged-Activist Scholarship 

I have signed up to be a role model and mentor for women’s enterprise by speaking at schools in 

the UK with the charity Inspiring the Future (www.inspiringthefuture.org) which connects schools 

and colleges with volunteers to tell them about the world of work. I have, so far, done one talk on 

women’s enterprise at a girls’ school. I additionally plan to write and self-publish an accessible 

book on women’s enterprise aimed at this demographic once my PhD is completed. With regard 

to the ability to affect policy change (specifically universal credit and shared parental leave 

policies outlined above) and the concept of engaging with stakeholders to produce ‘useful’ 

research, I liaised at the outset with my Member of Parliament, Esther McVey, regarding this 

project and received correspondence from both her and Andrew Griffiths, MP, with a five-page 

document outlining current government objectives for women’s enterprise. I have also exchanged 

emails with Seema Malhotra, the Member of Parliament for Feltham and Heston who has a 

special interest in women’s enterprise and the Member of Parliament for Birmingham Yardley, 

Jess Phillips, who was supportive of my research and invited me to join the All Party Parliamentary 

Group for Women and Work. I attended my first meeting chaired by Jess Phillips and Laura Farris 

(Conservative MP for Newbury) on the subject of ‘Women, Work and Well-being’ in October 2020 

and have been attending monthly meetings since. I have engaged with UN Women UK and was 

selected as a delegate on the 65th Commission for the Status of Women held online in March 2021 

as well as a delegate at the Paris Delegation Equality Forum in June 2021. I have entered into 

dialogue with private stakeholders including the Institute for Small Business and Entrepreneurship 

(IBSE) (and associated academic researchers there) as well as ongoing dialogue with The 

Entrepreneurs Network who have informed me they have been working directly with Liz Truss, 

Minister for Women and Equalities on improving policies for shared parental leave.  
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