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ABSTRACT 

 

Figures show the unemployment rate in South Africa is increasing.  Entrepreneurship 

is a very good solution to decrease the unemployment rate and increase the 

economic growth of South Africa.  Very few studies have been done on 

entrepreneurship, including women entrepreneurs, as men have always been the 

leaders in this regard.  More than 50% of South Africa‟s population is female and 

deemed as a very important factor for the country's economic growth.  Women 

entrepreneurs have been understudied; there are also other factors and relationships 

that should be investigated and understood for the government to be able to 

establish programmes and assistance for women entrepreneurs to start and grow 

businesses. 

 

The research for this study was conducted in the Gauteng Province as poverty levels 

are high, despite large industries in this province and the fact that it is the most Gross 

Domestic Province for South Africa.   

 

The objective of this study is to investigate women entrepreneurship in the Gauteng 

and to make practical recommendations to enhance women entrepreneurship in this 

province. A survey including 41 women-owned businesses was conducted. A 

detailed profile of the woman entrepreneur in Gauteng was compiled, including the 

structure of the business.  Factors such as the level of organisational commitment, 

dimensions of entrepreneurial orientation, job satisfaction, life satisfaction, 

development needs as well as the perceived business success, have been 

investigated.  The relationships between these factors have also been investigated in 

the empirical research. 

 

The most urgent needs of women entrepreneurs in Gauteng are marketing training, 

financial support, machinery, equipment and tools as well as infrastructure. It is 

recommended that these needs are addressed through a support initiative especially 

implemented for women entrepreneurs. These factors need to be understood by the 

government in order to establish and assist women entrepreneurs in South Africa. 
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CHAPTER 1 

NATURE AND SCOPE OF THE STUDY 

 

1.1 INTRODUCTION 

 

Although South Africa‟s economy is growing slowly, high poverty and unemployment 

rates and low standards of living are still a reality (Jiyane, Majanja, Mostert & 

Ocholla, 2013: 6).  

 

According to Xavier, Kelley, Kew, Herrington and Vorderwülbecke (2012: 10), 

entrepreneurs contribute to the global economy by creating new jobs and developing 

businesses by growing their businesses. Economists, policy makers and business 

experts have confirmed that small and medium enterprises (SMEs) are economic 

growth drivers (National Credit Regulator, 2010: 7). The value of this sector is 

internationally recognised, irrespective of the economy‟s developmental stage. Small 

and medium enterprises contribute to employment creation, higher production 

volumes, increased exports and introducing innovation and entrepreneurial skills. 

 

Female entrepreneurship is very important for economic growth in developing 

countries such as South Africa (EOY: 2012).  According to Statistics South Africa 

(2014), women constitute 51.3% of the population, indicating the important role South 

African women play in the country's economy. The Business Environment Specialists 

(SBP) state that “there is much to be gained from expanding the pool of 

entrepreneurs, and women entrepreneurs in particular”.   

 

Women are pro-active by staying ahead in the markets, locally as well as globally 

(Anon: s.a.). It has also been stated that women will be contributors to the 

environment and the government will empower women to do so. 

 

The South African government has been implementing initiatives specifically to 

support and grow small and medium enterprises. In 1995 the small business policy, 

White Paper on National Strategy for the Development and Promotion of Small 

Business in South Africa, was implemented (Tim, 2011: 20). 
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This study will investigate the profile of women entrepreneurs, level of organisational 

commitment, dimensions of entrepreneurial orientation, job satisfaction, life 

satisfaction, perceived business success, factors relating to each other and the 

development needs of women entrepreneurs. 

 

1.2 PROBLEM STATEMENT 

 

According to the Ernst & Young report (2013: 5), Lance Fanaroff (CEO of Integr8) 

said the unemployment rate in South Africa is a huge problem and that the key 

solution is to enhance entrepreneurship in order to create additional jobs. Therefore, 

government needs to focus on entrepreneurship and starting new small businesses. 

Fatoki (2014: 130) says that micro enterprises would be a good solution to poverty, 

unemployment and the inequality situation in South Africa.  Timm (2013) states that 

small and micro enterprises contribute between 27% and 34% of the country‟s Gross 

Domestic Product (GDP). 

 

Lance Fanaroff also stated in the Ernst & Young report (2013: 5) that more should be 

invested in the development of entrepreneurship and focus should be coordinated. 

Currently the government departments operate in isolation, but by integrating the 

different departments' goals they could better assist in the needs of entrepreneurs.  

Fanaroff also found that serious consideration should be given to education as 

women entrepreneurs in South Africa show skill shortages. Therefore, education 

should be approached on three levels: junior education, tertiary education and 

developing the general entrepreneurial skills. Even though entrepreneurial training 

takes place, Fanaroff says the gap between theory and practice is too big and needs 

to be addressed (Anon, s.a.). 

  

According to Anon (s.a.) entrepreneurship and innovation are very important for 

developing countries such as South Africa to improve the economic state of the 

country.  The government has acknowledged the importance of entrepreneurship and 

has put policies and procedures in place for capacity building, as well as educating 

entrepreneurship in order to prepare the people to start their own businesses. 
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Fatoki (2014: 126) states that entrepreneurial orientation solves problems that 

businesses face and it gives businesses the opportunity to achieve a competitive 

advantage. Entrepreneurial orientation is deemed important in order to reduce the 

high business failure rates in South Africa (Fatoki, 2014: 127). 

 

The Business Environment Specialists (SBP) say limited studies have been done on 

women entrepreneurs in the formal sector of South Africa.  Anon (s.a.) states that 

women are very important for the economy, but are understudied and underutilised 

resources in the economic environment.  According to the GEM report 2012 women 

entrepreneurship must be utilised and encouraged, otherwise, almost half of the job 

creation will be lost.   

 

Anon (s.a.) also explains that women entrepreneurs need resources and better 

programmes to assist them with finance and skills in order for them to expand and 

create jobs. 

 

1.3 RESEARCH OBJECTIVES OF THE STUDY 

 

The research objectives are divided into primary and secondary objectives. 

 

1.3.1 Primary objective 

 

The primary objective of this study is to investigate women entrepreneurs in Gauteng 

and to make practical recommendations to enhance women entrepreneurship in 

South Africa. 

 

1.3.2 Secondary objective 

 

To support the primary objective, the following secondary objectives were formulated: 

 

 To gain insight into women entrepreneurship by means of a literature study. 

 To study the profile of women entrepreneurs in South Africa by making use of a 

questionnaire. 
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 To study the business structure of women entrepreneurs in South Africa. 

 To determine the level of organisational commitment of women entrepreneurs in 

South Africa. 

 To determine the dimensions of entrepreneurial orientation of women 

entrepreneurs in South Africa. 

 To study the level of job and life satisfaction of women entrepreneurs in South 

Africa. 

 To determine the perceived success of women entrepreneurs in South Africa. 

 To determine the development needs of women entrepreneurs in South Africa. 

 To study the relationships between the different aspects of women entrepreneurs 

in South Africa. 

 To make practical recommendations to enhance women entrepreneurship in 

South Africa. 

 

1.4 SCOPE OF THE STUDY 

 

1.4.1 Field of the study 

 

The field of the study is entrepreneurship with the main focus on women 

entrepreneurship. 

 

1.4.2 Geographical demarcation 

 

The study will be conducted in the Gauteng Province of South Africa.  South Africa 

has nine provinces, namely, Gauteng, Western Cape, Northern Cape, Eastern Cape, 

Free State, Kwazulu-Natal, North-West Province, Mpumalanga and Limpopo and 

there are eleven official languages (Alexander, s.a.). 

 

Gauteng was previously part of the old Transvaal province.  The name Gauteng is 

the Sesotho word for “Place of Gold”, owing to the gold industry in this province 

(Makiti Guides & Tours, s.a: 1). According to Makiti Guides & Tours (s.a.) gold was 

discovered Gauteng in 1886, but this is not the only contributor to the economy in this 
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province. Coal and iron were discovered and boosted the mining and industrial 

sectors. Big international airports assist in imports and exports (Alexander, s.a.: 11). 

 

The Gauteng Province includes the  towns of  Magaliesburg, Muldersdrift, 

Krugersdorp, Vanderbijlpark, Vereeniging, Heidelberg, Alberton, Germiston, 

Johannesburg, Sandton, Midrand, Centurion, Pretoria (Tshwane), Bronkhorstspruit, 

Kemptonpark, Benoni and Springs.  See Figure 1.1 below for a map of Gauteng, 

indicating these cities. 

 

Figure 1.1: Map of Gauteng 

 

Source: Rainbow Nation. Tourist map of Gauteng, SA 

 

Alexander (s.a.) states that Gauteng is the smallest inland area, the most densely 

populated and urbanised province and it is the powerhouse of South Africa (Defence 

Peace Safety and Security (DPSS) & Council of Scientific and Industrial Research 

(CSIR) s.a.: 14). Gauteng is home to almost a quarter of the country‟s population, 

with an average of 675 people per square kilometre (Media Club South Africa).  

Figure 1.2 below shows the land area of South Africa‟s nine provinces. In figure 1.3 

below, the population of South Africa‟s nine provinces are shown. 

 

 

 

 



6 
 

Figure 1.2: Land areas of South Africa’s nine provinces 

 

Source: Media Club South Africa. South Africa‟s nine provinces 

 

Figure 1.3: Population of South Africa’s nine provinces 

 

Source: Media Club South Africa. South Africa‟s nine provinces 

 

According to DPSS & CSIR (s.a.: 15), Gauteng‟s contribution to the GDP increased 

from 32.6% in 1995 to 33.9% in 2002. These authors also state that the most 

important economic sectors are financial and business services, logistics and 
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communications, and mining. The economy of Gauteng is diversified into primary 

(agriculture and mining), secondary (manufacturing) and tertiary (service and retail) 

opportunities (DPSS & CSIR, s.a.: 62). 

 

Gauteng‟s population is constantly growing. This could be because of natural factors 

as well as migrations (DPSS & CSIR, s.a.: 20), last mentioned being a factor that 

decreases job opportunities. According to Anon (2012), the unemployment rate for 

Gauteng is 23.7%. 

 

Gauteng is not only the economic and industrial hub of the continent. It also offers a 

number of tourist attractions, including nine nature reserves with specialised tourist 

packages (DPSS & CSIR, s.a.: 59).   

 

1.5 RESEARCH METHODOLOGY 

 

The study consists of two parts, namely a literature study and an empirical study. 

 

1.5.1 Literature review 

 

A literature review, according to Fink (2010: 3), is “a systematic, explicit, and 

reproducible method for identifying, evaluating, and synthesising the existing body of 

completed and recorded work produced by researchers, scholars, and practitioners”.  

The term, literature review, is also explained as an in-depth evaluation of previous 

research studies and establishes the objectives of these studies (Shuttleworth, s.a.). 

 

Shuttleworth (s.a.) further explains that a literature review can be used either as in 

introduction to a study or as an entire study on its own. 
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1.5.1.1 Literature review benefits 

 

There are definitely benefits by conducting a literature review.  Knopf (2006: 127) 

identified these benefits as: 

 

 Giving the researcher a general overview of subjects that he isn't familiar with. 

 Showing exactly what studies have already been done, this will help a person not 

to repeat certain studies. 

 Creating opportunities and ideas on research that hasn‟t been done yet. 

 Highlighting the flaws and problems with previous research. 

 Enabling a person to add value to research in order to reveal new conclusions 

from current research. 

 

1.5.1.2 Literature review sources 

 

Sources that will be consulted to give a complete review of the topic are: 

 

 Website articles. 

 Scientific journals. 

 Text books. 

 Reports on previous research done. 

 

1.5.1.3 Topics of literature review 

 

The topics that will be discussed in the literature review (chapter 2) will be the 

following:  

 

 Entrepreneurship in general. 

 Women entrepreneurship. 

 Organisational commitment. 

 Five dimensions of entrepreneurial orientation. 

 Job satisfaction. 

 Life satisfaction. 
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 Perceived business success. 

 Development needs of women entrepreneurs. 

 The relationship between factors. 

 

1.5.2 Empirical research 

 

Shuttleworth (s.a.) describes empirical research as information that is gained through 

three possibilities, namely, experience, observation or experiment. He also states that 

all the conclusions of a study must be based on evidence.  The author also indicated 

that there are certain objectives as well as advantages by to doing empirical 

research. 

 

1.5.2.1 Objectives of the empirical research 

 

 To do more than only report on observations; 

 Promote the environment by improving the understanding of certain information; 

 To combine the study with extensive research; 

 Proving the theories with real case scenarios. 

 

1.5.2.2 Advantages of empirical methods 

 

 Adding value to existing knowledge; 

 To respect contextual differences; 

 Meeting the standards of professional research; 

 Responding more dynamically towards situations. 

 

There are two approaches in order to collect data for an empirical study.  The first is 

a qualitative approach (by means of an interview); the second is a quantitative 

approach (by means of questionnaires). 

 

This study focuses on the quantitative approach.  A quantitative approach is 

described by Shuttleworth (s.a.) as an approach that “uses a standard format, with a 

few minor inter-disciplinary differences, of generating a hypothesis to be proved or 

disproved. This hypothesis must be provable by mathematical and statistical means, 

https://explorable.com/research-hypothesis
https://explorable.com/statistics-tutorial


10 
 

and is the basis around which the whole experiment is designed”.  The ideal situation 

of a quantitative study is the ability for others to repeat the same study and to obtain 

the same results. 

 

The tool of the quantitative study that will be used is a questionnaire.  This tool can 

be used to obtain the same results from all the respondents.  There are advantages 

and disadvantages of using a questionnaire this is illustrated by Compass in       

figure 1.4. 

 

Figure 1.4: Advantages and Disadvantages of a questionnaire 

 

Source: Compass 
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1.5.2.3 Selection of questionnaire 

 

In this study a questionnaire developed by the Potchefstroom Business School, 

situated on the North-West University's Potchefstroom Campus, will be used.  This 

questionnaire is divided into eight sections. Refer to appendix 1 for a detailed layout 

of the questionnaire.   

 

Section A was developed to gather data from respondents to determine the level of 

commitment the respondents have towards the business.  Respondents were asked 

to indicate the most applicable motivating factors with a cross (x) on a Likert scale 

ranging from one to five.  The scale indicated the level of agreement with one 

indicating “strongly disagree” and five indicating “strongly agree”.   

 

Section B was developed to gather data from respondents to determine the 

entrepreneurial orientation of the respondents in the business environment.  

Respondents were asked to indicate the most applicable motivating factors with a 

cross (x) on a Likert scale ranging from one to five.  The scale indicated the level of 

agreement with one indicating “strongly disagree” and five indicating “strongly agree”.   

 

Section C and D was developed to gather data from respondents to determine the 

level of job and life satisfaction the respondents have in the business.  Respondents 

were asked to indicate the most applicable motivating factors with a cross (x) on a 

Likert scale ranging from one to five.  The scale indicated the level of agreement with 

one indicating “strongly disagree” and five indicating “strongly agree”.   

 

Section E was developed to gather data from respondents to determine what 

perceived success of businesses is.  Respondents were asked to indicate the most 

applicable motivating factors with a cross (x) on a Likert scale ranging from one to 

five.  The scale indicated the level of agreement with one indicating “strongly 

disagree” and five indicating “strongly agree”.   

 

Section F was developed to determine the development needs of the women 

entrepreneurs who participated in the study.  Respondents had to indicate the 

applicable option with a cross (x).   
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The following questions were covered:   

 

 Training or development offered by a government agency or the private sector; 

 Development or assistance provided by organisations established specifically for 

women entrepreneurs; 

 Specific needs.   

 

Section G was developed to gather data from respondents regarding their profiles 

and characteristics.  Respondents had to indicate the applicable option with a cross 

(x).   

 

The following aspects were covered: 

 

 Age group; 

 Marital status; 

 Highest academic qualification; 

 Previous working experience. 

 

Section H was developed to gather data from respondents regarding the structure of 

the business.  Respondents had to indicate the applicable option with a cross (x).   

 

The following were covered: 

 

 Number of permanent employees; 

 Business turnover per year; 

 Industry the business operates in; 

 If the business can be classified as a family business; 

 Age of the business; 

 Legal status of the business. 
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1.5.2.4 Study population and sample 

 

The target population of this study was micro, very small, small and medium-sized 

women-owned businesses in Gauteng.  

 

According to explorable psychology experiments, snowball sampling “is much like 

asking your subjects to nominate another person with the same trait as your next 

subject. The researcher then observes the nominated subjects and continues in the 

same way until the obtaining sufficient number of subjects”. 

 

The authors also identified three types of snowball sampling, namely linear snowball 

sampling, exponential non-discriminative snowball sampling and exponential 

discriminative snowball sampling.  In this study the sampling method will be 

exponential discriminative snowball sampling as the questionnaires are only for 

women entrepreneurs as illustrated in figure1.5.  This is also a convenient sampling 

method. 

 

Figure 1.5: Exponential Discriminative Snowball Sampling  

 

Source: Explorable psychology experiments 

 

Explorable psychology experiments have also identified some advantages of using 

the snowball sampling method, namely: 

 

 It is cheap, simple and cost-efficient. 

 It is easier to reach the targeted sample than using other sampling methods. 

 The technique needs little planning compared to other sampling methods. 
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In this study the initiate point of the snowball sampling technique was to contact the 

chamber of commerce and get the preliminary lists of possible candidates. The 

women on this preliminary list acted as informants and identified other potential 

women-owned ventures for inclusion in the sample.  

 

1.5.2.5 Data collection 

 

Questionnaires were distributed via e-mail and personal delivery to participants. The 

aim was to distribute questionnaires to a wide variety of business sectors. These 

sectors included retail trade, restaurant and food industry, beauty and skin care, hair 

stylists, financial services and education.  The demographic area included selected 

areas in South Africa. 

 

Questionnaires were collected from the respondents after a week.  A total of 41 out 

of sixty usable questionnaires were returned from the sample, which constitutes a 

response rate of 68.3% in total. Participants cited limited time available and busy 

work schedules as the main reasons for non-returns during the process.    

 

1.5.2.6 Critical evaluation of the study  

 

The data collected was statistically analysed by the statistical department of      

North-West University.  The data from the questionnaires was coded and 

investigated and then transformed to useful outputs such as frequency tables,          

R squared as well as the Cronbach Alfa coefficient.  The results were used to draw 

conclusions and to make recommendations regarding the development of women 

entrepreneurs in South Africa. 
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1.6 LIMITATIONS TO THE STUDY 

 

When doing a study there will be certain factors that limits a person to do certain 

things on a certain time.  In this study there were also limitations identified such as; 

 

 It is difficult to identify women entrepreneurs. 

 Women declared that they don‟t have the necessary time to complete the 

questionnaires. 

 The women stated that the questionnaires were too long. 

 Some of the women didn‟t understand the questions and needed explanations. 

 The studies done on women entrepreneurship is outdated. 

 

1.7 LAYOUT OF THE STUDY 

 

Figure 1.6 below explains the process flow of the study. 

 

Figure 1.6: Study flow chart 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Own compilation 
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CHAPTER 2:  Overview of women entrepreneurship 

 

Chapter 2 aims to provide background information on entrepreneurship as well as 

women entrepreneurship as the main focus.  Factors such as women entrepreneurs‟ 

profile, organisational commitment, and the dimensions of entrepreneurial 

orientation, job satisfaction, life satisfaction, perceived success, and the relationships 

between the factors as well as the development needs of women entrepreneurs in 

South Africa will be discussed in this chapter. 

CHAPTER 3:  Results and discussion of empirical study 

 

In Chapter 3 the results of the study are presented and discussed.  The following 

information is presented in this chapter: how data was collected, the measuring 

instruments used, how the study was identified and the analysis of the data.  The 

results of the empirical study are also presented and discussed. 

 

CHAPTER 4: Conclusion and recommendations 

 

The following information will be discussed: the conclusion based on the results of 

the empirical study, recommendations on how women can be assisted, discussion on 

whether the objectives of the study were reached and suggestions for further 

research. 
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CHAPTER 2 

LITERATURE REVIEW ON WOMEN ENTREPRENEURSHIP 

 

2.1 INTRODUCTION 

 

South Africa has high poverty rates, high unemployment rates and low standards of 

living, especially in rural areas and amongst women, despite the fact that South 

Africa‟s economy is growing slowly (Jiyane et al., 2013: 6).  

 

According to the Business Environment Specialists (SBP), entrepreneurship is a 

critical driver of economic growth and job creation.  In order to grow the economy, the 

government should focus more on the formal sector and what drives these 

businesses to be successful.  

 

According to Statistics South Africa (2014), women makes up 51.3% of the 

population in the consensus in 2011 which means that South African women are very 

important for South Africa‟s economy.  Xavier et al. (2012: 10) say entrepreneurs 

contribute to the global economy by creating new jobs and developing businesses by 

growing their businesses. 

 

There are certain factors of women entrepreneurship that will be discussed in the this 

chapter, namely, the profile of women entrepreneurs, organisational commitment, 

five dimensions of entrepreneurial orientation, job satisfaction, life satisfaction, 

perceived business success, development needs of women entrepreneurs and the 

relationships between these factors. 

 

Entrepreneurial orientation has been described by Kuratko and Audretsch (2009: 2) 

as a strategic management process that needs commitment to innovation that will 

lead to success and higher performance.  Entrepreneurial orientation motivates 

women to take higher risks in order to get higher returns, leading to higher 

satisfaction. 
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Finally, Millan, Hessels, Thurik and Aguado (2011: 652) state that people mean 

different things when they evaluate job satisfaction. There are financial and          

non-financial factors affecting job satisfaction.  Self-employment does not mean that 

an individual will be more satisfied and it is found that income does not have a big 

influence on an individual‟s happiness (Bianchi, 2012: 277). 

 

2.2 THE IMPORTANCE OF ENTREPRENEURSHIP IN GENERAL 

 

Entrepreneurship is defined as “a way of thinking, reasoning, and acting that is 

opportunity obsessed, holistic in approach, and leadership balanced for the purpose 

of value creation and capture” (Spinelli & Adams, 2012: 87). 

 

According to Xavier et al. (2012: 10), the unemployment rate of Sub-Saharan Africa 

is growing and the population of youth is also increasing.  According to Bianchi 

(2012: 277), self-employment can be a solution to unemployment.  Van Vuuren 

(2007: 269) agrees that entrepreneurship is a solution by starting and developing 

businesses in order to improve the economic growth, unemployment rate and poverty 

levels in South Africa.  One problem is that South Africa‟s TEA rate is only 7% 

compared to the 13% of efficiency-driven economies (Xavier et al., 2012: 8). This is 

extremely low, and can potentially lead to a problem if policies are not implemented 

in the country to motivate the youth, and women, to start their own business. Another 

crucial factor is the provision of employment growth in order to sustain the economic 

and social growth of the country. 

 

Statistics South Africa (2014) indicated that between January 2014 and March 2014 

the unemployment rate was at a high of 25.2%.  The best alternative for wage or 

salary employment is a business owner that works for himself, or another corporation 

employing entrepreneurial activities in order to earn a living (Xavier et al., 2012: 25).  

  

Essop and Yu (2008) stated that 22% of the unemployed are working in the informal 

sector.  The Department of Economic Development and Tourism (s.a.:1) stated that 

the tourism industry plays a crucial part in job creation as it is the only industry that 

has ample large opportunities for entrepreneurs to create their own small businesses. 
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2.3 WOMEN ENTREPRENEURSHIP 

 

“A women entrepreneur is confident, innovative, creative and capable of achieving 

economic independence individually or in collaboration, to generate employment 

opportunities for others through initiating, establishing and running an enterprise by 

keeping pace with her personal, family and social life” (Krishnan & Kamalanabhan, 

2013: 41).   

 

Recent studies found that women entrepreneurship is increasing drastically 

(Kautonen & Palmroos, 2010: 292; Tsuchiya, 2010: 143). According to Kelley, Brush, 

Greene and Litovsky (2012: 6), the GEM report found that there were 126 million 

women who started and were running businesses in 67 economies globally.  The 

Business Environment Specialists (SBP) state that one of the most significant 

economic and social development factors are the growing rate of women 

entrepreneurs. This growing numbers could not have been imagined a few years 

ago.  The SBP estimates that women entrepreneurs make up a third of the 

businesses in the formal sector.  Therefore, it has been indicated by the SBP that 

women‟s roles are not just redefined, but have completely shifted in the global 

economy. 

 

Women are very important for social and economic growth as they are contributing 

considerably to employment generation, innovation as well as wealth. More focus 

should therefore be placed on women entrepreneurship (Osman, Rashid, Ahmad     

& Rajput, 2011: 235; Brush, De Bruin & Welter, 2009: 8). Huarng, Mas-Tur            

and Hui-Kuang Yu (2012: 487) agree that women entrepreneurs are a contributing 

factor for job creation as well as economic growth.  

 

The SBP states that women entrepreneurs focuses more on specific industries with 

low entrance requirements, such as retail and services.  These women create jobs 

for others. It is found that 48 million entrepreneurs and 64 million business owners 

employ one or more people.  Ojong (2006: 152) stated that women employ people 

who do not have skills that can be taught by the owners. Thus, these employees can 

contribute to society by teaching others, as well as provide for their families, giving 
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them a sense of satisfaction.  Women entrepreneurs have been found to have 

smaller businesses and fewer employees; women-owned businesses grow slower 

and the businesses also grow to a smaller level compared to businesses owned by 

men (Kelley et al., 2012: 33). 

 

Ojong (2006: 143) states that women brings special expertise (ethos, methods, risks 

and opportunities) and confidence to their own businesses that they have acquired 

from their families and associates through observing, imitating and hands on 

practice.  Mbogo (2010: 164) states that women make use of social networks to do 

business and advertise their products and services; they use their cell phones to 

make payments and do cell phone banking.  This is a very cost efficient way as there 

are no extra infrastructure needed and most people do have access to mobile 

phones. Ukpere, Slabbert and Ukpere (2014: 554) state that women are leading the 

Small Medium Enterprise social revolution 

 

Ukpere et al. (2014: 553) said that women always pursue careers that they are 

passionate about.  This increases the commitment that women have towards their 

business.  Women‟s businesses have been financially successful, because they keep 

up with modern times and make use of modern technology, such as social network 

platforms. Women also include the use of social network platforms in their business 

plans (Ukpere et al., 2014: 555). 

 

The TEA rate of 6% for women entrepreneurs is very low compared to the total of 

27% for efficiency-driven economies (Xavier et al., 2012: 60).  The reason for the low 

TEA rate is that women are traditionally seen as the caretaker of the family and are 

more inclined to be fulfilled by work-family enrichment than men (Powell & Eddleston, 

2013: 274). 

 

2.4 DEVELOPMENT NEEDS  

 

There are different policies and programmes to assist women in starting their own 

business and assisting with the development needs. Figure 2.1 shows the needs that 

entrepreneurs in the Ernst & Young report (2013: 7) indicated as important 

determinants for entrepreneurship. 
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Figure 2.1: Entrepreneurs view as to which factors will have the highest impact    

on entrepreneurship culture 

 

Source: Ernst & Young report (2013: 7) 

 

One of the reasons that there are not enough or more concentrated policies and 

support for entrepreneurs, is because there is a lack of clear and accurate statistics 

in South Africa (Tim, 2011: 18).  

 

In the Ernst & Young report (2013: 6) it has been said that 79% of the participants 

find access to funding to be a difficult task.  Micro financing has especially been 

developed for poor, unskilled and unemployed people in South Africa to develop 

successful businesses (Ernst & Young report, 2013: 6).  According to the National 

Credit Regulator (2010: 10) it is evident that women need access to finance and that  

there are funding programmes and schemes that are specifically implemented to 

assist small and medium enterprises. According to Ernst & Young (2013: 2) funding 

is available, but it is costly and not always available for entrepreneurs.  The major 

issue is that 75% of business owners are not aware of these organisations 

(Department of Trade and Industry, 2008). Anon (2012) also states that the 

programmes and schemes are not effective as women are found to be high risks as 

women have higher business failure rates than men. This risk is increased due to the 

lack of financial assistance.  Unfortunately, funding for these programmes are wide 

spread between National Empowerment Fund, Khula and National Youth 

Development, causing the South African government to not be able to successfully 

assist women entrepreneurs (Tim, 2011).  Jiyane and Mostert (2008: 83) explain that 

the reason for failing government assistance is the fact that the financial assistance is 
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spread between different agencies. These agencies exclude the informal sector as 

part of small and medium businesses, because of specific requirements that informal 

sector women do not comply with. 

 

Chiloane-Tsoka (2013: 5143) found that only medium businesses in certain areas 

have the opportunity for growth. This is due to the fact that women are not aware of 

government's services to women entrepreneurs (Chiloane-Tsoka, 2011: 3577).  

People with secondary and tertiary education have more access to information, 

which in turn will give an entrepreneur a more opportunity driven business, rather 

than a business driven out of necessity. 

 

The Small Enterprise Development Agency (SEDA), have been established to 

provide information about government policies and programmes in order to help 

entrepreneurs to start and grow their businesses in South Africa.  Chiloane-Tsoka 

(2011: 3577) found that women are aware of the government programmes and 

policies, but less than 20% received assistance by the government, including 

information. 

 

According to Jiyane, Ocholla, Mostert and Manjanja (2012: 724), women need 

training in order to enable them to interact with clients as well as the necessary 

business skills to make the business a success.  Women Entrepreneurship 

Programmes (WEP) are based on these training needs as well as studies of O‟Neill 

and Viljoen (2001: 39) and Stanger (2004: 469) for the purpose of providing technical 

as well as business management and entrepreneurial training for women.  In a study 

done by Van der Merwe and Nieman (2003: 54), the following needs were identified 

by women: guidance and advice with compiling a business plan, market research, 

identifying opportunities, marketing and advertising, entrepreneurial skills training, 

financial and cash-flow planning, networking opportunities, relationship building 

programmes, risk management, taxation, and advice on managing a business.  All 

these factors include mentoring, counselling and giving advice.  Jafari, Rezaeenour, 

Mazdeh and Hooshmandi (2011: 319), found that women do not have the necessary 

skills and knowledge; therefore women definitely need training. 
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Jyoti, Jyoti and Kumari (2011: 7) state that 78% of women in their study viewed 

power supply as a problem, followed by lack of skilled labour, lack of infrastructure 

and availability of raw material. 

 

Networking is found to be one of the most important factors in developing and 

growing a business, but this important skill lacks among women entrepreneurs as 

women focuses on relationships rather than finding the best way in getting the work 

done. 

 

According to the Department of Trade and Industry (2005), the Minister of Trade and 

Industry said, “The promotion of entrepreneurship and small business remains an 

important priority of the government of South Africa. Our commitment is to ensure 

that small businesses progressively increase their contribution growth and 

performance of the South African economy in critical areas such as job creation, 

equity and access to markets”. 

 

The DTI (2005) reported that government had focused on the development of small 

businesses within the new democratic era.  A breakthrough was achieved with the 

White Paper on the national strategy in March 1995. 

 

The new strategy of the DTI (2005: 4) is based on the principle of integration and 

relates to three different dimensions, namely:  

 

• Integration of different socio-economic policy areas; 

•  Integration of programmes within the public sector (cutting across national, 

provincial and local government), and between the public and private sectors; 

• Integration of the activities of different entrepreneurship and small enterprise 

promotion institutions. 
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The Department of Trade and Industry has the following initiatives (2005: 10) to 

support women entrepreneurs:  

 

Sawen - South African Women Entrepreneurs‟ Network 

Sawen is a national networking forum that is committed to promote women 

entrepreneurs and holds educational and trade missions for their members. 

They have access to business linkages between South African women and 

the rest of the world. Sawen also focuses on women entrepreneurs and the 

policies and strategies in place. 

 

TWIB -   Technology for Women in Business 

TWIB focuses on the advancement of women entrepreneurs through the 

application of science and technology in their businesses.This gives women 

entrepreneurs local as well as global competitiveness as they are focused 

to overcome constraints of innovation and growth. 

 

The following initiatives are created to support women-owned businesses with 

various kinds of support. 

 

Table: 2.1 Focus areas and the proposed initiatives 

 

Source: DTI (2005: 20) 
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The following measurements are set out by the DTI (2005: 38) in order to evaluate 

the new strategy. 

 

1. Fostering entrepreneurship culture and increasing enterprise creation rate; 

2.  Establishing a dedicated network of SMME finance; 

3.  Creating demand for small enterprise products and services; 

4.  Strengthening local network for small business development support services; 

5.  Improving small enterprise competencies and delivery capacity; 

6.  Strengthening enterprise networks; 

7.  Providing necessary support incentives; 

8.  Improving regulatory environment; 

9.  Entrepreneurship and small business research. 

 

2.5 ORGANISATIONAL COMMITMENT  

 

Somers (2008: 75) states that there have been numerous studies on organisational 

commitment and it will always be an important factor for researchers.                

Letele-Matabooe (2012) defines organisational commitment as the acceptance of the 

organisation‟s norms by all the individuals in the organisation and the sacrifices that 

is made in order to let the company survive; by doing this a person is involved with 

the whole organisation‟s values, goals and beliefs and will be loyal towards that 

organisation (Yiing & Ahmad, 2009: 56).  The loyalty is based on the perception that 

an individual is bound to the company which reduces the staff turnover rate.      

Martin and Roodt (2008: 24) state that organisational commitment is a bond or 

linkage between an individual and an organisation.   

 

Commitment according to (De Clerq & Ruis, 2007: 483) is higher for men than 

women and is also dependant on a person‟s age. This is confirmed by De Clerq and 

Ruis (2007: 483).  Levesque and Minniti (2006: 178) found that at a certain age the 

level of commitment will decline. De Clerq and Ruis (2007: 483) also found that the 

smaller the business, the more committed the people will be by working longer hours.   

 

According to Matzler and Renzl (2007: 592), a person‟s attitude and behaviour at 

work are related to a person‟s organisational commitment.                                
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Lesabe and Nkosi (2007: 37) state that organisations need employees who are 

willing to go beyond their job description and engage in extra-role behaviours.  

Individuals will behave according to their emotional attachment and their internal 

goals to make the organisation succeed.  Krishnan and Kamalanabhan (2013: 44) 

found that women seem to be more committed to their business in order to avoid 

business failure.   

 

By focussing on organisational commitment the problems an organisation might face 

internally can be revealed, resolved and addressed (Lesabe & Nkosi, 2007: 37).  

When addressing problems, business failure can be prevented. A committed and 

determined entrepreneur will be able to overcome any problems she might face. 

Commitment and determination will be able to compensate for any other weakness 

the entrepreneur might have (Spinelli & Adams, 2012: 37). 

 

According to Spinelli and Adams (2012: 39), entrepreneurs are under immense 

pressure. By being committed and determined an entrepreneur sacrifices a lot, 

because she needs to spend time with the business, be loyal and be emotionally 

attached.  Being committed, means that an entrepreneur is willing to invest in the 

business, willing to take a cut in pay and make sacrifices in her own, as well as the 

family's, lifestyle (Spinelli & Adams, 2012:39). Krishnan                                            

and Kamalanabhan (2013: 44) state that women are more committed, because they 

work longer hours in order to make their business a success and because they feel 

obligated towards their employees. 

 

According to Meyer and Hercovitch (2001: 299), there are three reasons why people 

remain at an organisation, namely, affective attachment, perceived cost of leaving 

and their obligation to stay at the organisation. These three reasons have been 

classified by Meyer and Hercovitch (2001: 299) as affective commitment, 

continuance commitment and lastly normative commitment. 

 

 Affective commitment - Roxenhall and Andresen (2012: 88) describes affective 

commitment as an individual‟s emotional attachment to the organisation with 

regard to an individual‟s loyalty, caring for the organisation and the extra effort an 

individual are willing to put into an organisation. 
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 Continuance commitment - Letele-Matabooe (2012) describes continuance 

commitment as an individual‟s rational comparisons between the costs of leaving 

(difficulty in finding another job) compared to the cost of staying with the 

organisation (time and effort spend at the organisation). 

 

 Normative commitment - Landry, Panaccio and Vandenberghe (2010: 286) 

describe normative commitment as an individual who stays with the organisation 

because the employee feels obligated to do so, as an organisation has invested 

in this individual. 

 

There are also factors that affect organisational commitment of employees. These 

factors have been identified by Lesabe and Nkosi (2007: 38). 

 

Table 2.2: Factors affecting organisational commitment 

Factor Description 

Compensation To retain employees it is necessary to pay them 

a fair and reasonable salary and the employees 

want to know the process of increases and how 

they will be able to get the increase. 

Benefit packages In organisations there are a wide variety of 

cultures. Organisations need to be able to offer a 

wide variety of benefits to suit employees 

individually. 

Morale and motivation Managers need to understand the motivational 

factors of the employees.  Employees want to 

feel that they are achieving something and then 

they will be more motivated. 

Career growth and development The organisation needs to establish an 

environment of ongoing learning and improving 

employee satisfaction and career growth 

opportunities; employees will have a goal to 

work towards. 
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Leadership Employees want to make a difference and by the 

supervisory feedback, support and fair rewards, 

the employees can feel that they are part of the 

decision making process. 

Nature of the job itself Employees need autonomy and they want to 

evaluate themselves in terms of their own 

decisions and actions, rather than instructions. 

Training and development Employees need to be well trained to maintain 

the employment level as well as training in 

technology.  Training is also seen as 

opportunities for advancement. 

Performance management Employees constantly need feedback, not single 

feedbacks, but rather multi rater feedback. This 

is feedback from a range of people, not only 

supervisor. 

Work environment Employees need to feel important, self-worthy 

and safe at work. 

Source: Own compilation 

 

If all these factors are part of an organisation‟s culture, then the organisation will 

have committed employees that will walk the extra mile for the organisation and thus 

increase the organisations‟ performance. 

 

2.6 ENTREPRENEURIAL ORIENTATION 

 

Naldi, Nordqvist, Sjőberg and Wiklund (2007: 43) established that there has been a 

lot of research on entrepreneurial orientation.   Entrepreneurial orientation has been 

widely debated and there is no precise definition or set of dimensions                

(Covin & Lumpkin, 2011: 856).  It is a very important aspect of business and has 

been researched extensively (Melia, Boulard & Peinando, 2007: 67).   

 

Entrepreneurial orientation is described by Chang, Lin, Chang and Chen (2007: 999) 

as processes, practices and decision making processes in which new products, 
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services and processes are introduced.  Another definition of entrepreneurial 

orientation is described by Kuratko and Audretsch (2009: 2) as a strategic 

management process that needs commitment to innovation. 

 

Callaghan (2009: 113) states that entrepreneurial orientation will differ by gender.  

The age of the business can also have an impact on entrepreneurial orientation that 

will lead to differences in performance per gender.  The younger the businesses, the 

more entrepreneurial orientated the people are (Murphy & Hill, 2008: 27). 

 

Entrepreneurial orientation is positively affected by committed and satisfied 

employees, because employees are seen as a determining factor in entrepreneurial 

orientation (Hayton, 2005: 21).  Bulut and Alpkan (2006: 67) say that organisational 

commitment and job satisfaction are driven by intrinsic as well as extrinsic rewards 

from an entrepreneurial organisation. 

 

It has been found that entrepreneurial behaviour can be learned. Depending on the 

situation a certain level of entrepreneurial orientation will manifest (Callaghan,     

2009: 59). Management at all levels are therefore encouraged to be part of the 

entrepreneurial strategies by being more entrepreneurial orientated (Callaghan         

& Venter, 2011: 37). Entrepreneurial orientation is therefore important and have been 

studied (Rauch, Wikland, Frese & Lumpkin, 2009: 766) and three dimensions have 

consistently been identified, namely, innovativeness (change, innovation to gain 

competitive advantage), pro-activeness (competing in existing markets by being first 

movers) and risk-taking (ability of top managers to take business-related risks).  

Short, Payne, Brigham, Lumpkin and Brogerg (2009: 9) have identified the five 

dimensions of entrepreneurial orientation as innovation, autonomy, risk-taking,     

pro-activeness and competitive aggressiveness 

 

Previous researchers found that entrepreneurial orientation is based on all the 

dimensions (one-dimensional), but a recent study (Casillas and Moreno, 2010: 267), 

found that entrepreneurial orientation exists out of a set of independent variables 

(multi-dimensional) of entrepreneurial orientation. 
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2.6.1 The five dimensions of entrepreneurial orientation 

 

2.6.1.1 Autonomy  

 

Autonomy, according to Vora, Vora and Polley (2011: 355), is seen as individuals 

that bring ideas which are carried out up to the completion phase where there is 

limited supervision, where employees are allowed to manage and solve their own 

problems and to be creative in the processes they use.  Casillas                             

and Moreno (2010: 271) find autonomy as part of entrepreneurial behaviour in an 

organisation and employees need to think more independently.  Employees are 

motivated by autonomy to work in a positive manner. 

 

Autonomy in small firms can be seen as the owner making autonomous decisions in 

a centralised organisation.  In larger firms, there need to be a decentralised 

environment, whereby the employees, managers and departments have the 

autonomy to make their own decisions to best fit the circumstances.  This is 

confirmed by Callaghan (2009: 37) who states that there are two different types of 

autonomy.  The first type is and individual that drives a vision through to 

implementation and the second type is an individual who enables lower levels of the 

organisation to make decisions. Callaghan (2009: 46) found that autonomous people 

will look for situations where they have maximum control over situations (internal 

locus of control).   

  

Callaghan (2009: 38) states that a person‟s autonomous behaviour can be explained 

by a range of reasons. If an organisation exists only out of one person, the 

psychological factors that manifests can be explained by Maslow‟s Hierarchy of 

Needs Theory.  Based on this theory it is evident that autonomy will contribute to 

earnings as well as continuous satisfaction.  

 

Gagne and Deci (2005: 339) declare three types of autonomous orientation: 

 

1. Autonomy orientated – Self determined and experience social contexts as 

“autonomy supportive”; 
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2. Control orientated – They are controlled and social contest is a controlling 

experience; 

3. Impersonally orientated – Generally displays a motivated orientation. 

 

Callaghan (2009: 41) says that these three types of autonomy are positively related 

to self-actualisation, self-esteem and satisfying relationships, in turn, the higher these 

factors, the higher the levels of satisfaction will be. 

 

Autonomy is very important in identifying a company‟s existing strengths, improving 

business practices, effectiveness of the organisation and identifying opportunities 

(Lassen, Gertsen & Riis, 2006: 361).   

 

Autonomy is therefore an important dimension of entrepreneurial orientation and 

needs to be encouraged by managers.  There are two approaches in order to 

encourage autonomy: 

 

o Top-down – Dess and Lumpkin  (2005: 149) describe it as management support 

programmes, incentives for entrepreneurship and an organisational culture of 

autonomous decision-making; 

o Bottom-up – Lumpkin, Cogliser and Schneider (2009: 49) describe it as support 

for entrepreneurial initiatives should be developed and supported through special 

incentives and structural arrangements. 

 

2.6.1.2 Innovativeness  

 

According to McFadzean, O‟Loughlin and Shaw (2005: 351), innovativeness is seen 

as ideas, experimentation and creating new processes in order to make new 

products or services which could be seen as cost reductions, quality enhancements 

and time reductions. 

 

Innovativeness is very important, because an organisation can‟t be entrepreneurial 

without innovativeness, even if the other four dimensions of entrepreneurial 

orientation are present (Gürbüz & Aykol, 2009: 323). 
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The Centre of Creative Leadership (CCL) declares that innovation can either be 

thrived on or threatened in the business environment.  The CCL determined that 

there are three principles of innovation in an organisation: 

 

1. Destructive elements are present from the start.  New processes or products 

depend on certain factors and destructive factors cannot be managed.  The only 

way is to be aware and take actions to avoid these destructive factors. 

2. Soft values (how the game is played) drives a company.  These soft values are: 

motive, spirit and patience.  Soft values create an atmosphere for innovation. 

3. There should be trust and love in an organisation to overcome any obstacle 

where doubt and objections hinder the innovative process. 

 

Innovativeness is not always a new product or service but emphasis must be placed 

on the fact that it can be a new process, method or management style that renews 

the organisation internally (Zellweger & Sieger, 2010).  These internal innovative 

changes are more conceivable than changes that affect the market place directly 

(Zellweger & Sieger, 2010). Callaghan (2009: 312) states that people's basic needs 

need to be met first, before they will think of being innovative.  

 

According to Sefalafala (2013), innovation takes place through existing skills 

(incremental improvements) or new skills (develop new ideas and processes).  This 

author also explains that new inventors or small organisations contribute more to 

fundamentally new ideas than larger organisations, as large organisations usually 

only uses incremental or already existing ideas and processes. 

 

Sefalafala (2013) says in cases where small organisations are competing with larger 

organisations for a share of the market,, or where there is a scarcity in resources, 

these small organisations need to be innovative in their products and processes. 

Other reasons why small organisations need to be innovative are because of 

globalisation, government deregulation and market fragmentation.  
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2.6.1.3 Risk taking  

 

Von Stamm (2008: 137) states that it is evident that there will be risks involved in 

almost every decision being made. Therefore, employees are encouraged to take 

risks and to exploit opportunities that are classified as high risk projects. 

 

Risk and innovation are linked, but is complex.  Risk not only increases with 

innovative ideas, but the risk also increases if opportunities for innovation are missed 

(Morris, Kuratko & Covin, 2008: 62). 

 

Sefalafala (2013) describes risk-taking as borrowing money, giving a large portion of 

assets as surety or any action that is done with high uncertainty about the end result 

and therefore weighing cost against benefits (risk-reward trade-off).  Risk is to 

commit resources with reasonable chance of cost / success.  The risk is the highly 

uncertain nature of the outcomes.  Risk according to Sefalafala (2013) can be 

managed by: 

 

 Experiments; 

 Market testing; 

 Acquiring knowledge; and 

 Using networks. 

 

Bhardwaj, Agrawal and Momyaya (2007: 134) stated that entrepreneurial businesses 

tend to take higher risk as Sefalafala (2013) explains that entrepreneurs find 

situations less risky, such as high debts in order to receive greater returns.  

Businesses tend to take business risk even though there are certain levels of 

uncertainty. These risks are called “calculated business risks” (Zellweger                   

& Sieger, 2010). To take a calculated business risk means that managers have 

evaluated the risk compared to their ability to manage the risk effectively to find 

possible solutions in order to determine the effect on the survival of the organisation, 

should the project fail (Zellweger & Sieger, 2010). By doing so, organisations are not 

preventing risks, but only trying to minimise the risks.  A company can also increase 

their risks by either acting too soon or acting too late, therefore companies need to 

manage risks. 
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In order to be successful in future organisations would need to be more 

entrepreneurial and take risks with all the changes in the economy, such as, 

deregulations, social change, information technology changes, globalisation and 

unexpected changes (Morris et al., 2008: 63). 

 

2.6.1.4 Pro-activeness 

 

Rauch et al. (2009: 783) state that pro-activeness is one of the most important 

dimensions of entrepreneurial orientation.  Wikland and Shepherd (2005: 75), 

describe pro-activeness as the organisation‟s need to be first movers (first 

organisation to introduce new products, organisation initiates actions, seeks new 

products and monitoring market trends).  

 

Organisations can defend their market positions by being first movers.  This is 

achieved by dominating the distribution channels, charging high prices, getting rare 

resources, gaining knowledge and getting the most out of the market              

(Wikland & Shepherd, 2005: 75).  Fatoki (2014: 130) states that micro enterprises 

would rather let competitors initiate new ideas and are not big risk takers. 

 

Zellweger and Sieger (2010) also state that to be pro-active does not always mean to 

be first movers, but rather the observation of their competitors and screening the 

market on a long term basis.  Companies therefore only increase their own 

capacities.  Hughes and Morgan (2007: 653) confirm this statement by saying that in 

order to be pro-active, one needs to be aware and respond to market signals.       

Pro-activeness is found to be the identification, evaluation and monitoring of the 

market trends (Kropp, Lindsay & Shoham, 2008: 104). 

 

Sefalafala (2013) says pro-activeness is to anticipate and act on future demands, 

therefore being seen as first movers in the market.  This means that the market is 

shaped by introducing new products, technologies and techniques rather than 

reacting to the environment. 

 

Organisations should be leaders and not followers, as stated above. By evaluating 

the markets it is easy to see and seize opportunities.  By being a leader, does not 
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necessarily mean to be first mover, but to act timeously (Gürbüz                                

& Aykol, 2009:  323). 

 

Pro-activeness therefore means to see and seize opportunities.  This could mean 

that organisations can influence trends and create certain demands in the market in 

order to get or retain their market share. 

 

2.6.1.5 Competitive aggressiveness  

 

According to Chang et al. (2007: 1000), competitive aggressiveness means to 

challenge competitors in reaction to demands and competitive trends that already 

exist in the market, and to improve market position (very competitive, combat threats 

and not overly aggressive). Casillas and Moreno (2010: 284) view competitive 

aggressiveness as a reactive behaviour in order to retain market position. Callaghan 

(2009: 60) says competitive aggressiveness is a dimension of entrepreneurial 

orientation that can be learned in order to survive. 

 

Zellweger and Sieger (2010) find that in order to be competitive aggressive means to 

have head-to-head competition. This could mean that organisations lower their prices 

or organisations are willing to go beyond their usual business to retain their market 

share. 

 

Organisations need to be entrepreneurial orientated. According to Runyan, 

Huddleston and Swinney (2006: 471), women showed higher entrepreneurial 

orientation than men.  This could be because women are confident in their skills and 

state that innovation helps these women to run their business efficiently and they 

have more control over external factors (Jyoti et al., 2011: 8).   

 

2.7 JOB SATISFACTION 

 

A recent study by Georgellis, Sessions and Tsitsianis (2007: 94) showed that job 

satisfaction has become an important determinant to start an own business 
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compared to wage paid employees.  Kamaraj and Pandu (2013: 13) found that 

women entrepreneurs start their own businesses because of job satisfaction.   

 

In organisational behaviour it is known that job satisfaction is one of the most 

frequent studied variables, but the factors that leads to job satisfaction is still 

understudied (Van Wyk, 2008: 391).  People have been found to be more satisfied 

when the economy is not doing well and there are high unemployment rates, this 

could be due to people just being happy because they still have a job (Millan et al., 

2011: 661). Entrepreneurs on the other hand work more hours than employed people 

which mean that more energy levels are required in order to complete the work, 

leading to higher job satisfaction as well as life satisfaction (Krishnan                         

& Kamalanabhan, 2013: 55).  Bianchi (2012: 274) states that self-employed 

individuals are more satisfied than employees.  Self-employed people are more 

satisfied with their job as they don‟t have to work for someone else, giving them 

greater autonomy and flexibility. 

 

According to Greco (s.a.), it is found in the GEM report that entrepreneurs globally 

have more job satisfaction as well as life satisfaction. The following statements were 

made; “My life is close to ideal”, “If I could live my life again, I would not change 

anything”. The happiness level of individuals differed between regions, with          

Sub-Saharan Africa having some of the lowest levels of happiness. 

 

Millan et al. (2011: 652) state that people mean different things when they evaluate 

their job satisfaction; there are financial and non-financial factors affecting job 

satisfaction. For some individuals there are only one factor, and for others there are a 

combination of factors affecting job satisfaction. Job satisfaction influences the 

following aspects of a business again; organisational effectiveness, individual 

performance, employee turnover, customer satisfaction, achievement orientation and 

lower absenteeism (Brown & Lam, 2008: 245). This is a continuously moving cycle: if 

business is good, people have job satisfaction, and job satisfaction again leads to the 

different business aspects.  In table 2.3 the factors that affect job satisfaction will be 

described. 
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Table 2.3: Factors affecting job satisfaction 

Factor Description Author 

Entrepreneur People owning their own 

business are happier than 

employed people. 

Bianchi (2012: 274) 

Education Higher education leads to 

higher job satisfaction. 

Millan et al. 2011: 659 

Firm size Micro, small, and medium-

sized firms have more 

satisfied people than in large 

organisations. 

Millan et al. 2011: 659 

Age Older people have more job 

satisfaction. 

Kamaraj and Pandu (2013: 14) 

Earnings People with higher monthly 

earnings have higher job 

satisfaction. 

Kamaraj and Pandu (2013: 14) 

Personal attributes How a person is defined will 

also lead to higher or lower job 

satisfaction. 

Kamaraj and Pandu (2013: 13) 

Nature of enterprise People have more job 

satisfaction if they enjoy what 

they are doing. 

Kamaraj and Pandu (2013: 13) 

Risks involved People tend to have lower job 

satisfaction if there are high 

risks involved. 

Kamaraj and Pandu (2013: 13) 

Proud Women have higher job 

satisfaction, because they are 

proud to be an entrepreneur. 

Jyoti et al. (2011: 8) 

Source: Own compilation 

 

Das (2012: 76) stated that women are either satisfied or very satisfied with the way 

their business is developing.  Greco (s.a.) states that women are happy because of 

three reasons, namely; women makes more money owning their own business; 

women have more work / life balance and lastly, women start a business in order to 

make a difference in society.  Problems business owners face include financial 
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problems that are affecting women entrepreneurs' level of satisfaction (Jyoti             

et al., 2011: 11).   

 

Self-employment does not mean that an individual will be more satisfied and it is 

found that income does not have a big influence on an individual‟s happiness 

(Bianchi, 2012: 277).  It is also seen that job satisfaction is rather linked to            

non-financial factors such as independence, rather than increased profits. 

 

Satisfaction with employee relationship is regarded by Powell and Eddleston      

(2013: 268) as; working with friendly and congenial people, working as part of a 

team, having supportive employees, providing comfortable working conditions and 

developing mutually beneficial relationships with employees.  Satisfied employees 

will perform better (Sousa-Poza & Sousa-Poza, 2000: 521). 

 

According to Millan et al. (2011: 652), job satisfaction can be split in two different 

dimensions such as; job satisfaction with regard to the type of work and job 

satisfaction with regard to job security.  It has been stated that women entrepreneurs 

are more satisfied with the type of work and less satisfied with job security in 

comparison with paid employees.  Women in general are more satisfied with job 

security than men. 

 

With regards to satisfaction with the type of work, it is stated that self-employed 

people are happier when they work longer hours (Millan et al., 2011: 663), but if 

people are more confident with their skills, they feel that they should do something 

valuable with their skills and will therefore be less satisfied if they are not able to do 

so. It has also been stated that self-employed people are more satisfied with higher 

returns. 

 

2.8 LIFE SATISFACTION 

 

According to the Psychology Dictionary life satisfaction is “the degree which adults 

(typically) find the lives they lead rich, meaningful, full or of a generally high quality”. 

 

http://psychologydictionary.org/quality/


39 
 

According to Greco (s.a.), the GEM report states that entrepreneurs are globally 

more satisfied with their jobs as well as their life.  The following statements were 

made; “My life is close to ideal”, “If I could live my life again, I would not change 

anything”, without saying the happiness level of individuals differed between regions, 

were Sub-Saharan Africa had some of the lowest levels of happiness. 

 

De Groot (2001: 1) reported that women‟s productive activities empowers them and 

makes a contribution to the overall development of the country. Women‟s 

contributions are substantial even though it is not in the official statistics, it does not 

matter if they are in the small or medium-scale production activities, formal or 

informal sector.  Women entrepreneurship is not only a survival tactic, but also very 

important for their social status in the environment. 

 

Krishnan and Kamalanabhan (2013: 54) found that there is definitely a relationship 

between entrepreneurial attitudes and competencies with business success as well 

as life satisfaction.  It has also been said that developing nations such as South 

Africa‟s micro and small organisations has been seen as a factor to develop the 

economy and not as a process to grow the business. 

 

Studies have shown that there is a relationship between women entrepreneurship 

and their quality of life (De Groot, 2001: 1).  Abimbola, Emmanuel and Ahmadu 

(2007: 1092) found that women‟s quality of life is very low; this can be due to their 

economic position in the society. 

 

Krishnan and Kamalanabhan (2013: 54) declared that the level of life satisfaction for 

68% of the entrepreneurs were high for micro business, this is due to the size of the 

organisation, investment and the support systems.  The drivers for these high levels 

of satisfaction are due to physical and emotional health, marriage and children, 

entrepreneurial factors (independence, accountability), family values and healthy 

attitudes.   

 

Powell and Eddleston (2008: 25) state that women found the role of family to be 

predicting their success as well as their satisfaction.  Das (2012: 76) states that 
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women shows high levels of satisfaction with life in general, their marriage and lastly 

their role as a parent. 

 

Women are happy because of three reasons, namely; women make more money 

owning their own business; women have more work/life balance and lastly women 

start a business in order to “make a difference” (Greco, s.a.). 

 

Financial problems are affecting women entrepreneurs' level of satisfaction (Jyoti      

et al., 2011: 8). It has also been found in this study that entrepreneurial orientation 

motivates women to take higher risks in order to get higher returns, in turn leading to 

higher satisfaction. 

 

“A women entrepreneur is confident, innovative, creative and capable of achieving 

economic independence individually or in collaboration, to generate employment 

opportunities for others through initiating, establishing and running an enterprise by 

keeping pace with her personal, family and social life” (Krishnan & Kamalanabhan, 

2013: 41).   Women‟s work life balance is a determinant of life satisfaction (Krishnan 

& Kamalanabhan, 2013: 55).   

 

Because entrepreneurs work more hours than employed people, it means that more 

energy levels are required in order to complete the work, leading to higher job 

satisfaction as well as life satisfaction (Krishnan & Kamalanabhan, 2013: 55). 

 

2.9 PERCEIVED BUSINESS SUCCESS 

 

Perceived business success differs for men and women.  Success, according to 

women, is seen as balance and relationships. Men on the other hand, tend to focus 

on material success (Dyke & Murphy, 2006: 357).  How a person perceives success 

will influence the type of education, work, financial resources and employer they will 

work for. 
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Adonisi and Van Wyk (2012: 477) says “the cultivation of entrepreneurial 

environment of a firm is widely recognised as a key success factor to secure the 

growth and survival of an organisation”. 

 

Business success (Dess, Ireland, Zahra, Floyd, Janney and Lane, 2003: 372) is also 

related to the effectiveness and efficiency of the business outputs by employees and 

it is necessary for organisations to constantly bring in autonomy by either “top-down” 

or “bottom-up” approaches with incentives as rewards. 

 

Satisfaction with status is seen as the following; earning a lot of money, having high 

prestige and social status; being in a leadership role; being highly regarded in my 

field; growing a world-class business; and leading a large or rapid growing enterprise 

(Powell and Eddleston, 2013: 268). 

 

According to Chiloane-Tsoka (2011: 3569), women measure their success with 

factors such as personal satisfaction, customer service ratings as well as the number 

of employment creation.  A large indicator of success is the growth of employees 

(Wiklund, Patzelt & Shepherd, 2009: 357). Powell and Eddleston (2013: 274) also 

found that women find four factors to be regarded as business success; business 

growth, growth in employment, satisfaction with status and satisfaction with 

employee relationships.   The Business Environment Specialists (SBP) reported that 

women are keen and optimistic for the future, but women have smaller businesses 

and do not have fast growth rates, as women do not take such big risks as men.  

Women are only moderately open to risk and are generally more cautious. 

 

The SBP declared that women also want to make a social contribution and do not 

necessarily want their businesses to grow as much; just as long as they can make a 

difference.  Gender is also found by the SBP to have no influence on growth 

aspirations and women also want to be acknowledged for their achievements.  

 

It has also been said that women found the role of family as predicting their success 

as well as their satisfaction (Powell & Eddleston, 2013: 274).  Women receive 

spousal support, which is an important element for women to achieve business 

success (Das, 2012: 74). 
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According to Powell and Eddleston (2008: 25), women-owned businesses are less 

successful than men-owned businesses, even though woman entrepreneurship is 

increasing and it is also agreed that the level of success differs between genders, 

even though they have the same resources (Runyan et al., 2006: 455).  Hechavarria 

and Reynold (2009: 418) state that opportunity-driven entrepreneurs enhances 

business growth and necessity-driven entrepreneurs seem to increase economic 

growth. They also found that women are known to be more necessity-driven, which 

means that women have lower levels of business success and higher failure rates.  

Krishnan and Kamalanabhan (2013: 54) said that success with regards to increased 

sales, profits and return on investments will depend on the entrepreneurial 

competencies such as; conceptual skills, strategic skill and learning. 

 

Verwey (2006: 6) states that women are more likely to grow beyond their aspirations.  

The reason being that women‟s aspirations are not as big, because women only want 

to grow to a level where they are comfortable managing while balancing work and 

personal life. Women therefore choose to grow at a steady pace and their personal 

considerations overrule market considerations. 

 

According to Rose and Shoham (2002: 224), entrepreneurs who own small and 

medium businesses will be more successful and profitable if they are more market-

orientated as well as having good networking skills (Chiloane-Tsoka, 2011: 3569; 

Ntseane, 2004: 39).   

 

2.10 THE RELATIONSHIP BETWEEN FACTORS 

 

2.10.1 Entrepreneurial orientation 

 

Callaghan (2009: 75) states that entrepreneurial orientation towards the business will 

have a positive influence on earnings.  Naldi et al. (2007: 43) confirmed that there is 

a positive relationship between all the dimensions of entrepreneurial orientation and 

business performance. As it is stated above, there are no concrete findings and there 

are many differences in the relationships concerning the influence that 

entrepreneurial orientation has on business performance (Miller, 2011: 876). 
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Entrepreneurial orientation should be evaluated in total as to whether it affects 

business performance. Chye (2012: 77) states there have not been enough studies 

done on the relationships between the different dimensions and business 

performance. 

 

Casillas and Moreno (2010: 269) found that the only positive relationships that exist 

are between pro-activeness and business performance; and innovativeness and 

business performance.  Not all the dimensions contribute to business performance 

equally; some have positive relationships and other dimensions do not have any 

influence on business performance.  In a study done by Matchaba-Hove and Vambe 

(2014: 31) it is declared that there is a positive relationship between innovation,    

pro-activeness, competitive aggressiveness and business performance. 

 

According to Coulthard (2007: 35), there are positive correlations between all five of 

the dimensions of entrepreneurial orientation and business performance, as shown in 

figure 2.2. Callaghan (2009: 362) states that the only dimension that has a positive 

relationship with earnings is risk-taking.  Entrepreneurial orientation has been 

identified as a factor that increases business performance (Madsen, 2007: 186).   

 

Figure 2.2: Five dimensions of entrepreneurial orientation that affects business 

performance  

 

 

 

 

  

 

  

     

 

 

 

    

Source: Own compilation 
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Rauch et al. (2009: 780) state that business performance can be divided into 

financial and non-financial performance measures (Madsen, 2007: 187; Wiklund       

& Shepherd, 2005: 75). 

 

 Financial: growing sales, growing profits, free cash flow growth, return on assets 

and growth in market share; 

 Non-financial: employment growth, new products, processes, services and 

customer satisfaction. 

 

Autonomy is definitely found to have a positive relationship with earnings (Callaghan, 

2009: 46). 

 

Innovativeness has been confirmed as one of the dimensions that have a positive 

relationship with business performance in most of the studies (Rauch et al.,        

2009: 777).  Zellweger and Sieger (2010) found that innovativeness is a very 

important dimension of entrepreneurial orientation for long term performance. It has 

also been found that smaller firms are more innovative than the larger organisations.  

Sefalafala (2013) agreed that innovative organisations are found to be more 

profitable than non-innovative organisations. However, innovation in the study of 

Callaghan (2009: 308) had no positive relationship with regards to earnings or 

continuous satisfaction.  Callaghan (2009: 308) also states that innovation can be 

seen as people working longer hours per day, but who cannot work more days in a 

week. Because of this increase in working hours, there definitely is a positive 

relationship between earnings and continuous satisfaction. 

 

Al-Swidi and Mahmood (2011: 31) declared that higher success is related to higher 

risks and entrepreneurial orientated businesses tend to take higher risks. 

 

Rauch et al. (2009: 783) state that pro-activeness is also an important dimension of 

entrepreneurial orientation and has a positive influence on business performance. 

According to Callaghan (2009: 53), pro-activeness is not always positively correlated 

with higher earnings or improved performance. According to Fairoz, Hiobami and 

Tanaka, (2010: 38) it is clear that business performance is related to being first 
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movers (pro-activeness) in the market and by being entrepreneurial orientated 

means that the organisation‟s performance can be improved. 

Callaghan (2009: 59) found that competitive aggressiveness has a positive 

relationship with earnings, as well as continuous satisfaction. 

 

Rauch et al. (2009: 35) state that the relationships between entrepreneurial 

orientation and business performance might vary between national cultures, but it is 

only true in dynamic environments as there is a negative relationship between 

entrepreneurial orientation and business performance in stable environments.    

Rauch et al. (2009: 764) find that risks are not that clear with regards to business 

success, as some businesses make a success and others fail.   

 

2.10.2 Other related factors 

 

Callaghan (2009: 75) states that commitment towards the business will have a 

positive influence on earnings. Callaghan (2009: 77) found that if there is an increase 

in earnings, there will definitely be an increase in the level of continuous satisfaction.  

Commitment is also affected by the level of entrepreneurial orientation of an 

organisation (Callaghan, 2009: 117). 

 

There are positive relationships between education and experience with business 

success such as the size, growth levels, profitability and the survival rates (Orser      

& Dyke, 2009: 328). Fatoki (2014: 128) found that skill development has a positive 

relationship with job satisfaction. 

 

2.11 CONCLUSION 

 

In conclusion women entrepreneurship has received attention and is a very important 

factor for economic development as well as increasing employment which will lead to 

lower poverty levels in South Africa. 

 

It is necessary to look at all the variables of women entrepreneurship.  Women are 

found to be more necessity-driven in South Africa as the rural parts of South Africa 
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makes up a large portion of the economy.  These women do not have the necessary 

qualifications or experience to get job opportunities in the formal sector.  Women in 

the informal sector are part of a lot of businesses that are associated with tourism, 

such as food, clothing, curios shops, guesthouses and restaurants. 

 

Women have lower self-esteem and do not think they have the necessary 

entrepreneurial orientation to start and grow their own businesses.  Women are 

certainly more committed to their businesses as they want to make a success of their 

business and not to be part of the statistics indicating that women-owned businesses 

have higher failure rates than men-owned businesses.  Women are also motivated to 

be successful by the fact that they need to provide for their families. 

 

Women are more satisfied in job and life.  Women's perception of business success 

is more non-financial and therefore they are happy with their relationships as well as 

the growth of their businesses. They do not expect their business to grow 

substantially.  Women‟s businesses grow slower in terms of employees, sales and 

profits. 

 

Women do not have the necessary skills and knowledge to run a business.  It is 

therefore expected from government to intervene and assist women entrepreneurs.  

Some of the needs among women entrepreneurs include finances, training, guidance 

and counselling.  Studies have shown that South Africa‟s assistance for women is 

ineffective as the finances are widely spread and in the informal sector women do not 

comply with the requirements of these institutions.  More effort should be put into 

women entrepreneurs from government's side. Government's support is vital for 

South Africa‟s economic development, especially to decrease poverty as this is a 

major concerning factor. 
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CHAPTER 3 

RESEARCH METHOD AND RESULTS DISCUSSION 

 

3.1 INTRODUCTION 

 

The purpose of this study is to present the results that were obtained through the 

observation of the empirical study in correlation with the objectives and the main 

problem areas.  The findings are interpreted with regards to the research questions 

that were raised in chapter 1.  The various methods and procedures of gathering the 

data are also discussed. 

 

3.2 GATHERING OF DATA 

 

This section describes the methods that were used in order to obtain and convert the 

results into usable data.  This section is divided into two sections, development and 

construction of the questionnaire and data collection. 

 

3.2.1 Development and construction of questionnaire 

 

The survey instrument used in the study was a standard questionnaire developed by 

the North-West University, specifically the Potchefstroom Business School situated 

on the Potchefstroom Campus.  Information regarding the questionnaire could either 

be entered by the respondents, or the researcher could use it in a face to face 

interview with the respondent.   

 

The questionnaire was divided into eight sections and was developed from a 

literature review done on women entrepreneurship.  It contained questions and items 

relevant to the initial research problem. Questions or items of the same kind or that 

seek the same kind of information, were categorised together.    
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Refer to Appendix 1 for a detailed layout of the questionnaire.   

 

 Section A: Commitment 

 

 Section B: Entrepreneurial orientation 

 

 Section C: Job satisfaction 

 

 Section D: Life satisfaction 

 

 Section E: Perceived Business Success 

 

 Section F: Development needs of women entrepreneurs 

- Previous training or developed by government or private agency; 

- Women entrepreneurship association awareness; 

- Needs classification. 

 

 Section G: Personal information 

- Age; 

- Marital status; 

- Educational level; 

- Employment history. 

 

 Section H: Structure of the business 

- Number of employees; 

- Annual turnover; 

- Industry; 

- Family business; 

- Age of business; 

- Legal status. 
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In section A, B, C, D and E a five point Likert scale method was applied to measure 

the responses that range from “strongly disagree” to “strongly agree”. A value of one 

will be linked to “strongly disagree” and a value of five to “strongly agree”. 

 

In sections F, G, and H of the questionnaire, the respondents could indicate the 

applicable answer by marking a designated block with a cross (x). More than one 

block could be marked where applicable. 

 

Likert scale methods are used to get an in depth and reliable response on the actual 

position on the continuum of the respondent. 

 

3.2.2 DATA COLLECTION 

 

The questionnaire was distributed to sixty women in a printed format in the Gauteng 

province as a result of the sampling method applied. 

 

The study made use of the Exponential Discriminative Snowball Sampling method.  

This means that there is a primary list and these women nominates other women or 

even forwarded the questionnaires themselves.  A base of selection to get the 

primary informants was selected.  The base selected for this study was the Chamber 

of Commerce which acted as an informant of women owned businesses.  Referrals 

were contacted to confirm if they adhere to the definition of small and medium-sized 

women owned businesses.  More referrals were subsequently collected by these 

women owned businesses, therefore expanding the database.  It may be extremely 

difficult or cost prohibitive to locate respondents in these situations.  It was possible 

to distribute sixty questionnaires.   

 

Techniques used to distribute questionnaires included: e-mail and personal delivery. 

 

The review aim was to distribute the questionnaire to a combination of women-owned 

businesses such as industries, age and race. 

 

A period of two weeks for responding to the questionnaire was allowed from where 

questionnaires were collected via e-mail or personal collection. 
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A total of 41 usable questionnaires were received from the sample, with a response 

rate of 68.3%. 

 

The major reasons for non-returns during the process were the limited time available 

to the respondents to complete the questionnaire, due to their busy work schedules. 

 

3.3 RESULTS OF BIOGRAPHICAL INFORMATION 

 

Section G of the questionnaire collected data on the biographical information of the 

entrepreneur. The empirical research was conducted in one province as indicated 

earlier. The biographical information further provides an indication to the reader as to 

the age of the entrepreneurs, the gender of the entrepreneurs, marital status and 

finally the academic qualifications of the entrepreneurs. 

 

3.3.1 Age group classification of respondents 

 

 Purpose of question and results obtained 

 

The purpose of question G1, in section G of the questionnaire (refer to Appendix 1) 

was to determine the age group category of respondents.  The age groups of all 

women entrepreneurs that responded to the survey are presented in Table 3.1 

below. 

 

Table 3.1: Age group classification of respondents 

Age Total Percentage 

<29 7 17.1 

30-39 17 41.5 

40-49 12 29.3 

50-59 4 9.1 

60+ 1 2.4 

Total 41 100.00 
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 Analysis of the results 

 

The majority of businesses are managed by entrepreneurs in the age group of 30-39 

years old (41.5%). The total respondents that run a business under the age of 49 

years old are 36 (87.9%).  Only 11.5% of the respondents represent business owners 

above the age of 50 years old. 

 

3.3.2 Marital status of respondents 

 

 Purpose of question and results obtained 

 

The purpose of question G3, in section G of the questionnaire (refer to Appendix 1) 

was to determine the marital status of respondents. The marital status of all women 

entrepreneurs that responded to the survey are presented in table 3.2 below. 

 

Table 3.2: Marital status distribution of respondents 

Marital status Total Percentage 

Single 9 22 

Married 27 65.9 

Divorced 5 12.2 

Widower 0 0 

Total 41 100.00 

 

 Analysis of the results 

 

Most of the respondents (65.9%) in this study are married. Nine respondents (22%) 

are single and five of the respondents (12.2%) are divorced. 
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3.3.3 Highest academic qualification of respondents 

 

 Purpose of question and results obtained 

 

The purpose of question G4, in section G of the questionnaire was to determine the 

highest academic qualification of the participants.  The highest academic qualification 

of all the participating women entrepreneurs is presented in table 3.3 below. 

 

Table 3.3: Highest academic qualifications of respondents 

Qualification Total Percentage 

Lower then matric 0 0 

Matric 13 31.7 

Certificate 5 12.2 

Diploma 16 39 

Degree 7 17.1 

Post graduate 0 0 

Total 41 100.00 

 

 Analysis of the results 

 

The majority of candidates are holders of a diploma or a certificate (51.2%). A total of 

13 candidates (31.7%) hold a matric certificate.  A total of seven respondents 

(17.1%) have a university degree, but no respondents obtained qualifications higher 

than a degree. 

 

3.4 RESULTS OF STRUCTURAL INFORMATION  

 

 Purpose of question and results obtained 

 

Section H of the questionnaire collected information regarding the structure of the 

participating businesses. The structure of a business is explained by the number of 

people employed by the business, the turnover of the business, the industry in which 

the business operates, the age of the business, which also gives an indication of the 
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sustainability of the business and the legal status of the business. These factors 

could have an impact on the development needs of the respondents. 

 

3.4.1 Number of permanent employees 

 

 Purpose of question and results obtained 

 

The number of employees is to determine if the organisation can be classified as an 

SMME. This number could have an impact on the perceived business success. The 

number of employees employed is presented in table 3.4. 

 

Table 3.4: Number of permanent employees 

Nr of Employees Total Percentage 

1 to 4 22 53.7 

5 to 10 10 24.4 

11 to 25 3 7.3 

26 to 50 4 9.8 

51 to 100 0 0 

Not indicated 1 2.4 

Total 41 100.00 

 

 Analysis of the results 

 

The majority of businesses are employing approximately one to four people (53.7%). 

A total of ten businesses employed between five and ten employees (5 to 10) and 

they account for 24.4%. A total of seven businesses employed more than eleven 

employees (11 to 50) and they account for 17.1% of the sample. 
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3.4.2 Annual turnover of businesses 

 

 Purpose of question and results obtained 

 

The annual turnover of the business is to determine if the organisation can be 

classified as an SMME.  The following table shows the classified groups of the 

annual turnover of the businesses along with the recorded results (Table 3.5). 

 

Table 3.5: Annual turnover of the business 

Turnover Total Percentage 

<1m 29 70.7 

1m to 2.5m 1 2.4 

2.5m to 10m 5 12.2 

10m to 50m   

>100m 3 7.3 

Missing information 3 7.3 

Total 41 100.00 

 

 Analysis of the results 

 

Three respondents (7.3%) regarded this question as personal and preferred not to 

provide any information regarding the annual turnover of the business. Results show 

that three of the businesses (7.3%) have an annual turnover of more than 100 million 

rand. A total of 29 businesses have a turnover of less than 1 million rand (70.7%). 

There are one business (2.4%) that earns between one million and 2.5 million 

turnover a year and five businesses (12.2%) that earns between 2.5 million and 10 

million rand turnover a year. 
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3.4.3 Industry 

 

 Purpose of question and results obtained 

 

This question is to determine the type of industry the respondents operate in as this 

could have an impact on the development needs, policies and the level of satisfaction 

of the respondents.  Table 3.6 shows the different industries in which the businesses 

operate. 

 

Table 3.6: The different operating industries 

Industry Total Percentage 

Automotive 0 0 

Agriculture 0 0 

Farming 1 2.4 

Construction 0 0 

Food 8 19.5 

Real estate 0 0 

Retail 1 2.4 

Wholesale 0 0 

Manufacturing 2 4.9 

Services 23 56.1 

Other 6 14.6 

Total 41 100.00 

 

 Analysis of the results 

 

More than half of the respondents (56.1%) are in the service industry. Eight 

businesses (19.5%) are in the food industry and six businesses (14.6%) identified 

other as their industries. Manufacturing are represented by two businesses (4.9%) 

and retail and farming both have one respondent (2.4%) per industry. 
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3.4.4 Family business 

 

 Purpose of question and results obtained 

 

This question is to determine if the business is part of a family business or is it truly a 

women-owned business.  Table 3.7 stipulates the percentage of family businesses. 

 

Table 3.7: Family business 

Family business Total Percentage 

Yes 12 29.3 

No 29 70.7 

Total 41 100.00 

 

 Analysis of the results 

 

Most of the respondents (70.7%) said that they are not part of a family business.  

Meaning that no other family members are involved in the business. 

 

3.4.5 Age of the businesses 

 

 Purpose of question and results obtained 

 

The purpose of this question was to determine the numbers of years in business.  

The age groups of the businesses are presented in table 3.8. 

 

Table 3.8: Business age distributions 

Business age Total Percentage 

3 years and less 21 51.2 

>3 to 5 years 6 14.6 

>5 to 10 years 6 14.6 

10 years + 5 12.0 

Not indicated 3 7.3 

Total 41 100.00 
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 Analysis of the results 

 

The age of a business gives an indication of the sustainability of a business in the 

past. The majority of the businesses (21) have been in existence for less than three 

years. Six businesses (14.6%) have been in existence three to five years.  A total of 

six businesses are between the ages five to ten years and account for 14.6% of the 

sample. A total of five participating businesses are older than ten years (12%).  

 

3.4.6 Legal status of the business 

 

 Purpose of question and results obtained 

 

The purpose of this question was to determine the legal status of businesses.  The 

legal status of the businesses is presented in table 3.9. 

 

Table 3.9: Legal status of businesses 

Category  Frequency Percentage 

Proprietorship 2 4.9 

Close corporation 4 9.8 

Partnership 19 46.3 

Co-operative 4 9.8 

Company (private) 5 12.2 

Business trust 3 7.3 

Not indicated 4 9.8 

Total  41 100 

 

 Analysis of the results 

 

Most of the businesses are partnerships with a total of 46.3%.  Five respondents 

(12.2%) have registered private companies followed by 9.8% being close 

corporations.  Four respondents have not indicated the type of business, as this is 

the last question and could have been overlooked. 
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3.5 MEASURING COMMITMENT TOWARDS THE BUSINESS  

 

 Purpose of question and results obtained 

 

The purpose of this section is to determine the level of commitment the respondents 

have towards their business as commitment could have an impact on perceived 

business success as well as job satisfaction and life satisfaction. 

 

According to Meyer and Hercovitch (2001: 299), people are committed towards a 

company for three reasons: 

 

 Affective commitment - emotional attachment to the business; 

 Continuance commitment - rational comparison (comparing cost of leaving or 

staying); and  

 Normative Commitment – the obligation towards a business. 

 

Section A of the questionnaire gathered data from the participating businesses with 

regard to the commitment towards the business, practically applied in the business 

environment.  

 

3.5.1 Affective commitment 

 

 Purpose of question and results obtained 

 

Question A1 to A8 determines the level of affective commitment and table 3.10 

shows how attached the respondents are towards their business. 
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Table 3.10: Affective commitment 

Affective Commitment N Mean Std. Deviation 

A1 41 4.44 .838 

A2 41 3.90 1.200 

A3 41 4.37 .888 

A4 41 4.22 .936 

A5 41 4.61 .494 

A6 41 4.44 .743 

A7 41 4.51 .637 

A8 41 4.51 .597 

Average affective commitment   4.38 .523 

 

 Analysis of the results 

 

The information shows that the respondents are very attached to their business with 

an average mean of 4.38 ( = 4.38).  The highest mean is question A5 with a mean 

of 4.61 ( = 4.61), this indicates that the respondents feel like they are part of a 

family.  The respondents do not like discussing the business with people outside the 

business with question A5 with the lowest mean of 3.90 ( = 3.90). 

 

3.5.2 Continuance commitment 

 

 Purpose of question and results obtained 

 

Question A9 to A16 determines the level of continuous commitment and table 3.11 

shows how people make comparisons with regards to the business and other job 

opportunities. 
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Table 3.11: Continuance commitment 

Continuance Commitment N Mean Std. Deviation 

A9 41 4.37 .767 

A10 41 4.10 .917 

A11 41 4.05 1.203 

A12 41 3.93 1.212 

A13 41 4.17 1.070 

A14 41 3.37 1.337 

A15 41 3.44 1.097 

A16 41 4.00 1.183 

Average continuance commitment   3.92 .681 

 

 Analysis of the results 

 

The level of commitment towards the business can be affected by certain factors, as 

indicated in question A14 that has the lowest mean of 3.37 (  = 3.37), indicating that 

the respondents can get employment elsewhere that decreases the level of 

commitment. Question A9 has the highest mean of 4.37 (  = 4.37) which is an 

indication that the respondents will find it difficult to leave the business even if they 

wanted to. 

 

3.5.3 Normative commitment 

 

 Purpose of question and results obtained 

 

Question A17 to A24 determines the level of normative commitment and table 3.12 

shows how people feels obligated towards their business, as if they owe the business 

something. 
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Table 3.12: Normative commitment 

Normative Commitment N Mean Std. Deviation 

A17 41 4.24 .734 

A18 40 4.35 .700 

A19 41 3.95 1.139 

A20 41 4.24 .734 

A21 41 3.71 1.123 

A22 41 4.20 .782 

A23 41 3.85 1.085 

A24 41 4.10 .800 

Average normative commitment   4.08 .646 

 

 Analysis of the results 

 

The average normative commitment is relatively high, which means that the 

respondents feel obligated towards the business to stay there.  The highest mean is 

found with question A18 (  = 4.35), indicating that the respondents feel that a person 

should be loyal towards the business. This is supported by question A17 (  = 4.24) 

and question A20 (  = 4.24). 

 

Overall the respondents are very committed towards their businesses with an 

average mean of 4.13 (  = 4.13).  Question A7 and A8 has the highest means of 

4.51 (  = 4.51), this shows that the respondents are committed, because the 

business has personal meaning to the respondent and they feel a sense of 

belonging.  The following two questions, A1 and A6 has a mean of 4.44 (  = 4.44) 

which means that they would spend the rest of their careers with the business and 

they are emotionally attached.  
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3.6 MEASURING ENTREPRENEURIAL ORIENTATION 

 

 Purpose of question and results obtained 

 

Section B of the questionnaire gathered data from the participating businesses with 

regard to the dimensions of entrepreneurial orientation, practically applied in the 

business environment. EO has been described by Kuratko and Audretsch (2009: 2) 

as a strategic management process that needs commitment to innovation.  It is 

important to note that businesses see the dimensions of entrepreneurial orientation 

differently.  Some of the dimensions can be more important than others. These 

dimensions could be affected by the type of industry the respondents operate in and 

by perceived business success.  Table 3.13 reports the dimensions of 

entrepreneurial orientation with the mean value and the standard deviation.  

 

Table 3.13: The dimensions of entrepreneurial orientation 

EO Dimension N Mean Std. Deviation 

Autonomy 41 3.78 .766 

Innovativeness 41 4.05 .669 

Risk-taking 41 3.41 .810 

Pro-activeness 41 3.75 .746 

Competitive aggressiveness 41 3.71 .844 

Average EO-levels   3.79 .627 

 

 Analysis of the results 

 

The average entrepreneurial orientation level, considering the mean values of all the 

dimensions is  = 3.79, indicating that most of the entrepreneurs are to some extent 

acknowledging and applying some of the dimensions of entrepreneurial orientation. 

The five dimensions all obtained an average mean higher than 3 and these were: 

Autonomy (  = 3.7), Innovativeness (  = 4.05), Risk-taking ( = 3.41),                  

Pro-activeness (  = 3.75) and Competitive aggressiveness ( = 3.71). 
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3.6.1 Autonomy  

 

 Purpose of question and results obtained 

 

In section B questions B1 to B5 were used to measure the levels of autonomy in the 

businesses. Table 3.14 reports the autonomy levels that the entrepreneurs provide to 

their employees to be creative. 

 

Table 3.14: Autonomy levels in the participating businesses 

Question n Mean Std. Deviation  

B1  40 3.73 1.037 

B2 41 4.20 .843 

B3 41 3.49 1.121 

B4 40 4.05 .846 

B5 41 3.46 1.267 

Average   3.79 .766 

 

 Analysis of the results 

 

From the results, with an average autonomy mean of 3.79 (  = 3.79) it can be said 

that entrepreneurs maintain high levels of autonomy when it is task related, but rather 

want to make the decisions, that will impact the business, themselves. Question B1 

suggests that employees have enough autonomy to perform work without 

supervision. Question B2 has the highest mean of 4.20 (  = 4.20) indicating that the 

respondents are entrepreneurial orientated, because they can be creative in their 

work methods. Question B1 accounts for a mean value of 3.73 (  = 3.73). Question 

B4, with the second highest mean rating (  = 4.05), described that employees are 

encouraged to manage their own work and to have flexibility in resolving problems. 

Most of the entrepreneurs agreed to these two questions. Question B3 stated that 

employees are allowed to make decisions on their own and the results shows a clear 

indication that entrepreneurs are less favourable to these circumstances (  = 3.49). 
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3.6.2 Innovativeness 

 

 Purpose of question and results obtained 

 

Questions B6 to B14 (Section B of the questionnaire) recorded information on the 

levels of innovation in the participating businesses and the results are displayed in 

table 3.15. 

 

Table 3.15: Innovativeness in the participating businesses 

Question n Mean Std. Deviation 

B6 40 3.95 .904 

B7 41 3.95 1.048 

B8 41 4.15 .792 

B9 41 4.10 .917 

B10 41 3.76 .994 

B11 41 3.95 .805 

B12 41 4.17 .863 

B13 41 4.27 .807 

B14 41 4.12 .927 

Average   4.05 .669 

 

 Analysis of the results 

 

The results show very high levels of innovation in the businesses with a mean of 4.05 

(  = 4.05). From question B12 with a mean rating of 4.17 (  = 4.17), it is clear that 

businesses place a very strong emphasis on improvement in product and service 

delivery as question B13 supports this with the highest mean of 4.27 (  = 4.17), 

stating that the respondents feel that innovation is a necessity for the business‟s 

future. Question B10, with the lowest result of 3.76 (  = 3.76), shows that most 

businesses have not undergone much change recently, but has added or increased 

their product lines, as indicated in question B8 with a mean of 4.15 (  = 4.15). This 

result could be described by difficult economic periods and the idea that many 

entrepreneurs prefer not to take risks at this stage.  
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Another result with a high rating of  = 4.12 was delivered by question B14. The 

question stated that business leaders seek to maximise value from opportunities 

without constraints. For any innovative entrepreneur this statement should be true 

and the result is therefore not surprising. 

 

3.6.3 Risk-taking 

 

 Purpose of question and results obtained 

 

Questions B15 to B19 determine the risk-taking levels.  The levels of risk-taking as 

measured in the respective businesses are displayed in table 3.16. 

 

Table 3.16: Levels of risk-taking in the participating businesses 

Question N Mean Std. Deviation 

B15  41 3.85 1.038 

B16 41 3.07 1.253 

B17 41 3.44 .976 

B18 41 3.34 1.063 

B19 41 3.37 1.178 

Average   3.41 .810 

    

 

 Analysis of the results 

 

From question B15 it can be seen that entrepreneurs are very eager to exploit 

opportunities (  = 3.85), but in contrast, question B16 indicates that entrepreneurs 

are not that eager to take on high risk projects (  = 3.07). Question B19 further 

indicates that many entrepreneurs do not consider the term risk-taker a positive 

attribute for their employees (  = 3.37) and employees are not encouraged to take 

calculated risks in question B18 with a mean of 3.34 (  = 3.34). 
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3.6.4 Pro-activeness  

 

 Purpose of question and results obtained 

 

Question B20 to B23 (Section B of the questionnaire) measures pro-activeness 

among entrepreneurs. Table 3.17 represents the levels of pro-activeness in the 

participating businesses. 

 

Table 3.17: Pro-activeness in the participating businesses 

 

Question N Mean Std. Deviation 

B20 40 3.48 1.062 

B21 41 3.51 .978 

B22 41 4.02 .821 

B23 41 4.02 .908 

Average   3.75 .746 

 

 Analysis of the results 

 

The tabulated results indicate with an average mean value of 3.75 (  = 3.75), that 

there is to an extent a strong level of pro-activeness in the businesses. Attention is 

drawn to question B22 and B23, with a very high mean rating (  = 4.02). Question 

B22 states that the respondents continuously seeks out new products and services 

and question B23 established that almost every business monitors the market trends 

to identify future needs of customers.  

 

3.6.5 Competitive aggressiveness 

 

 Purpose of question and results obtained 

 

Competitive aggressiveness is measured with question B24 to B27 that measures 

the competitive stand of a business. In certain industries businesses do not take 



67 
 

competitive stance while other industries turn out to be very competitive. Table 3.18 

gives the analysed results of the dimension, competitive aggressiveness. 

 

Table 3.18: Competitive aggressiveness of the participating businesses 

Question N Mean Std. Deviation 

B24  41 3.66 .883 

B25 41 3.83 1.181 

B26 41 3.63 1.043 

B27 41 3.71 1.031 

Average   3.71 0.844 

 

 Analysis of the results 

 

The results show a high average mean rating for competitiveness (  = 3.71) in the 

participating businesses. Statement B27 stated that the business knows when it is in 

danger or when it is acting overly aggressive (this statement delivered a mean value 

of 3.77 (  = 3.77) and B25 with the highest mean of 3.83 (  = 3.83) state that the 

industry is highly competitive. From the statement B24, with a mean value of 3.66      

(  = 3.66), it can be explained that businesses are not overly focussed on 

outperforming their competitors. 

 

3.7 MEASURING JOB SATISFACTION 

 

 Purpose of question and results obtained 

 

Self-employed people are more satisfied with their jobs as they do not have to work 

for a boss, giving them greater autonomy and flexibility. Section C of the 

questionnaire gathered data from the participating businesses with regard to job 

satisfaction, practically applied in the business environment. Table 3.19 reports on 

the factors of job satisfaction.  

 

 

 



68 
 

Table 3.19: Job satisfaction 

Job satisfaction N Mean Std. Deviation 

C1 41 4.00 1.072 

C2 40 3.78 1.074 

C3 41 4.02 1.151 

C4 41 4.00 1.118 

C5 41 4.12 .954 

C6 41 4.15 1.014 

C7 41 4.17 .919 

C8 40 4.08 1.141 

C9 41 4.17 1.070 

C10 41 3.76 1.067 

C11 41 4.22 1.061 

C12 41 3.85 1.038 

C13 41 3.88 1.077 

C14 41 4.17 1.046 

C15 41 4.32 .986 

C16 41 4.22 .988 

C17 40 4.23 1.050 

C18 41 4.07 .985 

C19 41 4.15 1.085 

C20 41 4.32 .960 

Average Job satisfaction   4.08 .761 

 

 Analysis of the results 

 

The average job satisfaction of the participants are very high at an average mean of 

4.08 (  = 4.08).  The highest mean is found with question C15 and C20 with a mean 

of 4.32 (  = 4.32), indicating that the respondents' job satisfaction is high, because 

they have the freedom to use their own judgement and they have a feeling of 

accomplishment.  C11 and C16 have a high mean of 4.22 (  = 4.22), indicating that 

the respondents have high job satisfaction, because they are able to use their 

abilities and they are satisfied with the way the policies are put into practice.  The 
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lowest means of 3.76      (  = 3.76) and 3.78 (  = 3.7) are found in questions C10 

and C2 respectively.  The entrepreneurs do not find job satisfaction in telling people 

what to do, or in working alone. 

 

3.8 MEASURING LIFE SATISFACTION 

 

 Purpose of question and results obtained 

 

According to the Psychology Dictionary, life satisfaction is “the degree which adults 

(typically) find the lives they lead rich, meaningful, full or of a generally high quality”.  

Section D of the questionnaire gathered data from the participating businesses with 

regard to life satisfaction, practically applied in the business environment.  

 

Table 3.20: Life satisfaction 

Life satisfaction N Mean Std. Deviation 

D1 41 3.88 .900 

D2 41 3.93 .848 

D3 41 4.02 .935 

D4 41 4.15 .823 

D5 41 3.78 .881 

D6 41 4.44 .550 

D7 41 4.24 .734 

Average Life satisfaction   4.06 .610 

 

 Analysis of the results 

 

The average life satisfaction of the participants is very high at an average mean of 

4.06 (  = 4.06).  The highest mean is found with question D6, with a mean of 4.44     

(  = 4.44), indicating that the respondents find their life worth living and derived from 

question D7 (  = 4.24), the respondents feel they are satisfied with their lives. Even 

though the respondents have high life satisfaction, they would still change things in 

their lives as question D5 has the lowest mean of 3.78 (  = 3.78) and their lives are 

not close to their ideal world (see question D1 (  = 3.88)). 

http://psychologydictionary.org/quality/
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3.9 PERCEIVED BUSINESS SUCCESS 

 

 Purpose of question and results obtained 

 

How a person perceive success will influence the type of education, work, financial 

resources and employer they work for.  Section E of the questionnaire gathered data 

from the participating businesses with regard to perceived business success, 

practically applied in the business environment. It is necessary to consider the 

different industries and circumstances. 

 

Section E of the questionnaire dealt with the growth and development and 

improvement of the participating businesses. From the analysis of the results 

obtained in Section E of the questionnaire and the results discussed on the 

dimensions of entrepreneurial orientation, a relationship can be determined. 

 

3.9.1 Business growth 

 

 Purpose of question and results obtained 

 

Table 3.21 displays the analysis of the growth of the participating businesses. 

Questions E1 to E4 as well as E12 to E15 measured the growth levels of the 

businesses as to the perception of the entrepreneur. 
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Table 3.21: Business growth measured in the participating businesses 

Question n Mean Std. Deviation 

E1 40 4.10 .778 

E2 39 4.13 .695 

E3 40 3.80 .911 

E4 40 4.08 .730 

E12 40 3.68 1.141 

E13 40 4.30 .564 

E14 40 4.23 .698 

E15 40 4.10 .810 

Average   4.05 .573 

 

 Analysis of the results 

 

Businesses in question E4 claimed that they have improved their competitive position 

with a mean of 4.08 (  = 4.08).  Question E13 found that the businesses are 

profitable with the highest mean of 4.30 (  = 4.30). This statement is supported with 

question E2 stating that profits increased and question E14 with a mean of 4.23         

(  = 4.23) confirming that businesses are financially successful.  Question E12 has 

the lowest mean of 3.68 (  = 3.68), indicating that the businesses are not growing, 

because of the increase in the number of employees. 

 

3.9.2 Business development and improvement 

 

 Purpose of question and results obtained 

 

Table 3.22 shows the results of the development and improvement of the 

participating businesses. 

 

 

 

 

 



72 
 

Table 3.22: Business development and improvement 

Question n Mean Std. Deviation 

E5 40 4.30 .723 

E6 40 4.13 .686 

E7 40 4.23 .620 

E8 40 4.05 .783 

E9 40 4.10 .810 

E10 39 4.23 .706 

E11 40 3.83 .903 

Average   4.12 .466 

 

 Analysis of the results 

 

The mean value of 4.12 (  = 4.12) indicates strong levels of development and 

improvement in the businesses with a relatively low standard deviation (s = 0.466). 

Not many businesses believe to invest in research and development during difficult 

times as measured by question E11 with the lowest mean value of  = 3.83. This 

results in low levels of innovation and risk-taking during these difficult economic 

periods. According to the results obtained by questions E5 (  = 4.30) and E6             

(  = 4.13), entrepreneurs agree that both the effectiveness and the efficiency of their 

businesses have improved. The image of the business according to the respondents 

has grown as per question E10 with a mean of 4.23 (  = 4.23). 

 

3.10 MEASURING THE DEVELOPMENT NEEDS  

 

Section F of the questionnaire gathered data from the participating businesses with 

regard to the development needs of women entrepreneurs. It is necessary to 

consider the different industries and circumstances in which the businesses operate.  
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 Purpose of question and results obtained 

 

The purpose of this question is to determine what the specific needs of the 

respondents are as this could have an impact on the level of satisfaction for the 

respondents and it could also affect the business‟s success. 

 

3.10.1 Obtained training through either government or private sector 

 

The purpose of this question is to determine if the respondents have any previous 

training. Table 3.23 gives an indication as to whether the entrepreneurs in the 

participating businesses received training. 

 

Table 3.23: Obtained training 

Training Total Percentage 

Yes 22 53.7 

No 19 46.3 

Total 41 100.00 

 

 Analysis of the results 

 

Just more than half of the respondents (53.7%) received training by either the 

government or through an agency. 

 

3.10.2 Type of training obtained 

 

 Purpose of question and results obtained 

 

The purpose of this question is to determine what type of training the respondents 

have. Table 3.24 gives an indication as to what type of training the respondents 

obtained. 
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Table 3.24: Training obtained 

Training Total Percentage 

Technical skills 10 24.4 

Communication skills 9 22 

Accounting skills 5 12.2 

Management skills 7 17.1 

Technological skills 4 9.8 

Other 4 9.8 

 

 Analysis of the results 

 

Most of the respondents in this study received training in technical skills (24.4%).  

Nine respondents (22%) received training in communication skills. Seven 

respondents (17.1%) received training in management skills, five respondents 

received training accounting and only four (9.8%) received training in technological 

skills. 

 

3.10.3 Knowledge about establishments that assist women entrepreneurs 

 

 Purpose of question and results obtained 

 

This question is asked to establish if the respondents are aware of assistance that 

organisations provide.  Table 3.25 gives an indication as to whether women 

entrepreneurs in the participating businesses are aware of organisations that assist 

women entrepreneurs. 

 

Table 3.25: Knowledge of establishments 

Knowledge Total Percentage 

Yes 3 7.3 

No 37 90.2 

Missing information 1 2.4 

Total 41 100.00 
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 Analysis of the results 

 

A shockingly 90.2% of the respondents are not aware of organisations assisting 

women entrepreneurs. Only three respondents (7.3%) were aware of these 

organisations. 

 

3.10.4 Types of assistance organisations give 

 

 Purpose of question and results obtained 

 

The purpose of this question is to evaluate to what extent the respondents know 

about the types of assistance available.  Table 3.26 gives an indication as to the level 

of knowledge that the respondents have towards what type of assistance is available. 

 

Table 3.26: Types of assistance 

Assistance Total Percentage 

Education and training 6 14.6 

Financial 1 2.4 

Networking 3 7.3 

Motivational speakers 2 4.9 

Business information 3 7.3 

Other 0 0 

 

 Analysis of the results 

 

Only six respondents (14.6%) were aware that these organisations assist with 

education and training, while three respondents (7.3%) were aware that these 

organisations provide assistance with networking and business information.  Two 

respondents knew that these organisations provide exposure to motivational 

speakers. Only one respondent was aware that these organisations provide financial 

assistance. 

 

 



76 
 

3.10.5 Development needs 

 

 Purpose of question and results obtained 

 

The purpose of this question is to establish exactly what type of development needs 

exist as this could affect business success as well as the level of satisfaction among 

the respondents.  Table 3.27 gives an indication as to the development needs of the 

respondents. 

 

Table 3.27: Development needs 

Development needs Total Percentage 

Financial support 22 53.7 

Training/knowledge/skills 13 31.7 

Tools, equipment, machinery 18 43.9 

Business advice, information, 

counselling, mentoring 
9 22 

Marketing support 15 36.6 

Suitable business premises 13 31.7 

Growth support 11 26.8 

Technical support 5 12.2 

Psychological support 2 4.9 

Networking 8 19.5 

Infrastructure 24 58.5 

Legal support 10 24.4 

Women entrepreneurship policies 6 14.6 

 

 Analysis of the results 

 

The majority of the respondents (58.5%) need infrastructure and 53.7% of the 

respondents need financial support. Eighteen (43.9%) of the respondents in the 

study need tools, equipment and machinery in order to do business.  A total of 36.6% 

of the respondents need marketing support and 31.7% of them need a suitable 

business premise and training, knowledge and skills to be able to perform their 
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duties. It is clear that 26.8% of the respondents need growth support and 24.4% 

need legal support to protect their business. Business advice is not that important for 

them, as only 22% need advice, information, counselling and mentoring. Networking 

is important for 19.5% of the respondents, while 14.6% of the respondents feel that 

there should be policies especially for women entrepreneurs and only 12.2% of the 

respondents need technical support.  The respondents state that psychological 

support is not important as only 4.9% of the respondents felt that they needed it. 

 

3.11 THE RELIABILITY OF THE MEASURING INSTRUMENT 

 

 Purpose of question and results obtained 

 

It is important to measure the reliability of any questionnaire in order to make sure 

that the questionnaire is trustworthy and dependable. In order to measure this, a 

research instrument namely the Cronbach Alfa coefficient is used.  This measures 

the reliability of the statements and internal consistency which measures the 

correlation of variables. The higher the coefficient becomes, the more reliable the 

data is. 

 

The value for Alpha varies from zero to one since it is the ratio of two variables. A 

value of 0.7 is the internationally acceptable standard.  A low coefficient can mean 

that the question asked is not properly formulated and does not correlate strongly. 

Another reason for a low coefficient can be because the respondent did not 

understand the question.  Table 3.28 represents the calculated Cronbach Alfa 

coefficients for this study. 
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Table 3.28: The Cronbach Alpha coefficients of the questionnaire 

Variable  Cronbach Alpha 

Commitment 

Affective commitment 0.793 

Continuance commitment 0.762 

Normative commitment 0.864 

Entrepreneurial orientation 

Autonomy  0.764 

Innovativeness 0.896 

Risk-taking 0.784 

Pro-activeness  0.778 

Competitive aggressiveness 0.827 

Satisfaction 

Job satisfaction 0.958 

Life satisfaction 0.866 

Perceived Business Success 

Business growth 0.858 

Business development and improvement 0.733 

 

 Analysis of the results 

 

In this table it is clear that the questionnaires are reliable as the Cronbach Alfa 

coefficient of all the variables are above 0.7. This means that all the statements are 

reliable and are internally consistent. 

 

3.12 THE RELATIONSHIP BETWEEN FACTORS 

 

Investopedia defines multiple regression analysis as a statistical technique that uses 

several explanatory variables to predict the outcome of a response variable. The goal 

of multiple linear regression (MLR) is to model the relationship between the 

explanatory and response variables. In this study multiple regression analysis was 
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used to determine if any independent variables identified in the study had any 

influence on the dependant variables of success and business performance.  Various 

regression models were used to identify these relationships (refer to tables 29 – 36). 

 

3.12.1 The influence of commitment on perceived business success  

 

 Purpose of question and results obtained 

 

An objective of the study is to determine if organisational commitment has any 

influence on the perceived success of the business. The relationship between the 

variables of commitment and the variables of perceived business success was 

determined by making use of multiple regression analysis. 

 

There are two variables of perceived business success, namely business growth and 

business development. These variables are tested separately in the multiple 

regression analysis to determine the relationship with the different variables of 

commitment (affective commitment, continuance commitment and normative 

commitment). Table 3.29 and table 3.30 represent the multiple regression analyses. 

 

Table 3.29: Multiple regression results: Impact of the independent variables on 

the dependent variable, business growth 

 

 

Model 

Non-standardised 

coefficients 

Standardised 

coefficients 

 

 

t-value 

 

 

p-value 
B Std. 

Error 

Beta 

(Constant) 2.154 0.759  2.837 0.007 

Affective commitment 0.230 0.178 0.208 1.289 0.206 

Continuance 

commitment 

-0.188 0.142 -0.227 -1.324 0.194 

Normative 

commitment 

0.401 0.156 0.457 2.572 0.014** 

2R =0.245 (**p<0.05); (*p<0.10) 
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 Analysis of the results 

 

Table 3.29 indicates that, in practice, a percentage (24.5%) of the variation in 

business growth of the women-owned businesses is explained by the different 

components of commitment, i.e. affective commitment, continuance commitment and 

normative commitment of the women. 

The findings indicate positive relationships between normative commitment               

(p < 0.05) of women and the dependent variable business growth of the participating 

women-owned businesses.  

The positive regression coefficients indicate that business growth of the women-

owned business is related to normative commitment of the participating women. 

 

Table 3.30: Multiple regression results: Impact of the independent variables on 

the dependent variable, business development and improvement 

 

 

Model 

Non-standardised 

coefficients 

Standardised 

coefficients 

 

 

t-value 

 

 

p-value 
B Std. 

Error 

Beta 

(Constant) 2.393 0.642  3.725 0.001 

Affective commitment 0.297 0.151 0.331 1.972 0.056* 

Continuance 

commitment 

-0.041 0.120 -0.060 -0.338 0.738 

Normative 

commitment 

0.145 0.132 0.203 1.102 0.278 

=0.185 (**p<0.05); (*p<0.10) 

 

 Analysis of the results 

 

Table 3.30 indicates that, in practice, 18.5% of the variation in business development 

and improvement of the women-owned businesses is explained by the different 

components of commitment, i.e. affective commitment, continuance commitment and 

normative commitment of the women. 

2R
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The findings indicate positive relationships between affective commitment (p < 0.1) of 

women and the dependent variable business development and improvement of the 

participating women-owned businesses.  

The positive regression coefficients indicate that business development and 

improvement of the women-owned businesses is related to affective commitment of 

the participating women. 

 

3.12.2 The influence of entrepreneurial orientation on satisfaction 

 

3.12.2.1 The influence of entrepreneurial orientation on job satisfaction 

 

 Purpose of question and results obtained 

 

An objective of the study is to determine if entrepreneurial orientation of the business 

has any influence on job satisfaction. The relationship between the dimensions of 

entrepreneurial orientation and the variables of job satisfaction was determined by 

making use of multiple regression analysis.  Table 3.31 represents the multiple 

regression analyses. 

 

Table 3.31: Multiple regression results: Impact of the independent variables on 

the dependent variable, job satisfaction 

 

 

Model 

Non-standardised 

coefficients 

Standardised 

coefficients 

 

 

t-value 

 

 

p-value 
B Std. 

Error 

Beta 

(Constant) 1.789 0.686  23.609 0.013 

Autonomy 0.205 0.195 0.206 1.049 0.301 

Innovativeness 0.177 0.274 0.156 0.647 0.522 

Risk-taking -0.198 0.185 -0.211 -1.072 0.291 

Pro-activeness 0.499 0.256 0.489 1.954 0.059* 

Competitive 

Aggressiveness 

-0.107 0.204 -0.118 -0.523 0.604 

=0.300 (**p<0.05); (*p<0.10) 
2R
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 Analysis of the results 

 

Table 3.31 indicates that, in practice, a percentage (30%) of the variation in job 

satisfaction of the women-owned businesses is explained by the different 

components of entrepreneurial orientation, i.e. autonomy, innovativeness, risk-taking, 

pro-activeness and competitive aggressiveness of the women.   

 

The findings indicate positive relationships between pro-activeness (p < 0.1) of 

women and the dependent variable job satisfaction of the participating women-owned 

businesses.  

 

The positive regression coefficients indicate that job satisfaction of the women-owned 

business is related to pro-activeness of the participating women. 

 

3.12.2.2 The influence of entrepreneurial orientation on life satisfaction 

 

 Purpose of question and results obtained 

 

An objective of the study is to determine if entrepreneurial orientation of the business 

has any influence on life satisfaction. The relationship between the dimensions of 

entrepreneurial orientation and the variables of life satisfaction was determined by 

making use of multiple regression analysis.  Table 3.32 represents the multiple 

regression analyses. 
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Table 3.32: Multiple regression results: Impact of the independent variables on 

the dependent variable, life satisfaction 

 

 

Model 

Non-standardised 

coefficients 

Standardised 

coefficients 

 

 

t-value 

 

 

p-value 
B Std. 

Error 

Beta 

(Constant) 3.165 0.619  5.109 0.000 

Autonomy 0.018 0.176 0.022 0.101 0.920 

Innovativeness -0.089 0.248 -0.098 -0.360 0.721 

Risk-taking -0.031 0.167 -0.041 -0.185 0.855 

Pro-activeness 0.232 0.231 0.284 1.006 0.321 

Competitive 

Aggressiveness 

0.115 0.184 0.159 0.624 0.537 

=0.111 (**p<0.05); (*p<0.10) 

 

 Analysis of the results 

 

Table 3.31 indicates that, in practice, a percentage (11.1%) of the variation in life 

satisfaction of the women-owned businesses is explained by the different 

components of entrepreneurial orientation, i.e. autonomy, innovativeness, risk-taking, 

pro-activeness and competitive aggressiveness of the women.  The findings indicate 

that no positive relationships exist between the dependant (life satisfaction) and 

independent variables of the participating women-owned businesses.  

 

3.12.3 The influence of organisational commitment on satisfaction 

 

3.12.3.1 The influence of commitment on job satisfaction 

 

 Purpose of question and results obtained 

 

An objective of the study is to determine if organisational commitment has any 

influence on job satisfaction. The relationship between the variables of commitment 

2R
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and the variables of job satisfaction was determined by making use of multiple 

regression analysis.  Table 3.33 represents the multiple regression analyses. 

 

Table 3.33: Multiple regression results: Impact of the independent variables on 

the dependent variable, job satisfaction 

 

 

Model 

Non-standardised 

coefficients 

Standardised 

coefficients 

 

 

t-value 

 

 

p-value 
B Std. 

Error 

Beta 

(Constant) 0.060 0.927  0.064 0.949 

Affective commitment 0.707 0.216 0.486 3.271 0.002** 

Continuance 

commitment 

0.031 0.175 0.028 0.178 0.859 

Normative 

commitment 

0.198 0.192 0.168 1.030 0.310 

=0.349 (**p<0.05); (*p<0.10) 

 

 Analysis of the results 

 

Table 3.33 indicates that, in practice, a percentage (34.9%) of the variation in job 

satisfaction of the women-owned businesses is explained by the different 

components of commitment, i.e. affective commitment, continuance commitment and 

normative commitment of the women. 

 

The findings indicate positive relationships between affective commitment   (p < 0.05) 

of women and the dependent variable job satisfaction of the participating women-

owned businesses.  

 

The positive regression coefficients indicate that job satisfaction of the women-owned 

business is related to affective commitment of the participating women. 

 

 

 

2R
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3.12.3.2 The influence of commitment on life satisfaction 

 

 Purpose of question and results obtained 

 

An objective of the study is to determine if organisational commitment has any 

influence on life satisfaction. The relationship between the variables of commitment 

and the variables of life satisfaction was determined by making use of multiple 

regression analysis. Table 3.34 represents the multiple regression analyses. 

 

Table 3.34: Multiple regression results: Impact of the independent variables on 

the dependent variable, life satisfaction 

 

 

Model 

Non-standardised 

coefficients 

Standardised 

coefficients 

 

 

t-value 

 

 

p-value 
B Std. 

Error 

Beta 

(Constant) 2.006 0.814  2.464 0.019 

Affective commitment 0.316 0.190 0.271 1.665 0.104 

Continuance 

commitment 

-0.187 0.154 -0.208 -1.214 0.232 

Normative 

commitment 

0.345 0.169 0.366 2.046 0.048** 

=0.218 (**p<0.05); (*p<0.10) 

 

 Analysis of the results 

 

Table 3.34 indicates that, in practice, a percentage (21.8%) of the variation in life 

satisfaction of the women-owned business is explained by the different components 

of commitment, i.e. affective commitment, continuance commitment and normative 

commitment of the women. 

 

The findings indicate positive relationships between normative commitment (p < 0.05) 

of women and the dependent variable life satisfaction of the participating women-

owned businesses.  

2R
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The positive regression coefficients indicate that life satisfaction of the women-owned 

business is related to normative commitment of the participating women. 

 

3.12.4 The influence of the dimensions of entrepreneurial orientation on 

perceived business success  

 

 Purpose of question and results obtained 

 

The objective of this study is to determine the impact of the dimensions of 

entrepreneurial orientation on the perceived business success. The relationship 

between the variables of commitment and the variables of perceived business 

success was determined by making use of multiple regression analysis.  As stated in 

3.13, perceived business success is split into two sections, namely business growth 

and business development.  Table 3.35 and table 3.36 represent the multiple 

regression analyses. 

 

Table 3.35: Multiple regression results: Impact of the independent variables on 

the dependent variable, business growth 

 

 

Model 

Non-standardised 

coefficients 

Standardised 

coefficients 

 

 

t-value 

 

 

p-value 
B Std. 

Error 

Beta 

(Constant) 2.855 0.536  5.323 0.000 

Autonomy 0.052 0.151 0.069 0.342 0.734 

Innovativeness  0.111 0.221 0.129 0.501 0.620 

Risk-taking 0.038 0.145 0.054 0.261 0.79 

Pro-activeness -0.264 0.206 -0.348 -1.284 0.208 

Competitive 

aggressiveness 

0.383 0.158 0.571 2.421 0.021** 

=0.261 (**p<0.05); (*p<0.10) 

 

 

2R
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 Analysis of the results 

 

Table 3.35 indicates that, in practice, a percentage (26.1%) of the variation in 

business growth of the women-owned businesses is explained by the different 

components of entrepreneurial orientation, i.e. autonomy, innovativeness, risk-taking, 

pro-activeness and competitive aggressiveness of the women. 

 

The findings indicate positive relationships between competitive aggressiveness      

(p < 0.05) of women and the dependent variable business growth of the participating 

women-owned businesses.  

 

The positive regression coefficients indicate that business growth of the women-

owned business is related to competitive aggressiveness of the participating women. 

 

Table 3.36: Multiple regression results: Impact of the independent variables on 

the dependent variable, business development and improvement 

 

 

Model 

Non-standardised 

coefficients 

Standardised 

coefficients 

 

 

t-value 

 

 

p-value 
B Std. 

Error 

Beta 

(Constant) 2.651 0.385  6.883 0.000 

Autonomy 0.080 0.109 0.132 0.736 0.467 

Innovativeness 0.166 0.159 0.237 1.044 0.304 

Risk-taking 0.046 0.104 0.081 0.446 0.658 

Pro-activeness -0.227 0.148 -0.367 -1.535 0.134 

Competitive 

aggressiveness 

0.323 0.113 0.591 2.844 0.007** 

=0.426 (**p<0.05); (*p<0.10) 

 

 Analysis of the results 

 

Table 3.36 indicates that, in practice, a significant percentage (42.6%) of the variation 

in business development and improvement of the women-owned business is 

2R
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explained by the different components of entrepreneurial orientation, i.e. autonomy, 

innovativeness, risk-taking, pro-activeness and competitive aggressiveness of the 

women. 

 

The findings indicate positive relationships between competitive aggressiveness      

(p < 0.05) of women and the dependent variable business development and 

improvement of the participating women-owned businesses.  

 

The positive regression coefficients indicate that business development and 

improvement of the women-owned business is related to competitive aggressiveness 

of the participating women. 

 

3.13 CHAPTER SUMMARY 

 

A questionnaire was constructed, analysed, evaluated and discussed.  Reliability is 

an important factor when a questionnaire is part of the empirical study to get 

statistical accurate information.  In the study the questionnaire is reliable as all the 

sections‟ Cronbach Alpha coefficients are above the internationally accepted 0.7.  

Therefore, all the questions in the questionnaire could have been evaluated and used 

as fair and accurate. 

 

A total number of 41 out of sixty usable questionnaires were received (68.33%) and 

could be analysed. The organisational commitment, entrepreneurial orientation, job 

satisfaction, life satisfaction, perceived business success, as well as the development 

needs of the respondents were discussed, including the impact that organisational 

commitment has on business success and satisfaction, and the impact that 

entrepreneurial orientation has on satisfaction and business success. The 

relationships between these variables have been clearly indicated. 

 

The results indicate that the respondents are young, as 41.5% are between 30 and 

39 years old and 65.9% of the respondents are married. It was established that 

68.3% of the candidates hold some form of qualification higher than matric. The 
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perceived business success is also high; this could be a result of the former 

education that the respondents received. 

 

The structure of a business is explained by the number of people employed by the 

business, the turnover of the business, the industry in which the business operates, if 

it is a family business or not and the age of the business which also gives the reader 

an indication as to the sustainability of the business. 

 

The commitment level of the respondents is high with an average mean of 4.13.  The 

highest level of commitment is with affective commitment, meaning that the 

respondents have high affection towards the business.  

 

Entrepreneurial orientation has been found to be important to the respondents with 

an average mean of 3.79.  All five of the dimensions have means above three, which 

shows that they deem all the dimensions as important, but innovation has been found 

to be the most important dimension with risk-taking to be the lowest.  The 

respondents do not like taking high risks, but want to improve their business through 

new products and services and exploit possibilities. 

 

The respondents' overall satisfaction is high.  Their job satisfaction as well as life 

satisfaction have an average mean higher than four.  The respondents are happy 

with their situation and their job satisfaction increased, because they have the 

freedom to use their own judgement and to be creative in their processes. 

 

The majority of the businesses claimed that they have experienced business growth 

as they have improved their competitive position as well as increased their 

development and improvement in the business by being efficient and effective.  This 

leads to an overall increase in business success.  

 

The respondents have received previous training, but 90.2% of the respondents are 

not aware of organisations providing assistance.  Most of the respondents need 

financial assistance, infrastructure and tools, machinery and equipment in order to be 

functional and make the business a success. 
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All the relationships have been evaluated and commitment and entrepreneurial 

orientation have positive relationships with regard to satisfaction and business 

success. This will be discussed in the next chapter with recommendations and 

suggestions for future research. 
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CHAPTER 4 

CONCLUSIONS AND RECOMMENDATIONS 

 

4.1 INTRODUCTION 

 

Women entrepreneurship is still under investigated in South Africa as indicated by 

Anon (s.a.).  This chapter is to conclude the findings of the empirical research with 

the literature study that was done on women entrepreneurship.  This study will give a 

critical view on women entrepreneurs and their profiles, the development needs, level 

of commitment, dimensions of entrepreneurial orientation, job satisfaction, life 

satisfaction, perceived business success as well as the relationships between these 

factors. 

 

4.2  CONCLUSIONS ON THE EMPIRICAL STUDY 

 

The following is the results that were obtained from the study in chapter 3.  The 

results of certain factors of women entrepreneurs in their business environments are 

presented in this chapter. 

 

4.2.1  Biographical information results 

 

The women in this study are found to be part of a younger generation as most of the 

women entrepreneurs who participated in the study fall between the ages 30 – 39 

and most of them are married.  The majority of the women (68.3%) have a certificate, 

diploma or a degree.  None of these women have lower qualifications than matric, 

indicating that they have some sort of previous training that could assist in starting, 

growing and developing a business. 

 

4.2.2  Business information on the participating women-owned businesses 

 

The Business Environment Specialists (SBP) indicate that women mostly start a 

business in the retail and service industry.  This is confirmed in this study as a large 
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number of women are in the service industry as they work for themselves such as the 

nail and hairstyling industries where they can use their own skills to run a business.  

The second largest industry is the food industry, as the women can prepare food with 

little or no capital. 

 

Most of these women employ less than ten people with an annual turnover of less 

than R1 million. These are indications that women-owned businesses are not large 

businesses.  It has also been indicated that 65.8% of these businesses have been 

operating for less than five years.  This could also be the reason why the businesses 

have not increased to a large extent.  Previous research confirmed that women-

owned businesses are smaller, have fewer employees and grows slower (Kelley       

et al., 2012: 33). 

 

A total of 29.3% of the women indicated that they are actually part of a family 

business and therefore, not a fully women-owned business.  The legal status of the 

woman entrepreneur is partnerships and private companies.  This means that 

women to a large extent are opting to go for smaller businesses and enter into 

partnerships to assist one another. 

 

4.2.3 Organisational commitment 

 

The women in this study are very committed to their businesses, because they feel a 

certain sense of belonging and because their businesses have personal meaning for 

them. Ukpere et al. (2014: 553) confirmed this conclusion as they found that women 

pursue careers that they are passionate about, leading to an increased level of 

commitment.  Krishnan and Kamalanabhan (2013: 44) state that women are more 

committed, because they work longer hours in order to make a success of their 

business, and because they feel obligated toward the employees.  These women will 

look well after their employees, as the employees feel like part of a family in the 

business.   

 

The women are committed with regards to the three types of commitment (Meyer      

& Hercovitch, 2001: 299).  Roxenhall and Andersen (2012: 88) state that they are 

affectionate towards the business. Letele-Matabooe (2012) declares that the women 
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do have other job opportunities and therefore, they have considered continuous 

commitment, but choose to stay with the business.  Women feel obligated towards 

the business in order to make it a success. Therefore, they are also normative 

committed as confirmed by Landry et al. (2010: 286).  

 

These women show more affection commitment than continuous commitment, 

meaning that they would rather feel part of something, than weighing the costs of 

finding another job or looking for other opportunities. 

 

Callaghan (2009: 75) states that commitment affects earnings as well as satisfaction. 

The statement is confirmed in this study showing organisational commitment has an 

impact on the level of job and life satisfaction as well as on business success.  

Normative commitment has the biggest influence on business growth, as the women 

feel obligated to make a success of the business. Affective commitment has a large 

impact on business development and improvement of the business, because the 

women feel part of the business and want to improve it.   

 

It has been identified that affective commitment has a large impact on job 

satisfaction. This is true, because women feeling part of the business are satisfied 

with the business‟s achievements. This is confirmed by Ukpere et al. (2014: 553) who 

declares that women are passionate and emotionally attached to the business, while 

normative commitment affects life satisfaction, as they feel obligated. 

 

4.2.4  Entrepreneurial orientation 

 

Kuratko and Audretsch (2009: 2) define entrepreneurial orientation as a strategic 

management process that needs commitment to innovation. There are five 

dimensions of entrepreneurial orientation, namely; autonomy, innovation, risk-taking, 

pro-activeness and competitive aggressiveness (Short et al., 2009: 9). In this study it 

has been confirmed that all five dimensions are important for entrepreneurial 

orientation as all five dimensions had a mean higher than three.   

 

Gürbüz and Aykol‟s (2009: 323) definition are proven in the study, declaring that 

innovation is the most important dimension of entrepreneurial orientation.  Women in 
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this study are constantly looking for opportunities to improve the products or 

processes in existing markets.  This also provides information that innovation is a 

very important dimension of entrepreneurial orientation. 

 

The average women entrepreneur is not a big risk-taker.  Risk-taking has the lowest 

rank of importance in this study, as is confirmed by Fatoki (2014: 130), declaring that 

women are not risk-takers. These women would rather be pro-active as Rauch         

et al. (2009: 783) states that pro-activeness is one of the most important dimensions, 

rather than being competitively aggressive in order to grow and develop the 

business. Fatoki (2014: 130) found that women would rather let the competition 

initiate new ideas, even though it has been found that entrepreneurial businesses are 

more risky (Bhardwaj et al., 2007: 134). 

 

Entrepreneurial orientation has definitely been found to have an impact on the level 

of job as well as business success (Madsen, 2007: 186), but not on life satisfaction.  

Pro-activeness has the biggest effect on job satisfaction, because people do not want 

to take high risks. 

 

Competitive aggressiveness is the one dimension of entrepreneurial orientation that 

has the biggest effect on business growth as well as business development and 

improvement.  The women are aggressively competing to improve their market 

position and innovating new ideas and processes. This is contradictive to Rauch      

et al. (2009), who stated that innovation and pro-activeness have a positive influence 

on business performance. 

 

Different studies have found that entrepreneurial orientation has an effect on 

business performance as well satisfaction.  Naldi et al. (2007: 43) found that all five 

dimensions have an effect on business performance, while Casillas and Moreno 

(2010: 269) only found positive relationships between pro-activeness and 

innovativeness toward business performance.  Matchaba-Hove and Vambe       

(2014: 31) found that only three dimensions, namely innovativeness, pro-activeness 

and competitive advantage have a positive relationship with business performance.  

In this study the only dimension that had a positive effect on business growth and 
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business development was competitive advantage.  Callaghan (2009: 59) also found 

that competitive aggressiveness has an impact on earnings. 

 

4.2.5  Job satisfaction 

 

Das (2012: 76) found that women are either satisfied or very satisfied.  As identified 

in the literature study (Krishan & Kamalanbhan, 2013: 55; Bianchi, 2012: 274) self-

employed people are more satisfied with their jobs as they do not have to work for a 

boss, which gives them greater autonomy as well as flexibility. It has also been found 

in this study as the average level of job satisfaction is very high, indicating the reason 

for this high level of job satisfaction to be the freedom to use their own judgement as 

well as the feeling of accomplishment. 

 

These women have high job satisfaction because they can use their abilities and are 

satisfied with the way the policies are put into practice; not because they are in the 

position to tell other people what to do. Ojong (2006: 152) confirms this as he found 

that women rather want to make a difference in society. 

 

As discussed previously, in this study it is clear that job satisfaction is affected by 

organisational commitment as well as entrepreneurial orientation.                     

Bianchi (2012: 274) states that women have higher job satisfaction because of 

autonomy. Callaghan (2009: 59) says that competitive aggressiveness has an impact 

on satisfaction.  Callaghan (2009: 75) also states that commitment has a positive 

relationship with earnings and if earnings increase, it leads to higher satisfaction 

levels.  This study contradicts the other studies as pro-activeness has been found to 

have a positive relationship with job satisfaction.  

 

4.2.6 Life satisfaction 

 

Abimbola et al. (2007: 1092) found that women‟s quality of life is very low; this can be 

due to their economic position in the society.  This however, is not true in this study, 

as the average life satisfaction of the women is very high. 
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This study supports Krishnan and Kamalanabhan (2013: 54) declaration that the 

level of life satisfaction for entrepreneurs is high in micro businesses and that this is 

due to the size of the organisation, investment and the support systems. The 

businesses are very small and most of the women entrepreneurs are married and 

have a support system. 

 

The statements of Greco (s.a.) could not be 100% supported by this study as these 

women feel that they would change certain things if they could have their lives over 

and that their lives are not close to their ideal. These statements received the lowest 

average scores. 

 

As discussed previously, in this study it is clear that life satisfaction is affected by 

organisational commitment. This is confirmed by Callaghan (2009: 75) as 

commitment leads to higher earnings and if the earnings increase, the level of 

satisfaction also increases. 

 

4.2.7 Perceived business success 

 

Women do not perceive business success as explained by Dyke                            

and Murphy (2006: 357), who state that women perceive business success as 

relationships and balance in life.  These women are focused on the improvement of 

their market position by using pro-active methods, such as increasing their 

effectiveness and efficiency.  They do not grow by increasing the number of 

employees. However, these women see success as being financially successful with 

high profit margins, which is in line with the study of Ukpere et al. (2014: 555) 

declaring that women are financially successful, because they keep up with the 

modern times. 

  

The following statement is not true for this study: A large indicator of success is the 

growth of employees (Wiklund, Patzelt & Shepherd, 2009: 357), as growth in number 

of employees is not that important.   Therefore, it is clear that relationships are not 

that important for the women in the study. It can also be because women do not want 

to grow to such a large extent as explained by the Business Environment Specialists 

(SBP). 
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Perceived business success is definitely affected by organisational commitment and 

entrepreneurial orientation. This is confirmed by a number of studies               

(Madsen, 2007: 186; Naldi et al. 2008: 43; Coulthard, 2007: 35) that found that 

entrepreneurial orientation affects business performance.  There are other studies 

that mentioned that not all five dimensions affect business performance (Casillas       

& Moreno, 2010: 269; Matchaba-Hove & Vambe, 2014: 31; Rauch et al., 2009: 77).  

In this study the only dimension that has an effect on business growth and business 

development is competitive advantage. 

 

4.2.8  Development needs of entrepreneurs 

 

Most of the women entrepreneurs have been trained by either a government agency 

or the private sector.  Those that have been trained received training in management 

skills, communication skills as well as technical skills while a large number of women 

indicated a need for training in marketing support.   

 

The women in this study indicated a serious need for financial support and 

infrastructure as well as machinery, tools and equipment. These needs were also 

identified in other studies (Ernst & Young 2013: 7; National Credit Regulator,       

2010: 10; Tim, 2011). Some of the problems why women have not received the 

necessary assistance are because the vast majority were not aware of any 

organisations specifically established for women entrepreneurs. This has also been 

found in other studies (Anon, 2012; Chiloane-Tsoka, 2011: 3577).  The women that 

were aware of these organisations indicated that they mostly received education and 

training from them. 
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4.3 RECOMMENDATIONS 

 

The Department of Trade and Industry (2005: 24) identified the following areas for 

support programmes to be developed:  

 

 Providing of business information; 

 Entrepreneurship training and education; 

 Access to financing; 

 Access to international trade; 

 Access to research and statistics; 

 Economic literacy development and capacity building of rural women. 

 

In view of the results found in this paper, it is recommended that the government 

focuses on women entrepreneurs and the development needs they might have.  

According to Tim (2011: 18), it is also necessary for South Africa to have accurate 

statistical information. 

 

Despite the fact that the South African government has established organisations to 

assist women entrepreneurs, the women still complain that they do not have any 

support. This could be true as most of the women in this study are not aware of such 

establishments. These establishments are strongly advised to improve on their 

communication and marketing to reach women and inform them of the possible 

assistance that is provided. The establishments should ensure that they are aware of 

the development needs of women entrepreneurs so that they are in the position to 

assist these women with the necessary policies and training programs to reach their 

full potential.   

 

The training programmes should not only focus on current women entrepreneurs, but 

also on potential entrepreneurs. These training programmes should be attractive for 

young women to get involved and give them the encouragement and confidence to 

start and grow businesses. As women are aware of some of the organisations it 

would be better if these organisations are more focused on working together instead 
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of separately.  Women need all the assistance they can get.  If these organisations 

work together, the one will know what the other one does and women would be 

better assisted as there is a wider range of assistance as well as knowledge to what 

women need.   

 

In figure 4.1 it shows the preferred initiatives government can take on to improve the 

regulation (Ernst & Young report, 2013: 8). 

 

Figure 4.1: Preferred single initiative to improve regulation 

 

Source: Ernst & Young report (2013: 8) 

 

Various studies have been done on the profile of women entrepreneurs and their 

motivations, challenges and development needs, but not sufficient studies have been 

done on other contributing factors, such as women‟s commitment, entrepreneurial 

orientation, job satisfaction, life satisfaction, perceived success and the relationship 

between these factors. 

 

The internal and external factors that are affecting the above mentioned should be 

investigated in order to understand women entrepreneurs.  Women should be 

encouraged through policies and regulations to start a business and to be committed 

towards the business. Women want to be acknowledged for their accomplishments.  

There should be more events to honour women entrepreneurs. 

 

Factors that affect the entrepreneurial orientation definitely need to be analysed to 

understand what drives women.  The separate dimensions of entrepreneurial 

orientation also need to be understood and determine which are seen as the most 
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important dimensions for women entrepreneurs.  This will have an effect on women‟s 

success as well as their level of satisfaction.   

 

This is important as the level of satisfaction will also have an influence on women‟s 

success and then the level of success will again have an impact on the level of 

satisfaction.  This is an ongoing cycle.  

 

Therefore women needs to be understood, as women are very important for 

economic growth, it is necessary to assist women to have high levels of satisfaction 

as this will lead to high success levels.  High success rates will lead to women 

creating more job opportunities and decrease the poverty rate as well as the 

unemployment rate. 

  

4.4  CRITICAL EVALUATION OF THE STUDY 

 

The success of this study is based upon realising the primary and secondary 

objectives, as indicated in section 1.3 of this study. 

 

4.4.1 PRIMARY OBJECTIVES RE-VISITED 

 

The primary objective of this study is to investigate women entrepreneurs in Gauteng 

and to make practical recommendations to enhance women entrepreneurship in 

South Africa. 

 

4.4.2 SECONDARY OBJECTIVES RE-VISITED 

 

 To gain insight into women entrepreneurship by means of a literature study; 

 To study the profile and characteristics of women entrepreneurs in South Africa; 

 To study the business structure of women-owned businesses in South Africa; 

 To determine the level of organisational commitment of women entrepreneurs in 

South Africa; 

 To determine the dimensions of entrepreneurial orientation of women 

entrepreneurs in South Africa; 
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 To study the level of job satisfaction of women entrepreneurs in South Africa; 

 To study the level of life satisfaction of women entrepreneurs in South Africa; 

 To determine the perceived success of women entrepreneurs in South Africa; 

 To determine the development needs of women entrepreneurs in South Africa; 

 To study the relationships between the different aspects of women entrepreneurs 

in South Africa; 

 To make practical recommendations to enhance women entrepreneurship in 

South Africa. 

 

The first secondary objective namely, to gain insight into women entrepreneurship by 

means of a literature study, was achieved through a comprehensive literature study 

in chapter two.  This chapter supplied a structured understanding of women 

entrepreneurship. 

 

The second secondary objective, namely to study the profile of women entrepreneurs 

in South Africa, was realised through the empirical research discussed in chapter 

three and then concluded in chapter four. 

 

The third secondary objective, to study the business structure of women-owned 

businesses in South Africa, was realised through the empirical research discussed in 

chapter three and then concluded in chapter four. 

 

The fourth secondary objective, namely to determine the level of organisational 

commitment of women entrepreneurs in South Africa, was realised through the 

investigation in chapter two and the empirical research in chapter three that was 

concluded in chapter four. 

 

The fifth secondary objective, to determine the dimensions of entrepreneurial 

orientation of women entrepreneurs in South Africa, was realised through the 

investigation in chapter two and the empirical research in chapter three that was 

concluded in chapter four. 
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The sixth secondary objective, to study the level of job satisfaction of women 

entrepreneurs in South Africa, was realised through the investigation in chapter two 

and the empirical research in chapter three that was concluded in chapter four. 

 

The seventh secondary objective, to study the level of life satisfaction of women 

entrepreneurs in South Africa, was realised through the investigation in chapter two 

and the empirical research in chapter three that was concluded in chapter four. 

 

The eighth secondary objective, to determine the perceived success of women 

entrepreneurs in South Africa, was realised through the investigation in chapter two 

and the empirical research in chapter three that was concluded in chapter four. 

 

The ninth secondary objective, to determine the development needs of women 

entrepreneurs in South Africa, was realised through the investigation in chapter two 

and the empirical research in chapter three that was concluded in chapter four. 

 

The tenth secondary objective, to study the relationships between the different 

aspects of women entrepreneurs in South Africa, was realised through the 

investigation in chapter two and the empirical research in chapter three that was 

concluded in chapter four. 

 

The last objective, to make practical recommendations to enhance women 

entrepreneurship in South Africa, was achieved through the results obtained during 

the empirical research discussed in chapter three concluded in chapter four. The 

results of this empirical research led to the development of practical 

recommendations as presented in this chapter. 

 

Through the achieving of all secondary objectives it can therefore be concluded that 

the primary objective namely, the primary objective of this study is to investigate 

women entrepreneurs in Gauteng and to make practical recommendations to 

enhance women entrepreneurship in South Africa, was achieved. 
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4.5  SUGGESTIONS FOR FUTURE RESEARCH 

 

The fact that there were discrepancies found between the literature study and the 

empirical research, is enough reason to say that future research on women 

entrepreneurs is needed in South Africa.  A broader understanding of women 

entrepreneurs is needed to understand all the factors that are affecting women in 

South Africa in order to be able to provide them with the necessary assistance.   

 

The following topics concerning women entrepreneurship in South Africa deserve to 

be investigated further: 

 

 The specific development needs of women entrepreneurs in the formal and 

informal sector; 

 The dimensions of entrepreneurial orientation for women entrepreneurs in the 

formal and informal sector; 

 The factors that affect women‟s job and life satisfaction in the formal and informal 

sector; 

 The factors that are affecting women's perceived business success in the formal 

and informal sector; 

 To distinguish between women in the formal and informal sector; 

 Investigate how commitment, satisfaction, dimensions of entrepreneurial 

orientation and business success affects each other; 

 How to strengthening women entrepreneurs‟ participation in the international 

trading market; 

 Strategies for growth in women-owned enterprises; 

 The effectiveness of government initiatives to support women entrepreneurship; 

 To investigate if the new Department of Trade and Industry Initiative of the 

organisations working together to assist women entrepreneurs are a success; 

 Strategies for women entrepreneurs to survive in a constant growing economic 

environment (globalisation, changing economic environment, changing 

technology). 
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4.6  SUMMARY 

 

The purpose of this chapter was to conclude the empirical study by identifying certain 

factors that affects women entrepreneurship. A detailed description of the women 

entrepreneur was presented by means of the biographical information as well as the 

structure of the business. 

 

The level of organisational commitment, entrepreneurial orientation, job satisfaction, 

life satisfaction, perceived business success, as well as the relationships between 

these factors have been concluded in this chapter. Specific needs of women 

entrepreneurs have also been identified in this chapter. 

 

The empirical research was analysed and discussed in full.  Recommendations were 

formulated in order to enhance women entrepreneurship in South Africa. The 

empirical research was critically evaluated to determine if the primary and secondary 

objectives were achieved.  Recommendations for future research were also provided. 
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SECTION A: COMMITMENT 

 

The following statements concern your attitude towards your commitment to the 
business.  

 

Please rate the extent to which you agree or disagree with the following statements by making an 

“X” over the appropriate number on the 1 to 5 point scale next to the statement. 

Please take note that 1 = Strongly disagree and 5 = Strongly agree. 

 

1 = 

Strongly disagree 

2 = 

Disagree 

3 = 

Neutral 

4 = 

Agree 

5 = 

Strongly agree 

 

 STATEMENT SCALE 

A1 I would be happy to spend the rest of my career with the business. 1 2 3 4 5 

A2 I enjoy discussing the business with people outside it. 1 2 3 4 5 

A3 I feel as if the business’ problems are my own. 1 2 3 4 5 

A4 I do not think I could become as attached to another business as I 

am to the business. 
1 2 3 4 5 

A5 I feel like “part of the family” at the business. 1 2 3 4 5 

A6 I feel emotionally attached to the business. 1 2 3 4 5 

A7 The business has personal meaning for me. 1 2 3 4 5 

A8 I feel a strong sense of belonging to the business. 1 2 3 4 5 

A9 It would be hard for me to leave the business right now even if I 

wanted to. 
1 2 3 4 5 

A10 My life would be disrupted if I decided I wanted to leave the 

business now. 
1 2 3 4 5 

A11 I am afraid of what might happen if I quit my job (leaving the 

business) without having another one lined up. 
1 2 3 4 5 

A12 It would be costly for me to leave the business now. 1 2 3 4 5 

 

 



 

1 = 

Strongly disagree 

2 = 

Disagree 

3 = 

Neutral 

4 = 

Agree 

5 = 

Strongly agree 

 

A13 Right now, staying with the business is a matter of necessity as much 

as desire. 
1 2 3 4 5 

A14 I feel that I have few options to consider leaving the business. 1 2 3 4 5 

A15 One of the serious consequences of leaving the business would be 

scarcity of available alternatives. 
1 2 3 4 5 

A16 One of the major reasons I continue with the business is that leaving 

would require personal sacrifice – another business may not match 

the overall benefits I have. 

1 2 3 4 5 

A17 I think that people these days move from organisation to 

organisation too often. 
1 2 3 4 5 

A18 I believe that a person must always be loyal to his/her organisation. 1 2 3 4 5 

A19 Jumping from organisation to organisation seems unethical to me. 1 2 3 4 5 

A20 I believe that loyalty is important and therefore I feel a strong sense 

of moral obligation to remain. 
1 2 3 4 5 

A21 If I get another offer for a better job elsewhere I would not feel it 

was right to leave the business. 
1 2 3 4 5 

A22 I was taught to believe in the value of remaining loyal to one 

organisation. 
1 2 3 4 5 

A23 Things were better in the days when people stayed with one 

organisation for most of their careers. 
1 2 3 4 5 

A24 I think that wanting to be “a company man” or “company women” is 

sensible. 
1 2 3 4 5 

 

 

 

 

 

 

 

 

 



 

SECTION B: ENTREPRENEURIAL ORIENTATION 

 

The following statements concern your attitude towards the entrepreneurial orientation 
of the business.  

 

Please rate the extent to which you agree or disagree with the following statements by making an 

“X” over the appropriate number on the 1 to 5 point scale next to the statement. 

Please take note that 1 = Strongly disagree and 5 = Strongly agree. 

 

1 = 

Strongly disagree 

2 = 

Disagree 

3 = 

Neutral 

4 = 

Agree 

5 = 

Strongly agree 

 

 STATEMENT SCALE 

B1 Employees in the business have enough autonomy to do their job 

without continual supervision to do their work. 
1 2 3 4 5 

B2 The business allows employees to be creative and try different 

methods to do their job. 
1 2 3 4 5 

B3 Employees in the business are allowed to make decisions without 

going through elaborate justification and approval procedures. 
1 2 3 4 5 

B4 Employees in the business are encouraged to manage their own 

work and have flexibility to resolve problems. 
1 2 3 4 5 

B5 Employees in the business seldom have to follow the same work 

methods or steps while performing my major tasks from day to day. 
1 2 3 4 5 

B6 
The business regularly introduces new services/products/ processes. 1 2 3 4 5 

B7 The business places a strong emphasis on new and innovative 

products/ services/processes. 
1 2 3 4 5 

B8 The business has increased the number of services/products offered 

during the past two years. 
1 2 3 4 5 

B9 The business is continually pursuing new opportunities. 1 2 3 4 5 

B10 Over the past few years, changes in our processes, services and 

product lines have been quite dramatic. 
1 2 3 4 5 

B11 In the business there is a strong relationship between the number of 

new ideas generated and the number of new ideas successfully 

implemented. 

1 2 3 4 5 

  



 

1 = 

Strongly disagree 

2 = 

Disagree 

3 = 

Neutral 

4 = 

Agree 

5 = 

Strongly agree 

 

B12 The business places a strong emphasis on continuous improvement 

in products/service delivery/processes. 
1 2 3 4 5 

B13 The business has a widely held belief that innovation is an absolute 

necessity for the business’ future. 
1 2 3 4 5 

B14 The business seeks to maximise value from opportunities without 

constraint to existing models, structures or resources. 
1 2 3 4 5 

B15 When confronted with uncertain decisions, our business typically 

adopts a bold posture in order to maximise the probability of 

exploiting opportunities. 

1 2 3 4 5 

B16 In general, the business has a strong inclination towards high-risk 

projects. 
1 2 3 4 5 

B17 Owing to the environment, the business believes that bold, wide-

ranging acts are necessary to achieve the business’ objectives. 
1 2 3 4 5 

B18 
Employees in the business are often encouraged to take calculated 

risks concerning new ideas. 1 2 3 4 5 

B19 
The term ‘risk-taker’ is considered a positive attribute for employees 

in our business. 1 2 3 4 5 

B20 
The business is very often the first to introduce new products/ 

services/processes. 1 2 3 4 5 

B21 
The business typically initiates actions that competitors respond to. 1 2 3 4 5 

B22 The business continuously seeks out new products/processes/ 

services. 
1 2 3 4 5 

B23 The business continuously monitors market trends and identifies 

future needs of customers. 
1 2 3 4 5 

B24 In dealing with competitors the business typically adopts a very 

competitive undo-the-competitor "posture. 
1 2 3 4 5 

B25 The business is very aggressive and intensely competitive. 1 2 3 4 5 

B26 The business effectively assumes an aggressive posture to combat 

trends that may threaten our survival or competitive position. 
1 2 3 4 5 

B27 The business knows when it is in danger of acting overly aggressive 

(this could lead to erosion of our business's reputation or to 

retaliation by our competitors). 

1 2 3 4 5 

 



 

SECTION C: JOB SATISFACTION 

 

The following statements concern your attitude towards your job satisfaction in the 
business.  

 

Please rate the extent to which you feel (dis)satisfied with the following statements by making an 

“X’ over the appropriate number on the 1 to 5 point scale next to the statement.  

Please take note that 1 = Strongly disagree and 5 = Strongly agree.  

 

1 = 

Strongly disagree 

2 = 

Disagree 

3 = 

Neutral 

4 = 

Agree 

5 = 

Strongly agree 

 

 STATEMENT SCALE 

C1 Being able to keep busy all the time. 1 2 3 4 5 

C2 The chance to work alone on the job. 1 2 3 4 5 

C3 The chance to do different things from time to time. 1 2 3 4 5 

C4 The chance to be “somebody” in the community. 1 2 3 4 5 

C5 The way I handle the co-workers (or subordinates). 1 2 3 4 5 

C6 My competence in making decisions. 1 2 3 4 5 

C7 Being able to do things that don’t go against my conscience. 1 2 3 4 5 

C8 The way my job provides for steady employment. 1 2 3 4 5 

C9 The chance to do things for other people. 1 2 3 4 5 

C10 The chances to tell people what to do. 1 2 3 4 5 

C11 The chance to do something that makes use of my abilities. 1 2 3 4 5 

C12 The way the business policies are put into practice. 1 2 3 4 5 

C13 My pay and the amount of work I do. 1 2 3 4 5 

C14 The chances for advancement or growth on the job. 1 2 3 4 5 

C15 The freedom to use my own judgement. 1 2 3 4 5 

C16 The chance to try my own methods of doing the job. 1 2 3 4 5 

C17 The working conditions. 1 2 3 4 5 

C18 The way my co-workers get along with each other. 1 2 3 4 5 



 

1 = 

Strongly disagree 

2 = 

Disagree 

3 = 

Neutral 

4 = 

Agree 

5 = 

Strongly agree 

 

C19 The praise or satisfaction I get for doing a job. 1 2 3 4 5 

C20 The feeling of accomplishment I get from my job. 1 2 3 4 5 



 

SECTION D: SATISFACTION WITH LIFE 

 

The purpose of this section is to assess how you view your satisfaction with life. The 
following are statements of life satisfaction that you may agree or disagree with.  

 

Please rate the extent to which you disagree or agree with the following statements by making an 

“X” over the appropriate number on the 1 to 5 point scale next to the statement. 

Please take note that 1 = Strongly disagree and 5 = Strongly agree. 

 

1 = 

Strongly disagree 

2 = 

Disagree 

3 = 

Neutral 

4 = 

Agree 

5 = 

Strongly agree 

 

 STATEMENT SCALE 

D1 In most ways my life is closely to my ideal. 1 2 3 4 5 

D2 The conditions of my life are excellent. 1 2 3 4 5 

D3 I am satisfied with my life. 1 2 3 4 5 

D4 So far I have gotten the important things I want in life.  1 2 3 4 5 

D5 If I could live my life over, I would change almost nothing. 1 2 3 4 5 

D6 Life is worth living. 1 2 3 4 5 

D7 All in all, I am satisfied with my life these days. 1 2 3 4 5 

 

 



 

SECTION E: PERCEIVED BUSINESS SUCCESS 

 

The following statements concern your perception of the success of the business.  

 

Please rate the extent to which you agree or disagree with the following statements by making an 

“X” over the appropriate number on the 1 to 5 point scale next to the statement. 

Please take note that 1 = Strongly disagree and 5 = Strongly agree. 

 

1 = 

Strongly disagree 

2 = 

Disagree 

3 = 

Neutral 

4 = 

Agree 

5 = 

Strongly agree 

 

 STATEMENT SCALE 

E1 The business has experienced growth in turnover over the past 

few years. 

1 2 3 4 5 

E2 The business has experienced growth in profit over the past few 

years. 
1 2 3 4 5 

E3 The business has experienced growth in market share over the 

past few years. 

1 2 3 4 5 

E4 The competitive position of the business has improved over 

the past few years. 
1 2 3 4 5 

E5 The effectiveness (doing the right things) of the business has 

improved over the past few years. 

1 2 3 4 5 

E6 The efficiency (doing things right) of the business has improved 

over the past few years. 
1 2 3 4 5 

E7 In the business employees are viewed as the most valuable 

asset of the business. 

1 2 3 4 5 

E8 The employees are highly committed to the business. 1 2 3 4 5 

E9 The moral (job satisfaction) of the employees has improved 

over the past few years. 

1 2 3 4 5 

E10 The image (stature) of the business, relative to the competitors, 

has grown over the past few years. 
1 2 3 4 5 

 

 



 

1 = 

Strongly disagree 

2 = 

Disagree 

3 = 

Neutral 

4 = 

Agree 

5 = 

Strongly agree 

 

E11 During difficult economic periods, investments in research and 

development/innovative projects continue and no significant 

financial cuts are made. 

1 2 3 4 5 

E12 The business has experienced growth in employee numbers 

over the past few years. 
1 2 3 4 5 

E13 The business is profitable. 1 2 3 4 5 

E14 I regard the business as being financially successful. 1 2 3 4 5 

E15 The financial wellbeing of the business is secure. 1 2 3 4 5 

 

 

 

 

 

 

 

 

 

 

 

 



 

SECTION F: DEVELOPMENT NEEDS OF WOMEN 

ENTREPRENEURS 

 

Mark the applicable block with a cross (X). Complete the applicable information. 

 

F1 Have you ever been trained or developed by either a government 

agency or the private sector? 

Yes 

 

No 

 

 If yes, name the institution: 

 

 

 

 Indicate the type of training that you received. 

 Technical skills (i.e. hand crafting)  

 Communication skills  

 Accounting skills  

 Management skills  

 Technological skills (computers)  

 Other: (Please specify) 

 

 

 

 

 

F2 Do you know any organisation which is specifically established for 

women entrepreneurs? 

Yes 

 

No 

 

 If yes, what is the name of that organisation? 

 

 

 

 How does the organisation helps to develop women entrepreneurs in their activities? 

(Choose one or more.)  

 Provides education and training  

 Provides financial assistance  



 

 Supports/enables networking with other women entrepreneurs  

 Provides access/exposure to motivational speakers/role models  

 Provides business information  

 Other: (Please specify) 

 

 

 

 

  



 

F3 Indicate your specific needs. (Choose one or more.) 

 Financial support   

 Training/knowledge/skills  

 Tools, equipment, machinery  

 Business advice, information, counselling, mentoring  

 Marketing support  

 Suitable business premises  

 Growth Support  

 Technical support  

 Psychological support  

 Networking with other business owners  

 Infrastructure (roads, telephone, electricity)  

 Legal support  

 Women entrepreneurship specific based policies for the area.  

 Other: (Please specify) 

 

 

 

 



 

SECTION G: PERSONAL INFORMATION 

 

The following information is needed to help us with the statistical analysis of the data for 

comparisons among different demographic variables. We appreciate your help in providing this 

important information. 

 

Mark the applicable block with a cross (X). Complete the applicable information. 

 

G1 In which age group do you fall? ≤ 29 30 - 39 40 - 49 50 - 59 60+ 

 

G2 What is your gender? Male Female 

 

G3 What is your marital status? Single Married Divorce Widow(er) 

 

G4 State your highest academic qualification. Mark the applicable block with a cross (X). 

 Lower than matric  

 Matric  

 Certificate  

 Diploma (Technical College or Technicon)  

 University degree  

 Post graduate degree  

 

G5 State other jobs/careers before you entered the business (if applicable)  

 Specify  

 

 



 

SECTION H: STRUCTURE OF THE BUSINESS 

 

This section should be completed by the owner-manager of the business. 

 

Mark the applicable block with a cross (X). Complete the applicable information. 

 

H1 How many permanent employees are employed by the business? 

 1-4 5-10 11-25 26-50 51-100 101-200 201-500 500+ 

 

H2 What is the turnover of the business per year? 

 < R1 m R1 – R2.5 m R2.5 – R10 m R10 – R50 m R50 – R100 m > R100 m 

 

H3 In which industry does the business operates? 

 Automotive Agriculture Farming Construction  Food 

 Real estate Retail Wholesale Manufacturing Services 

 Other: (Specify): 

 

H4 Is the business a family business (more than one family 

member involved in the business)? 

 

Yes 

 

No 

 

H5 What is the age of the business (years)? 

 Specify:  

 

H6 What is the legal status of the business? 

 Proprietorship Partnership Company (private) Company (public) 

 Close Corporation Co-operative Business Trust Franchise 

 Other or combination (specify): 

 

THANK YOU FOR YOUR TIME. 
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