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- Abstract
Although women, especially in the United States, have been choosing small-business
ownership attempting to escape their inequality in the labor market, small businesses

owned by women tend to be less successful than those owned by men. o

This research is considered to be an observation research based on secondary data and in
a way some primary data defining the barriers facing the success of self-employed
women in the US and 1n Lebanon. In other words this topic is looking into women’s
entreprehéurship that has beenvincreasing from year to year in the American market as

well as regionally and internationally, more specifically the service sector.

The 1iteraturé surrounding the topic suggests that women's entry into small capitalism :
resulted from their movement into expandihg, but highly compétiti_ve, indust-rialv ni;chés
that are relatively unattractive to men, like consulting, training, and development. These
woman-owned businesses are concentrated within traditionally female-typed fields with

lower average business receipt's> than male-typed fields

This paper brings together the different points of views in order to shed light on women's.
inability to gain greater parity with men in the small-business arena in Lebanon as well as

in the United States.

The purpose of this study is to investigate gender differences in initial motivations for

starting a business in USA and Lebanon, and finding solutions for women’s problems.
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Chapter One:

Introduction

1.1 General Béckgrdund

Women in the United States have faced severﬁl barriers in Businéss throughout the
history.-Women were characterized as less capable ‘than_men in opening their own businesses. In
addition, current employment statistics reveal that women remain diéadvantagéd in the
workplace. Women constitute a majority of low-paid employees, remain a minority of
managerial and professional staff, aﬂd are excluded from some sectors of employment. A
signiﬁcaht gap remains between the rates of pay for womien and for men across the world. In

addition, in self-owned business, women face some barriers especially in Lebanon.

1.2 Need for the Study

The need for the study is to uncover the barriers that face women in the workplace. Self-
employed women face a variety of barriers in rthe business fields especially in Lebanon. In this
stﬁdy, we éré going to she(i the light on these aspects in both the Lebanese and the Americaﬁ

market.
1.3 Purpose ofithe Study

The purpose of this study is to report about the barriers facing self-employed women in
the United States. Specifically, the study compares between women business owners and men, in
the United States and Lebanon. To cover this sﬁbject in all its consequences, a s¢1f—administered )
questionnaire will be used to collect data reléting to general informatioﬁ about the women and> |

their business, in addition to their start-up motivations in the US and in Lebanon




~ Clearly, the best tool that helps us understand better the subject and allows us to test the reasons
and consequences is the survey. This business research tool can make us approach to the real -
female behavior in a sample organization and on specified population who are the target

population of this sector. The results will be taken from primary and secondary data.

1.4 Statement of the problem

A lot of articles and papers have been written about women in the labor force; however,
the women entrepreneurship is a relatively new topic. Dual parental and professional roles often
complicate the lives of working mothers, contributing to higher turnover rates and lost

productivity.

In my survey, I am going to assess the barriers that face self-employed women in their
workplace. After diagnosing these barriers, I would like to state sémé ways in order to break
them. The purpose of breaking down these barriers which are preventing new business creation
and growth will hopefully lead the way to increasing the participation of women in the world’s

economy.

1.5 Research Questior_lsr :
1. What is the potential of ‘women to manage their own businesses?
2. What are the possible barriers that face self-employed women in conducting their
businesses?
3. What is the impaét of these barriers on the success of self-employed women in Business?
4. How can we compare the workplace barriers and environment of self-employed women

in both the United States and Lebanon?




1.6 Statement of the hypothesis
Takén altogether, this study attempts to eﬁamine the barriers facing self-employed
women in the US in addition to a s_light definition of the women’s status in Lebanon.‘This will
~ lead us to undersfand the Asubject Wiﬁch all its sifes. —Studryv of such theéis will be supported by
diécussing some examples and interviewing few important American women operating in ithe

US. Thus, the following two hypotheses out of many are tested:

1. There are a number of barriers that are faced by women setting up in business, a number
of which can also affect business growth that include:
a. Traditional views on women’s roles
b. Gender differences

. Lack of appropriate business and financial support
d. The impact of caring and domestic responsibilities
e. The use of inappropriate role models

f. Low levels of confidence and self-esteem.

2. Women in Lebanon are less inclined than women in the US to actively seek self-

employment.




Chapter Two:

Literature Review

2.1 Introduction

Although men know how importanf women are , to their busipesses as coworkers and as
' customers and to their lives as well, fhey still can't figure out a reasonable way to work and live
with the more than 50% of the world that happens to be women. Well, I think throughout my

papér I will be able to help explain this reality just by telliﬁg'few naked truths about the barriers

facing self-employed women.

First T would to tell a story about Margaret, a CEO of FastCompany -a large corporation
in California -and it happens to be a true one. Margaret was riding on the elevator at work when
the doors opened and a young woman got on. A fter a few seconds of the usual silence, she

looked at her and said, "Excuse me. Are you Margaret?"
"Yes," she answered, not knowing what to expect next.

"I just wanted to meet you and shake your hand," the woman said. "TI've never ‘seen a female

CEO before.” !

It's a true story, and it doesn't date from the Middle Ages, or even from last millennium. It

happened in Boston in the year 2000 in the offices of CMGI. And what made it remarkable was

" Heffeman, M. (August 2002). The Female CEO . Fast Company.




that it wasn't unusual: most men and women in business have never seen a female CEO and

-much less worked with one.

And it looked like we were doing so well! (Or at least that's what we told one another.) More
~women than ever before hold senior executive positions and sit on corporate boards. The gap is

becoming less and less; however, an action must be in place.

Every one out of four women earns more than her husband. Women control about 80% of
household spending and, using their own resources, make up 47% of investors. Women buy 81%
of all products and services, buy 75% of all over-the-counter medications, make 81 % of retail
purchaées, and buy 82% of groceries. Women account fbr 80% of household spending. Eighty
percent of the checks written in the United States are signed by women., Forty percent of all
business travelers are women. The;are responsible for 51%.of all travel and consumer-
electronics purchases. Women influence 85% of all automobile purchases. They also head 40%
of all U.S. households with incomes over $600,000 and own roughly 66% of all home-based

businesses. Women have been the majority of voters in this country since 1964.%

If men and women were truly equal at work, then both genders would hold roughly equal A
expectations of what is possible, and what isn't; but the truth is, they don't. Being an MBA
student and working at Goldman Sabhs opened the opportunity for me to discover what 1 éalleci
carlier “naked truths”. I would like to share with you some statistics that have’l:)een exposed to “

me in that area.

Z (n.d.). Retrieved from 2006 statistics: http://www.census.gov/csd/mwb ]




When it comes to MBAs, fewer women than men get married. And fewer womgﬁ MBAs |
have families. On Wall Street, 66% of men with MBAs have famiHés, while 55% of women with
- MBAs do. The message here is simple: Men and women have very different views of what is

manageable because they have very different management rolers.3 :

Women who do have families ultimately ﬁnd that they have fo make other trade-offs,
such as giving up private time, friends, hobbies, or ambition. Pérsonally, I found that as I gave
myself over to my job, I inevitably put my health at risk. It was a choice I had to make: either
take time to myself or give that time to my work. Moreover, in other ways women may have
gone too far in their attempt to fit into the system. People now have to work such long hours that‘_;” v
it seems impossible to find ways to maintain balance. Many corﬁpanies expect their employees to
be available 24/7. 1 know manag¢r$ at Goldman Sachs ‘who never turn off thei_r Blackberries and .. -
others don’t take all their vacation time. In a global wbrld, even though much is accomplished
virtually, people still have to travel to business meetings on the other side of the world.
Unfortunately, it’s not okay to turn travel down if people want to be secure in their upward

progress.

With all of these time demands, I’m concerned about children. Some women are so
engaged with work activities that they’re not home much. I had hoped that with all the efforts
and focus on balance that women climbing ladders would be inhuericing the system more, but
the time d_émands on executives still seem to be out of balance. I know women who never have
dinner with their kids during the working week and don’t sée them until if’s time to put fhem in

bed. This behavior supports an old model of the organization that demands the separation of

3 Chao, L. (12/5/05). For Gen Xers, It.s Work to Live: Finding the Right Job/Life Balance. Wall Street Journdl .




work and home and doesn’t support the values of family life. Moreover, it can send the wrong
message to kids. Women should be able to schedule their calendar so that they are home at least

one night during the working week. f‘

S_orﬁe Wérheﬁ ratiénalize vt}-'xei'r' absence by telling tﬂefnselve’s- that the weekends are for
their kids. Somé women [ know consider doing chores such as grocery shopping on weekends
with their kids as spending quality time with them. Others feel they must continually do
something “special” on weekends. What kids really want is to just hang out with their moms, to
know they’re there, to talk to them, to play with them, or simply to have them be there while they

play with others.

My concern is that women are being excessively influenced by the corporate system and
are shaping their days based on what the Corporate system needs as opposed to what the family
system needs. Historically, most men operated according to the corporate system; it’s women

who have helped change that dynamic, but we need to do more.

“We need women in positions of power, authority and influence. But more importantly we need
women at the top who wiil bring women’s values up the ladder with tilem. We need to keep
éhecks and balances on the systems and on ourselves. We’re the only ones who can influence the
system to change. We wouldn’t have work/life programs if it weren’t for women who took risks
to initiate these programs. But the system won’t continue to change if we don’t continually

challenge organizations around balance issues. Companies might have programs and practices in

4 O'Brien, G. (April 2006). Women's History: How Are You Shaping It?
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place, but do the organizational cultural norms really support balance as péople try to climb the

ladder?” 5

v 2.2 Women in the Workplace: From a His'toricalv Perspective

The twentieth century has witnessed a major development in the role and functions of
women, especially as millions of women all over the world invaded the workplace, trying to
become equal to men in economic indebendence. Many proEieins were faced by women in the
workplace, such as discrimination in payment and promotion. Women groups and legal systems
‘tried their best duringAthe pasf two decades to put an end to these problems, but the most serious
problem among aﬂ was the issue of sexual harassment. Sexual harassment is today considered
like a time bomb, especially in the US, where it is expected to cause huge damages to American
corporations. ‘Sex‘uai harassment is considered to be the major type of discﬁmination Afaced by
women at the workplace, and what makes it more serious is that it is usually hidden and

protected by social taboos and various social, legal and psychological complications.

Many definitions have been made up to describe sexual harassment. Most commonly,
sexual harassment includes a number of actions. Legally, all actions, gestures, movements,
words, verbal or non-verbal expressions that convey sexual messages by a supervisor, co-worker,

employer or subordinate, is classified as sexual harassment.

"3 O'Brien, G. (April 2006). Women's History: How Are You Shaping 1t?




2.3 National Perspective

Between 1990 and 2003,. rates of female self-employment grew in only five OECD

* countries. Sinall' i'ncrease;s, occurred in Canada and P’()rtugal"and larger increases occurred in the
Czech Républic, Mexicor and the Slovak Republic:‘. Rates of ;nale self-employment rose in ten
OECD countries, i.n sméll amounts in Belgium, Canada, Italy, Mexico, Portugal, Sweden and
Switzerland and significantly in Czech Republic, Slovak Republic and Germany. Rates of female
self-employment are higher than the equivalent male rate in only three OECD countries: Tﬁrkey,
Japan and Mexico. A more useful international benchmark can be gained through a group of five
nations (USA, Canada, Fi‘anc’:e, Germany, and Ireland) using self-employment and TEA ratés as
the measure of relative change. In comparison with these five hqtions, the UK female self-

“employment rate (7.8%) lies just above theaverage (7.6%); above the USA, Francé.and Ireland,
but below Germany and Canada. The female TEA rate'in the UK (3.9%) is lower than the

average (5.3%); above Germany and France, but below the USA, Canada and Ireland. 6

- 2.4.1 The United States
Self-employment in the US totals 8,490,000 (6.4% of total employmént); male self-
employment accounts for 5,124,000 (7.3% of total male employment) and female sglf—
employment accounts for 3,366,000 (5.4% of total female employment). The female share of
self-employment has increased modestly but consistently over the past thirty years, from 26.8%
-in 1976 t’ovthe current level of 39.6%.7 This éoﬁtrasts with the UK Awhére the female share of self- -

employment has been more or less static, at around 26% —A27% for the past twenty years. Despite

¢ Shaw, Dr. E. (2006, November). Department of Trade and Industry. Retrieved from Department of Marketing :
http:/fwww.dti.gov.uk ’




this, female self—émployment as a proportion of total female employment (i.e. the rate of self-
employment) is higher in the UK (7.8%) than in the USA (6.1%). Female rates of self-

employﬁlent in the UK have been consistently higher than-those in the US for over 15 years. ’

2.5 Sexual Harassment against Women at the Workplace:

According to the statistics published in 1996, more than 94% of all sexual harassment
cases in courts are filed by women. Hence, sexual harassmént is considered to be a serious threat
at the workplace that leads to the vic‘;imization of women. According to this definition, sexual
hafassment incorporates a large number of actions or behaviors, some of which may be vefy
controversial. For example, pressing an emplbyee to provide sexual favors in order to get a
promotion is definitely a case of sexual harassment, but at the same time, sexual jokes may be a
different issue. For some people, sexual jokes may be fun, but for others, they may be an insult.-
Moreover, a person might. consider a certain joke funny at some time, but insulting at others,
depending on who said it and the occasion it was said on. Women who come from different .
Backgrounds tend to have different perceptions of sekual meésages. Hence, a messagé that is

positively regarded by a woman is negatively regarded by another, depending on the type of

message, and the social norms and traditions of the organization and the workplace.

Social norms and traditions in an organization are known as organizational culture. With
respect to sexual harassment, different organizations tend to have different cultural values. For
example, formal organizations tend to suffer less from sexual harassment, especially that

relations among members of the organization are ruled by fiiore regulations, but this does not

7 Shaw, Dr. E. (2006, Novem‘ber). Department of Trade and Industry. Retrieved from Department of Marketing :
http://www.dti.gov.uk
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mean that such formalities may eliminate sexual harassment. Similarly, informal organizations
may witness higher rates of sexual harassment, since relations among member’s;‘-;re easier to.

: bulld but at the same time, 1nfonna11ty might also create a spirit of respect and cooperatlon'
»Wthh reduces sexual harassment Therefore, formal ‘and- 1nformal structuresAalone are. not , -

indicative of sexual harassment in organizations.

A more serious factor, however, is the way the management perceives sexual harassment.
It has been noticed that organizations whose management sets strict rules related to sexual
harassment are very less likely to suffer from problems of sexual harassment, whereas those

which lack such rules, are more Iikeiy to face problems with sexual harassment.

Legally, sexual harassment is considefed_ to be one of the most tricky issues faced by -
drganizations and women, and therefore i)ushing the women to hire less women. While everyone
knows that sexual harassment is taking place, it is almost impossibleto prove it, especially that
there are usually no evidence or witnesses. However, many legal systems, especially in the US,
have made a maj or improvement in favor of women, allowing them to file cases against vtheir
companies, even if theyr did not have evidence or witnesses. The decision made by the court,

however, would depend on hearings of both sides, that is, the Victim and the harasser.

In addition to this, sexual rharassment cases are considéred to bé among the most
troublesome in legal courts for companies. One reason-is that sexual harassmenf leads to fines in
\ million's'of dollars. The largest case so_‘f<ar was filed égainst US Mitsu‘bishi Corporation in 1996
Wheré more than 90% of the female workers at the company filed sexual harassment suits against

- the company. The company tried to settle by paying $800 million to compensate these women )

11




for the damages and at the same time to prevent its image from being destroyed. The case has not

yet been settled.

A

While the legal System' is. more lenient With women 1n sexual hafassment- cases, mainly to
urge companies to adopt strict bolicieé against haraésfnent, the problerﬁ is that several cases have
shown that sexual harassment cases may be utilized in order to blackmail money from the
orgaﬁization. Since organizations are not capable of defending themselves effectively against
sexual harassment in courts because no hard evidence is required, most corporations are now
making major changes in their policies. The majority of corporations, trying to avoid sexual
harassment, are now trying to establish firm rules againsf sexual harassment so that this problem
cén be dealt with inside the ‘pompeixiy instead of law courts. Hence, if a female worker complains
to the administratidp, her case is discussed and decided by the management to provide the %/ictim

‘with her rights rather than letting the case reach the legal courts.

Recently, an important legal development was made. Female workers weré not only
protected against sexual harassmé;t ffom rrvnembérsiof the organization, but élso from customers
or other individuais related to the organization. Hence, if a salesw‘oman is harassed by a
customer, the employer is held respohsiblc.' The 'consequences of this rule are clear. Employers
are ho longer expected to push their female employees to iprovide important customers with

sexual favors to make business, especially that the fines are immense.

The issue of sexual harassment, despite the increasing legal developments that are
intended to restrict it, is still considered tQ be a major disadvantage for women in the workplace.
Psychologically, sexual harassment has very destructive consequences on women. Women who

are victims of sexual harassment tend to suffer from very low-esteem and high levels of stress

12




which results in very low productivity in general. Moreover, many of them tend to suffer from
depression as they are unable to cope with their situations at the workplace. Furthermore, sexual
harassment tends to affirm the superiority and the power of males on females, which results in

lower self-image among women.

In addition to this, womenr are usually repressed when they are sexually harassed. Most
-women who legally sue their companies are eventually fired from their joBs because they are
seen as hostile to the interests of the company. Moreover, even if they are not fired, these women
are exposed to a lot of pressures from their employers, co-workers and other employees to the

extent that they become unable to cope with their workplaces.

Another pfoblem with sexual harasément is that when a woman gets involved in a legal
suit and eventually leaves her j ;)b,r shé:is nof givén the oppoﬁunity to get another job, because
" other companies will consider her as a threat to them an(i their employees. Hence, even in the
best cases, that is, when a woman wins the case, she is alienated and punished by being depri?ed

of getting another opportunity.

‘ The fact that women have entered the workplace strongly is cerfainly a major social
cﬁange in modern Civiliiétion. However, many i'mp'egiments still stand in the way, and sexual
harassme‘nt.is one of these major impediments.. Yet, the issue of sexual harassment is improving
very quickly, especially as major legal improvements are introduced into world systems. Hence,
women will eventually enj oy more n'ghts ana will suffer from less discrimination in the

7 workplace. Such a éhange will not only reduce thé.: psychological, ‘eco*nonﬁc ‘and social burdens

of women, but it will also help mobilize women as a workforce in society, which in the end will

lead to a better social situation for women. Obviously, different societies are witnessing different

13




levels of improvement in this issue, depending on the social complexity of these societies, and
the level of women’s involvement in the workplace Finally, as pressures grow against the issue
of sexual haras‘sment more changes are expected to take place in world societies, espemall& m -
the industrial eountrles where this issue is considered tobe a maJor problem with serious legal
and social conseqltences and dimensions. Sexual harassment, although a problem in itself, is
nonetheless going to be a major movtng force that will result in important social changes for

women, especially in the workplace, at present, and in the long run.

2.6 A Loek over Women in the Workplace

W}tile politically, socially, and economicallyv women have achieved a major
accompli)stn}nent by tnvading the workplace and- the career work, this has in fact also created a
new social i)roblem that many families face today around the world, naﬁlely the impact on the

wellbeing of children who belong to families where the mot}ter work.

Millions of mothers work, regardless their social status and cultural background. Many
mothers work because they are in need of financially supporting their families whereas many
others work because they are career-oriented and are searching for self-realization. Still, many

work because they feel bored and believe that the housewife role is not sufficient for them °

Regardless why women work, the fact is that children whose mothers work face a social
family life that differs in tnany ways from those lived by children whose mothers do not work.

“While the conservative groups in society have called for maintaining the role of mothers as

¥ Harrison, Bryan. (1999). “Families pay the price for women’s liberation.” Infaunotics inc., Online. -
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mothers, yet, the fact remains that millions of mothers still go to work, even when they are aware

of the consequences on their children, mainly because they have no other choice or because they

’ o

believe that they can 'cope.

Because the issue of Working women is one that has always attracted attention and been

the subject éf debate for many years among the conservatives and liberals, a numerous literature
review is available on this subject. The problem, howevqr, is that much of this lit;:ratufe is
biased, that is, based on political considerations and objectives such that the conservatives or the

- liberals a.im rat using it to support their own debates and points of view. Yet, man;researches
have been also conducted to study thé realities ofthls issue, and the results have shbwn

discrepancies among the patterns existing in families where mothers worked.

Typically, the children of a Workiﬁg mother teﬁd to be more assertive and aware of their
roles and identities at an earlier.age. The daughters, fof example, grew up to be more assertive
and self-confident. The daughters of working women also tend to be aware of the equality
between men and women; and eventually, many of these girls themselves became working
mothers when they established their famﬂies. The sons of working mothers were also aware of
equality between men and women. Generally, the children of working mothers:, regardless of
their gender, believed and understood that worﬁen and men are equally competent at work. Yet,
tﬁe impact on girls seems to be more clear, especially with respect to the gender role
identification and degree of maturity. Girls of working mothers fend to score higher on all these

levels than the daughters of non-working mothers.

Another positive general pattern was that the husbands of working mothers tend to be

more involved in child-rearing and mothering functions in order to support the mother’s efforts
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and to make up for her absence during work. Generally, husbands of working women have more
liberal and positive attitudes towards women and they tend to perceive their wives more

positively than they perceive housewives °

On the dther hénd, there arer éls‘o.negatixilevpatterhvs fhat havé Been dé;;ectgd'. Té start with,
it has been noﬁced that in many céses, when the mother feels guilty aboﬁt doing and enjoying her
work, she tends to over-indulge her children’s behavior as compensation, and eventually leading
to poor mothering. These children tend to b§ spoiled, thus developing problems in their peer

relations. '

Another nggaﬁve pattern noticed among many children is the feeling of rejection.

- Because children depend on attachment to their fnotﬁers in the early years, the fact that their =
mo_thérs choose to go to work rather than stay with them ‘makes these children develop negative
att.itudes about themselves, because their feeling of rejection affects theif self-esteem and self-
image; Feeling abandoned is also another product of mothers’ going to work and this is fér‘ther
complicated when the mothér and father are unable to agree on how to divide responsibilities at
home. Emotional abandonment was moét severely witnessed among childfen whose mothers
were identified as workaholic?s, that is, as moﬂiers fully committed to their work at the exp'éi'lse

of their relationship with theif children.

’ lsmbai], Ghena. (Winter 1997). “Women-headed households in Lebanon.” Al—Rﬁda.

' Recer, Paul. (1999). “Study: No lasting harm for working mom’s kids: Quality of parenting mattersvmoré, experts say.” The

Dallas Morning News, Online.
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An important variable taken into consideration was the time at which mothers returned
home. The children of those who worked late hours had children developing more sophisticated
minds and problem-solving techniques, but at the same time, in-many families, these children

faced r_gqré»émotiohal problems and feeiings of ’abandomﬁeht.

Finally, research on working mothers seems to have reached a conclusion relating to this
issue, namely that it is the quality of mothering and care that matters, not the number of hours

spent with the children'.

2.7 Self-Employed Women in the Workplace

Achieving work-life balance is a complex issue that depends on many variables. It
intenélates with several government policies and programs, and is seen as an essential ingredient
of a proactive social policy; one which invests in people’s capabilities and supports families to
achieve their full potential and contribute to the future development of their societies at all stages

of life'?.

In recognition of the economic and social benefits of promoting work-life balaﬁce,
various federal, provincial,_ and territorial govemments have. established support programs bfor
families and individuals. Also, several employment protecﬁon measures and work arrangements
have found their way into legislatién or negbtiated agreements between employers and

employees.

"' Burby, Liza N. (1999). “Children of workaholics.” Newsday Inc., Online.

2 Williamson, Amold. (1995). Human Resources Development: A Critical Perspective. New York: MacGraw Hill Inc.
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While these programs have benefited many parents, others remain challenged by their
inability to balance family requirements and work commitments. Women are disproportionately

represented in this group with serious consequences for their physical and/psychological health"®.

Available evidence suggests that despite women’s increased participation in the labour
market in the last decade, they are still primarily responsible for housework and caregiving. And,

while men have started to share some of the burden, the persistence of the socially constructed

division of labour within the family and work place has made balancing work and family
responsibilities a major challenge for women. It is no surprise that, despité the gender neutrality
- assumption underlying work-life balance policies, the perception is that it is almost

overwhelmingly a women’s issue.

B3 Zanden, James. (1994). Human Development. New York: MacGraw Hill Inc.
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Chapter Three:
Rgsearch' Design and Methodology
3.1 Population selection and sampling design.

The population for the research consists of all individuals pertaining to students and
employees, of different ages, genders, and educational level in Lebanon and the US. A cross
sectional data of 150 people, is used to study the attitudes towards the barriers of self-employed

women in the workplace.

3.2 Sample Descript_ién and Procedure

Sample selection is a very important criterion in conducting research. Cooper and
Schindler (2003) stated that the sa‘mpleb’s merit determines the generalization of the results.
Therefore, the most important criterion in this study’é sample .Selection was the ability to
increase the validity of the study’s conclusions. The sample of 150 individuals is formed of
rhore fnalés than females. The convenient sample procedure was employed in this study. In
simple convenient sampling, every individual has the same probability of beiﬁg selected and the
selection of one individual in no way affepts the seiection of another individual. In other words,
all individuals in the defined population had an equalr and independent chance éf being selected

for the sample.
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The last part of the questionnaire includes demographic data regarding the respondents’
age, gender, level of education, occupational status, marital status, household inéome, and main

~ residence. The responderit here is asked to choose one answer of multiple choices questions.

Based on the normal distribution theory, the sample would deliver results varying within
+ or - 5% margin of error at 95% confidence level. Hence, an awareness score of 10% may vary

between 5% and 15%.
3.4 Variables

3.4.1 Demographic variables:

The demographic variables studied were composed of the following:

¢ Gender (Attributes: Male and Female)
. University Level (Attributes: Freshman, Sophomore, Junior, Senior)

¢ Position (Attributes: Trade Support, HR Management, Accounting..)

34.2 Selec}ed Variables
¢ Barriers to women in the work place
e Self-employed women in the US

¢ Self-employed women in Lebanon

3.5 Data Analysis
-In order to analyze the data, a conceptual framework must be built. The SPSS (Statistical
~Package for Social Science) ‘was. the software used for‘;ch:é__analysis. Each question" will be havingv

a sihgle table or chart to be analyzed. This statistic program will give the answers after plotting
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the data we got from the respondents. Then the raw data will be coded to be available on charts

and spreadsheet. A sample of the tables and the charts can be viewed in chapter four.
‘Two types of analysis were conducted on the data.
3.5.1 Descriptive Analysis

Descriptive analysis is to be applied first in order to arrange and order the data into a
form that will make it easy to understand and analyze. Frequencies will be used for classification
of the sample. Opinions regarding the attitudes of people towards barriers on self-employed
W'omeﬁ in the workplace and different cross tabulation will be also in use to clarify the
relationship between view, opinion and other independent variables. It includes fr¢qliéncies, and

Cross-Tabs.

3.5.2 Inferential Analysis
Linear regressions will be the basis for this type of analysis. Different models will
- explore the students’ attitudes towards the barriers of self-employed women in the workplace. In

this respect, this regression will establish a relationship among the variables.
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Chapter Four:
Discussion and Analysis
’ 4.1_ ‘Frequency Distribution

First, I would like to start by giving some frequency distribution found through my

survey, and then I will answer the research questions based on those findings.

Frequency distribution is a set of data organized by summarizing the number of times a

particular value of a variable occurs.

Here below are some frequency distributions of the demographic characteristics of the

respondents. Some explanation reported under each frequency distribution.

4.1.1 Demographics

Gender
: Valid - Cumulativ
Freguency Percent |. Percent e Percent
Valid Male 101 67.3 67.3 67.3
Female 49 32.7 32.7 100.0
_ Total 150 100.0 100.0

The abdve table presents the % of the respondents’ gender. 67.3% of the respondents are

male and 32.7% are female. More males were involved because males are more dominate in the

financial sector.
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4.1.2 'What is the potential of women to manage their own businesses?

It is apparent from the results of the study that women have the ability to manage their business
but this potq;tia_l is limited to a variety 01; bémers and constra-ints. The following table ,sheds
light onr this éspeét. From below wve can see thai less. thén 30% disagreed that women cén

manage their own business.

Women's ability to conduct and manage businesses is as good as men's

Frequen Percent Valid Cumulat
‘cy Percent ive
' Percent

a2

When asked why so few women are at the top of corporations, executive women list two

key barriers that CEO’s overlook: “Exclusion from informal networks/communications” and

s 14

“Stereotyping and preconceptions about women’s roles and abilities.

In my opinion, the solution to the first issue is that women must network to gain access. They’ve
got to be in it to win it. Regarding the second issue, it is women’s responsibilities to break these
stereotypes by presenting themselves as leaders. They should “frame” their leadership so others

can see them.

-Based on a 2005 Catalyst study, there is a severe scarcity at the top positions in

Corpoféte America Fortune 500. 75% of Fortune 500 companies report no women as"top,

" (2003). Catalyst Survey: Women in U.S. Corporate Leadership.
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~earners! The graph below shows some important statistics. There are only 8 women CEO in the

US, and less than 50% managerial and professional positions.

A
,'/,8 GEO \
1/:’— -

8% TopEamers .

/./é;zt% TopLeadership Positions ™.

’// . 18%: Corporate Officers

/ ~50% Managerial and:Professional Positions

Although they receive far less in the way of loans and institutional investments than male headed

ﬁrrhs, yet

40% of privately held U.S. Firms are owned or controlled by women ( 10.4 million)

e Between 1997-2004, privately held, women-owned businesses grew at twice the rate of all

other U.S. firms
o Women’s companies are creating jobs at twice the rate of all firms
¢  They are now responsible for more paerH than all the Fortune 500 combined

* Women’s companies are growing profits faster than all firms

e  Women’s companies are more likely to stay in business.'®

The dlfferences between women 1n management in different 1ndustnes are striking. Based on
2005 Dlver51tyInc Top 50 Companles for Dlver51ty data, for Top 50 companies, women were 48

percent of managers in the financial-services industry, 41 percent in the professional-services

'* Heffeman, M. (2007). How She Does It. How Women Entrepreneurs are Changing the Rules of Business Success. Viking .
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industry, which includes accounting, and only 18 percent in the auto.industry. Comparing people
in management who received promotions, in the financial-services industry, 44 percent were
women, while the percentage for professional services was 30 percent and it was 16.5 percent for

the auto industry. 16

"Businesses are run differently today," said Ronald Taylor, manager of National Diversity
Recruiting Strategy and Operations at KPMG. " Clients look different and have different

expectations. We need to meet their needs.""”

America's 10.6 million women-owned businesses employ 19.1 million people and contribute
$2.5 trillion in sales - yet women continue to face unique obstacles in the world of business.
Women business owners lag behind their male counterparts in obtaining access to much-needed

resources, capital, and information.

Women’s Enterprise promotes the growth of women-owned businesses through programs that
offer business counseling, mentoring, training and technical, financial, and procurement

assistance.'®

Based on the latest U.S. Bureau of Labor Statistics, that women earn 80 cents for every dolar

men carmn.

The Small Business Service (SB S) Household Survey of Entrepreneurship 2003 reveals that
‘there is a strong gender divide amongst those \;vho are and those who are not considering taking

part in enterprise. This study reveals that women are significantly more likely to be “Avoiders”

16 (2005). Diversityinc .
"(n.4.). Retrieved from http://www.womensbureau.com/womens_enterprise.html

¥ Sucess through Self-Employment. (n.d.). Women's Business Center .
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(56% are women compared to 44% of men), Whereas men are much more likely to be “Thinkers”

€

(62% are men compared to 38% of women) or Doers (69% are men compared to 31% of

women)’. 1

Every journey into self-employment is undoubtedly unique; men and women individually face a
range of emotional and environmental conditions that contribute to their decision whether to

consider employment‘ or self-employment.

The imbalance of businesses owned by women provides evidence that on the whole the barriers
preventing peopl_e» from entering self-employment are disprqportionately faced by women. This
was the main reason behind choosing to expiore' these barriers hoping to be able fo understand
more the issues and find some soluﬁons. The more we educate ourselves abéut a topic the more
we solve the relatéd iséues; it has been said “education’s purbose is to replace an empty nﬁnd

with an open one”.

4.1.3 What are the possible barriers that face self-employed women in conducting their
businesses?

Actually women in the workplace in both the US and Lebanon face a variety of barriers and the

results below detail them. These barriers that women face consist of some familial, financial,

social, and managerial issues.

1 Small Business Service (SBS) Household Survey of Entrepreneurship Survey (2003). Retrieved from
http://www.esf.gov.uk/_docs/AIR_2001_FINAL.doc

28




Single women have fewer business barriers than married women

Frequen  ‘Percent Valid - -Cumulat
oy Percent ‘ive
o Percent

Less than 5% disagreed that single women have fewer business barriers. This is expected since

maternity leaves and household lives cannot but limit the women from being free.

The barriers that women face in running their businesses are social barriers

Freguen ‘Percent Valid Cumulat
' cy ' ‘Percent ive
: : ‘ ‘Percent

Total 150

The éociai barﬁer is mc_)fe obvious in Lebanon than in the US. Unfortunately women are
still framed in Lebanbri;: they improved from being engaged in teaching and education oﬁly to
being acﬁvely involved in the professional w.orld. However, they still do not get tﬁe necessary
support from the family and the society to start their own businesses. This fact, the difference

between the US and Lebanon balanced the results.
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The barriers that women face in running their businesses are financial barriers

Frequen - ‘Percent Valid Cumulat,
Coey Percent ive

e

100.0  100.0

Less than 40% agreed that women face financial barriers. This shows tha-t people are
ignorant of the fact that it is harder for women to find financial resources than men. Although the
US laws are generating a lot of ways giving more rights and possibilities for women to get
fundihg, the financial offers are being restricted because of the less trust the financial institutions

have for women as business owners compared to men.

The barriers that women face in running their businesses are managerial barriers

‘Frequen ‘Percent Valid -Cumulat
’ Percent i

Total 150 1000  100.0

- The majority of people (more than 50%) answeéred that they see that women face
managerial barriers. These barriers consist of some traits and characteristic issues. We often see

women get overwhelmed so fast. Moreover, statistics show that women are less capable of

‘handling stress.
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The barriers that women face in running their businesses are familial barriers

Frequen- Percent Valid :Cumulat
cy Percent '

- Total 150 1000 100.0

Because we separated the familial barriers from the maternity issues, the results showed
. that the majority of people (m_oré than 80%) are against the féct that women face familial

barriers.
471.4 What is the impact of these barriers on the success of self-employed women in
Business? |

To start with, all men and women with the ambition to set up or grow a business will face
some difficulties at some point which may delay or ultimately prevent them from going ahead.
The DTT’s Strategic Framework for Women’s Enterprise categorizes the common factors which
present barriers to the sﬁccessful transition for many women into busiﬂess aﬁd sélf—employment
as: the lack of appropriate business and financial support, the impact of caring and domestic

responsibilities, the use of inappropriate role models, and the low levels of confidence and self-

esteem.

Bank and financial investors are working with their partners (venture capitalists) to improve
the overaﬂ business support offer to all pre—stélrt up, start up and groWing businesses in the
region. Any enhancements to be made, however, must embrace the need to ensure that business
suppoﬁ is accessible and apprépn'ate to women. Anyone setting up or grdwing a business faces

potential barriers relating to accessing finance, whether that relates to knowing who to talk to and
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what type of finance will fulfill their specific business néeds, or being ‘investor ready’ with a
robust business plavnr and an ability to confidently deliver it to pot¢ntia1 investors. Extensive
research undertaken in this area, however, suggests that access to ﬁnan;:e‘ is a particularban'ief '
for Womeﬁ. (Gl‘obél Entrépreneuréhip Moﬁito‘r United Kingdofn). Women ;u”e less 'c.ourageous
and have a higher need for security. Therefore, they are less comfortable borrowing for start-up
or groﬁh and this could inhibit tfle success of women’s businesses®’: typically, “women use
~only one third of the start-up capita that men use; 80- 99% of women use personal savings as

start-up capital whﬂe-only 30-59% of men do this.” !

Women are still responsibie for 80% of. caringvand domestic responsibilities which can
'severely slow down their ability to enter self-employment, although for many women the need to
juggle home and work lives is the véry thmg which Elrives them t'o'vconsider' self-employment.
This issue has been discussed earlier and led us to a clear conclusion: support in developing part-
time as well as full-time businesses is required. Provision of support at times and locations which
aife accessible to those with caring responsibilities is essential, as is the improved accessibility

andbaffordability of care for children, adults and elders.

Fewer women in business naturally results in fewer female role models. Improving our
identification and promotion of female role models to provide examples of women who have

‘been there, done that’ is essential if we are to drive an increase in the participation of women.

-~ Women always look for successful stories to imitate; money isn’t that big a mystery, but it is the

final business frontier for women. Women care about achievement and success more than about

' (November 2003). Women in Business Finance Survey. Bank of Scotland.

2 Anderson, C. &. (2001). Unequal Entrepreneurs, The Industrial Society.
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checks and balances. Therefore, their stories have less impact in the society: This may be an

essential reason behind not having so many women role models.

This barrier is possibly the most contrdversial and as a result it has been well debated.
We do not believe 'thét it is helbful for ﬁs to suggest that women lack self-eéteem. More helpful,
perhaps, would bé a link between women’s lack of self-belief and insufficient women seriously
pursuing their ambitions to set-up their own businesé; or with difficulties experienced in
accessing finance. Improving the number of female role models may go some way to alleviating
this barrier, together with providing opportunities for womenito network with other women

through initiatives such as Women into the Network.

Although most of these.barriers can cqually be experienced by men and womern, the
relative underrepresentation of women in the regional (national) economy would suggest that
support pro_vided to women is not as effective in helping them to overcome barriers as it is for
men. The impact of these barriers on women’s journeys into émployment and self-employment
and to driving business growth is exploréd in the Prowess report ‘Buéineés Support with the ‘F

Factor.

Uhfortunately, women contribute to lack of repogrﬁtion by .minimiziﬁg their own
contributions by failing to define the value that they bring, by failing to communicate that value,
and by staying in the background instead of stepping into the limelight. They should rémember,
as Plato said, Wheﬁ it comes to.leadership “A ’thing; is not visible because it is seen. A thing is

seen because it is visible.”

Women are reputed to be better than men at relationships, so why do so many fail to

reach top jobs where relationship skills set people apart?
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Wanda Wallace, president and CEO of the Leadership Forum, surveyed 46 male executives at
large global organizations about the social mistakes they saw their female direct reports and
colleagues making. She presented her'ﬁndings at the 11th annual Women on Wall Street

Conference in New York on Oct. 19, attended by 2,300 women in the financial-services industry.

Women forget the human side of relationships, the men told Wallace. Women tend to single-

mindedly pursue performance excellence—but at the top, success is not all about work.

Relationship building is about ﬁndin-g> common interests with others, Wallace reminded the

" audiénce. Children are an obvious touchstone for fellow parents, yet executive women have been
conditioned to downplay their maternal roles. Instead, ;chey needlessly sacrifice theif authenticity
by trying to learn golf or feigning ‘interest in football., Men say go ahead and talk about the kids,

Jjust don't make it about how guilty you feel.

Successful men seem to know what women have forgotten: more can be learned about a person's
style and passion in two minutes of chatting than in an entire afternoon of presentations.

Authenticity, approachability and personality are as important, or more so, than mere ability.
"You can only be a leader if your peers are willing to follow you," Wallace said.”

4.1.5 How can we compare the workplace barriers and environment of self-employed
women in both the United States and Lebanon?
Actually; the barriers facing women in the workplace differ from the United States to »

- Lebanon. In Lebanon, these barriers and limitations are more than in the United States.

2 Sherwood, S. (2005, October 20). Are Women Really Better At Relationships? Diversitvinc .
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Women in Lebanon are not as free as women in the United States from a business running
perspective .

Frequen -Percent Valid Cumulat
: cy Percent ive
‘ Percent

The majority.of the people who filled out the questionnaire agreed that women in

- Lebanon are not as free as women in the US in terms of starting a business. People answered that
way because of the stereotyping théy have, whether in Lebanon orAin the US. People jn Lebanon
believe that the US women have more rights and are more supported, and the opposite is what

American people think about Lebanese women.

US laws and regulations governing the rights of women in business is conducive to women in
business

Frequency Perce Valid -Cumuiat
nt  Percent ive

A 46 307 30.7 933

Total 150 100.0  100.0

Almost 50% were neutral while answering this question. This is becausc people in
Lebanon are not sure about the rights in the US. These kinds of laws are not necessarily

published and therefore people cannot really know about them.

Other self explanatory frequency tables are found below. These give general useful

information, indirectly related to my findings and helped in analyzing the situation better.
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1 Are you familiar with female managed businesses?

Valid ‘Cumulativ
Frequency Percent . Percent | e Percent
- Valid SD 6 4.0 4.0 4.0
D . 22 147 | 14.7 | 18.7
N 40 26.7 26.7- 45.3
A 60 40.0 40.0 85.3
SA 22 14.7 14.7 100.0
Total 150 100.0 100.0

The above table presents the % of the respondents answers when asked about the familiarity With
the female managing businesses 4% of the respondents strongly disagree, 14.7% of the
respondents are not familiar with female managing businesses, 40% are neutral, 14.7% are
familiar with female managing businesses and 22% are very famiﬁar with female managing

businesses.

3. Women's style in conducting and managing businesses is
similar to men's

i Valid Cumuiativ
Frequency | Percent Percent e Percent
Valid sSD ] 6 4.0 4.0 4.0
D 58 -38.7 38.7 42.7
N 34 22,7 22.7 65.3
A 40 26.7 26.7 92.0
SA 12 8.0 8.0 100.0
~ Total 150 100.0 100.0

The above table presents the % of the answers received when asked about women’s style in
conducting and mémaging businesses in a similar way to men.4% of the respondents strongly
disagree, 38.7% of the respondents disagree, 22.7% are neutral, 26.7 % agree, and 8% strongly

agree that women’s style in conducting and managing businesses is similar to men’s.
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Women face more barriers than men do in running their

~ businesses.

Valid Cumulativ -

] Frequency Percent _Percent e Percent
Valid .-SD ' I 4.0 4.0 4.0

D - - 16 10.7 107 14.7
N ‘62 413 | 413 56.0
A 42 28.0 28.0 84.0
SA 24 16.0 16.0 100.0
Total 150 100.0 100.0

The above table presents the % of the respondent’s opinion when asking them about women
facing more barriers than men when running their businesses.4 % of the respondents strongly
disagree, 10.7% disagree, 41.3% are neutral, 28% agree, and 16% strongly agree that women

face more barriers than men do in running their businesses.

5. It is more difficult for women than men to gain financial support
' : for their business

Valid Cumulativ
Frequency Percent Percent e Percent
Valid SD 10 6.7 6.7 6.7
D 24 16.0 16.0 ) 227
N 40 26.7 26.7 49.3
A 36 24.0 24.0 73.3
SA 40 | . 267 26.7 . 1000
Total 150 100.0 100.0

The above table clearly shows that 6.7% of the respondents strongly disagree that it is more
difficult for women than it is for men to gain financial support for their businesses, where 16%
disagree, 26.7% were neutral, 24% agree, and 26.7% strongly agree that it is more difficult for
women than it is for men to gain financial support for their businesses.
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6. Women generally have Lower levels of confidence and
self-esteem than men

) Valid Cumulativ

- Frequency Percent Percent € Percent

Vaiid _ SD 6 40 ] 4.0 4.0
' D . - 70 46.7 46.7 50.7 -

N : 34 o227 22.7 73.3

A .30 20.0 20.0 1933

SA 10 ' 6.7 6.7 100.0

Total 150 100.0 100.0

The above table presents the % of the respondent’s opinion when asked about women generally
having Lower levels of confidence and self-esteem than men do. We can see that 4% totally
disagree, 46.7% disagrec, 22.7% were neutral, 20%agree, and 6.7% strongly agree.

9. Lebanese social environment is conducive to women being in

business.

: Valid Cumulativ
Frequency | Percent Percent e Percent
Valid.  SD . B . 4.0 .40 | 4.0
- D 22 | 147 14.7 18.7
N 53 35.3 35.3 54.0
A 39 26.0 260 | 800
SA 30 20.0 20.0 100.0

Total 150 100.0 100.0

The above table presents the % of the respondent’s opinion when asked if Lebanese social
environment is conducive to women being in business. 4% strongly dlsagree 14.7% disagree,
35.3% are normal, 26% agree, and 20% strongly agree.

Nomen are viewed as inferior to men

I Valid- | Cumulativ
- Frequency | Percent Percent e Percent
Valid SD 2 1.3 1.3 1.3
D 34 22.7 22.7 24.0
N 48 32.0 32.0 56.0
A 48| - 320 32.0 88.0
SA 18 | 120 12.0 100.0
Total 150 100.0° 100.0

The above table presents the % of the respondent’s opinion when asked if women are viewed as
inferior to men. 1.3% strongly disagree, 22.7% disagree, 32% were neutral, 32%agree,
12%strongly agree.
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Nomen are actively seeking self-'employment

Valid .Cumulativ
. : Frequency | Percent Percent ‘e Percent
| Vaiid - sD- 22 14.7 14.7 14.7
( D 26 L 17.3 17.3 | 320
N 37 | 247 247 | 567
A 45 30.0 30.0 86.7
SA 20 13.3 13.3 100.0

Total 150 100.0 100.0

The above tablé presents the % of the respondent’s opinion when asked if women are actively
seeking self-employment. 14.7% strongly disagree, 17. 3% disagree, 24.7% were neutral, 30%
agree, 13. 3%strongly agree.

The barriers that women face in running their busmesses are
social barriers

Valid Cumulativ
Frequency | Percent Percent e Percent
Valid SD . 6 4.0 4.0 4.0
D 50 33.3 33.3 37.3
N - 38 25.3  25.3 62.7
A 38 25.3 25.3 - 88.0
SA 18 12.0 12.0 100.0
Total 150 100.0 100.0

The above table ,presenfs the % of the respondent’s opinion when asked about the barriers that
women face in running their businesses some social barriers. 4% strongly disagree, 33.3%
- disagree, 25.3% were neutral, 25.3% agree, 12%strongly agree.

Single women have fewer business barriers than married

women
Valid Cumulativ
Frequency Percent Percent e Percent
Valid- D 7 4.7 4.7 4.7
N 38 25.3 25.3 30.0
A - 91 60.7 60.7 90.7
SA 14 9.3 ‘9.3 100.0
Total 150 100.0 1100.0 '

The above table presents the % of the respondent s opinion when asked if single women have
fewer business barriers than married women. 4.7% disagree, 25.3% were neutral, 60.7% agree

9.3%strongly agree.

39




4.2 Regreséion

The first regre‘ssion aﬁalysis involved the fo.llowing independent variables:-

Women can be successful business leaders
Lebanese social environment is not conductive to women in business
Women are viewed as inferior to men

US laws and regulations governing the rights for women in business is conductive

to women

Women generally have lower levels of self-esteems than men

The dependent variable was: “Women’s ability to conduct and manage is as good as men”.
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Model Summary

. Std. Error
_ : Adjusted | ofthe

Model R R Square | R Square | -Estimate
1 . .8762 768 | - .760 |- 56

a. Predictors: (Constant), 12. Women can be
successful business leaders, 9. Lebanese social
environment is conducive to women being in
business., 10. Women are viewed as inferior to
men, 8. US-laws and regulations governing the
rights of women in business is conducive to women
in business, 6. Women generally have Lower levels

of confidence and self-esteem than men

ANOVA
Sum of Mean
Model - Squares df Square - F Sig.
1 Regregs,§_ion -1 149,167 5 29.833 ' 95.1 99 .0002
- Residual 45.126 144 313 ’
Total 194.293 149

a. Predictors: (Constant), 12. Women can be successful business leaders, 9.

Lebanese social environment is conducive to women being in business., 10.
Women are viewed as inferior to men, 8. US laws and regulations governing
the rights of women in business is conducive to women in business, 6. Women
generally have Lower levels of confidence and self-esteem than men

b. Dependent Variable: 2. Women's ability to conduct and manage businesses is
as good as men's '

In ANOVA table, p = 0.000 < 0.01 which indicates that “Women’s ability to condﬁct and

manage businesses is as good as men’s” is significant at 1% and thus related to the other

variables.

41




Coefficients?

Standardi
zed
N Unstandardized . Coefficien
S A L Coefficients ts

Model B- Std. Error Beta t ~_Sig.

1 . - (Constant) .101 .184 .546 .586
8. US laws and
regulations governing
the rights of women in 1.654 125 1.328 13.192 .000
business is conducive
to women in business
6. Women generally
have Lower levels of
confidence and -.651 .138 -.586 -4.736 .000
self-esteem than men
9. Lebanese social
environment is ' \
conducive to women -.579 .070 -.552 -8.282 .000
being in business.
10. Women are viewed
as inferior to men 2.244E-02 .065 .020 .343 732
12. Women'can be _ .
successful business .521 .096 494 5.411 .000
leaders

a. Dependent Variable: 2. Women's ability to conduct and manage businesses is as good as
men's

For the variable “US laws and regulations governing the rights of women in business is

conductive to women in business” p = 0.586 > 0.05, there is no significance at .= 0.05

For the variable “Women generally have lower levels of confidence and self-esteem than men”

- p=0.000 < 0.05, there is signiﬁcénce at o= 0.05

For the variable “Lebanese social environment is conducive to women being in business”

-p =10.000 < 0.05, there is significance at o. = 0.05

For the variable “Women are viewed as inferior to men” p = 0.732 > 0.05, there is no

significance at o =0.05

For the variable “Women can be successful business leaders” p = 0.000 < 0.05, there is

significance at o = 0.05
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The second regression analysis involved the following independent variables:

The dependent variable was: “women in Lebanon are not as free as women in the US from a

Lebanese social environment is no conductive to women being in business

Single women have fewer barriers than married women

Women are viewed as inferior to men

Women are actively seeking employment

- business running perspective”.

Model Summary

Std. Error

Adjusted of the
Model R | RSquare | RSguare | Estimate
1 .7052 497 483 .65

a. Predictors: (Constant), 9. Lebanese social environment
is conducive to women being in business., 13. Single
women have fewer business barriers than married
women, 10. Women are viewed as inferior to men,-11.
Women are actively seeking self-employment -
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Coefficients?

Standardi
zed
Unstandardized Coefficien
» Coefficients is
Model - -B |- Std. Error Beta t Sig.
1 "(Constant) 1.417 314 4,510 :000
10. Women are viewed as
inferior to men 2.725E-02 .074 .030 .367 _ 714
11. Women are actively
sesking self-employment 121 .060 .169 2.015 .046
13. Single women have
fewer business barriers .898 .095 .680 9.484 .000
than married women
9. Lebanese social
environment is conducive
to women being in -.ZSQ .078 -.336 -3.568 .000
business.

a: Dependent Variable: Women in Lebanon are not as free as women in the United States from
a business running perspective

ANOVA®
Sum of Mean
Model Squares df Square F ) Sig.
1 Regression 61.012 4 15.253 35.868 .0002
Residual - 61.662 145 425
Total 122.673 149 |

a. Predictors: (Constant), 9. Lebanese social environment is conducive to women
being in business., 13. Single women have fewer business barriers than
married women, 10. Women are viewed as inferior to men, 11. Women are
actively seeking self-employment

b. Dependent Variable: Women in Lebanon are not as free as women in the
United States from a business running perspective

The last regression analysis involved the same previous independent variables, however the
dependent variable was: “Women’s analysis to conduct and manage business is as good as

men’s”
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Model Summary

: Std. Error
_ Adjusted of the
Model R R Square | R Square | Estimate
1 .. .7832 613 605

.72

a. Predictors: (Constant), 13. Single women have
fewer business barriers than married women, 10.
Women are viewed as inferior to men, 8. LS laws
and regulations governing the rights of women in
business is conducive to women in business

ANOVAP
Sum of Mean -
Modetl Squares df Square F Sig.
1 Regression 119.160 3 39.720 77.184 .0002
Residual 75.134 146 515
Total 194.293 149

a. Predictors: (Cbnstant), 13. Single women have fewer business barriers than

married women, 10. Women are viewed as inferior to men, 8. US laws and

regulations governing the rights of women in business is conducive to women
in business ' ‘

b. Dependent Variable: 2. Women's

as good as men's

In ANOVA table, p=10.000 < 0.01 which indicates that “Women’s ability to conduct and

manage businesses is as good as men’s” is significant at 1% and thus related to the other

variables.
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Coefficients?

Standardi
zed
Unstandardized Coefficien
: ) _ Coefficients ts )
Model - ' - B - | Std. Error Beta i ) Sig.
1 (Constant) 553 343 1.614 .109
10. Women are viewed
as inferior to men -.146 .080 -.128 -1.823 .070
8. US laws and’
regulations governing
the rights of women in 1.119 .092 .898 12.126 .000 |
business is conducive
to women in business
13. Single women have
fewer business barriers -.149 .095 -.090 -1.575 .118
-than married women

a. Dependent Variable: 2. Women's ability to conduct and manage businesses is as good as
men's .

For the variable “Women are viewed as inferior to men” p = 0.07 > 0.05, there is no significance

at o= 0.05

For the variable “US laws and regulations governing the rights of women in business is

conducive to women in business” p = 0.000 < 0.05, there is significance at o = 0.05

For the variable “Single women have fewer business barriers than married women”

p = 0.118 > 0.05, there is no significance at o= 0.05
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4.3 Correlations

Correlation is the measurement of association of variables. In research, the purpose of correlation
and regression often is to enable predictions of a dependent variable from information possessed
about an independent variable. A dependent variable is the variable whose variation is likely to

“be explained, and an independent variable is a variable iiSed to explain the variation in the -
dependent variable. Moreover, my research includes several correlation and regression analysis
with 1% and 5% level of significance.

Correlation:

The below correlations were studied with a significance level of 1% and 5%.

‘Thus, the results are represented in the following table:

P= 0.000 < 0.01. This implies that it is significant at oc = 1%, and therefore there is a

relationship.

“P= 0.000 < 0.01. This implies that it is significant at o = 1%, and therefore there is a

relationship.

it is significant at o = 1%.
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P=0.683 < 0.01. This implies that it is not significant at .= 1% and o = 5%.
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Correlations

3. Women
Women's | face more
1.Areyou | stylein | barriers
familiar | conducting | than.men -
- with and doin
female managing running
managed | businesse their
business | sis similar | business
es? to men's es.
1. Are you familiar with Pearson Correlation 1.000 .585™1 .849*4
female managed Sig. (2-tailed) ) .000 .000
businesses? N | | 150 150 150
3. Women's style in Pearson Correlation .585** 1.000 525"
conducting and managin i -tai
businessegs is similart% S Sio (2alled) .000 .000
men's N
’ 150 150 150
Women face more Pearson Correlation .849*% .525™1 1.000
barriers than men do in Sig. (2-tailed) 000 .000
running their businesses. N
150 150 150

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

Women in
Lebanon
5. ltis 6. Women are not as
more generally free as
difficult for have women in
women Lower the United
than men levels of States
to gain confidenc from a
financial e and business
support self-estee running
for their m than perspectiv
business men e
5. It is more difficutt for Pearson Correlation 1.000 453%* 243*
women than men to . .
gain financial support Sig. (2-tailed) -000 003
for their business N 150 150 150
6. Women generally Pearson Correlation - 453** 1.000 145
have Lower levels of i tai
confidence and Slg: (2-tailed) 000 076
self-esteem than men N
150 150 150
Women in Lebanon are Pearson Correlation 243** 145 1.000
not as free as women in Sig. (2-tailed) 003 076 ’
the United States from a N .
business running )
perspective - 150 150 150

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

8. US
laws and
regulation | Women in
s Lebanon
governing | are not as
9. the rights free as
Lebanese | of women | women in
social in - the United
environm business States
entis is from a
conducive | conducive | business
to women | to women running
being in in perspectiv
business. business e
9. Lebanese social Pearson Correlation 1.000 | 7474 023
environment is . .
conducive to women Sig. (2-tailed) : .000 781
being in business. N 150 150 150
8. US laws and Pearson Correlation T4T™ 1.000 .160
" regulations governing Sig. (2-tailed)
the rights of women in .000 .050
business is conducive N
to women in business 150 150 150
Women in Lebanon are  Pearson Correlation - .023 .160 1.000
not as free as women in - gjg. (2-tailed) 781 .050
the United States from a N
business running
perspective 150 150 150

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

The The “The The
barriers barriers barriers barriers
~ that that that that
women |- women women women -
facein face in face in face in
running running running running
their their their their
business | business | business | business
es are es are es are es are
social financial | manageri | familial
barriers barriers | al barriers | barriers
| The barriers that Pearson Correlation 1.000 691* 201*4 -.034
women face in running . . :
their businesses are Sig. (2-tailed) :000 .000 683
social barriers N 150 150 150 150
The barriers that Pearson Correlation .691™ 1.000 131 -.341™
women face in runnin i tai i
their businesses are ° Sl talle.d) .000 A 000
- financial barriers N
150 - 150 150 150
The barriers that Pearson Correlation .291* 131 1.000 278"
women face in running  gig. (2-tailed) .000 A11 .001
their businesses are N
managerial barriers
150 150 150 150
The barriers that ~ Pearson Correlation -034 -.341" .278™ 1.000
n/)omin fgce inrunning  Sig. (2-tailed) 683 000 001 R
eir businesses are ;
L fomilial horsiare N 150 150 150 150

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

Std. Error

: . Adjusted of the
Model - R - | RSquare | R Square Estimate
1 8772 .768 : 759 - .56

a. Predictors: (Constant), 9. Lebanese social
environment is conducive to women being in
business., The barriers that women face in running
their businesses are financial barriers, The barriers
that women face in running their businesses are
managerial barriers, The barriers that women face in
running their businesses are familial barriers, The
barriers that women face in running their businesses
are social barriers, 6. Women generally have Lower
levels of confidence and self-esteem than men

ANOVAP

: Sum of “Mean .
Model Squares df Square F Sig.
1 Regression 149.307 6 24.884 79.101 .000?
Residual 44,986 143 315 '
Total 194.293 149

a. Predictors: (Constant), 9. Lebanese social environment is conducive to women
being in business., The barriers that women face in running their businesses
are financial barriers, The barriers that women face in running their businesses

are managerial barriers, The barriers that women face in running their

husinesses are familial barriers, The barriers that women face in running their

businesses are social barriers, 6. Women generally have Lower levels of

confidence and self-esteem than men

b. Dependent Variable: 2. Women's ability to cond uct and manage businesses is
as good as men's '
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ANOVAP

Sumof | Mean
Model Squares | df Square F Sig.
1 Regression 149.307 6 24.884 79.101 .000%
Residual '44.986 143 315 ]
Total 194.293 149

a. Predictors: (Constant), 9. Lebanese social environment is conducive to women
being in business., The barriers that women face in running their businesses
are financial barriers, The barriers that women face in running their businesses
are managerial barriers, The barriers that women face in running their
businesses are familial barriers, The barriers that women face in running their

businesses are social barriers, 6. Women generally have Lower levels of

confidence and self-esteem than men
b. Dependent Variable: 2. Women's ability to conduct ant manage businesses is

+-as good as men's
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Coefficients®

Model

_ Unstandardized

Coefficients

Standardi

- zed
Coefficien
s

B

Std. Error

Beta

Sig.

(Constant)

The barriers that
women face in running
their businesses are
social barriers

The barriers that
women face in running
their businesses are
financial barriers

The barriers that
women face in.running
their businesses are
managerial barriers
The barriers that
women face in running
their businesses are
familial barriers

6. Women generally
have Lower levels of
confidence and
self-esteem than men

9. Lebanese social
environment is

" conducive to women

being in business.

.759

1.046

.396

463

-.210

-.638

-.393

188

.096

.069

.058

.056

117

.093

1.016

432

494 .

-.231

=574

-375

4.030

10.819

5.728

8.054"

-3.770

-5.438

-4.239

.000

.000

.000

.000

.000

.000

.000

a. Dependent Variable: 2. Women's ability to conduct and manage businesses is as good as
men's

55




Chapter Five:
Research Conclusion and Recommendations

- 5.1 Research summary conclusions

In conclusion and after obtaining the final results, it is obvious that there is a positive
relationship and correlation in respect to the barriers that face women in the United States and

Lebanon. In addition, it is apparent that women have a variety of barriers in the workplace.

To sum up all the results, ] can conclude that some points of my research hypothesis have
been reached. However, others were not reachable. In other words, I have rea;:hed the hypothesis
that women are looked at as inferior to men in the workplace and that women suffer from a
variety of barriers in the workplace that would disable them from reaching successful positions
and performance. In addition, I was able to come to the t;onclusion that women in Lebanon suffer
from more obstacles than in the United States due to the fact that in the United States womén

" have more rights and work with more freedom.

5.2 Limitation of the Study

Although the research was successful, I faced throughout it many problems related to the
fact that some respondents refused to give certain information about this subject matter. In this

respect, the following limitations affected my study:

I had several problems in my research. My study was not free from some limitations,
which lead us to get some inaccurate results. The first major limitation was observed is the
sample of the population. The sample was small and did not give us a good presentation of the

whole population.
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e Errors Qf selection : 150 selected randomly
* The subject is a perception matter and this affected my study
' 0 Response error: inaccurate answers due to misunderstandings
Ceﬁsequently, the findings may not be generalized, but that would give an idea about the

people’s opinions regarding the barriers facing self-employed women.

5.3 Recommendation for Future Research

For better researches in the future, the sample has to be bigger and the questionnaire shall
be enlarged and distributed on a larger scale of the respondents. In addition, the following

aspects shall be taken into consideration:

e Choose each topic alone and study its effect onr-satisfaction , then on perfom_l_ance
e Take each business sector aside: education, banking, industries, as they may differ due to
other causes.
* Add locations from all over Lebanon and the US
“In addition, I would recommend that governments and regulatory authorities to initiate laws '
that would protect women in the workplace and that would allow them to avoid their barriers and
reach better working performance due to the fact that women can be as good as men in the

workplace.
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Appendix
Questionnaire

This is a survey about barriers facing self-employed women. It takes no more than 6 minutes to
complete it. There are no right or wrong answers but simply different types of responses
according to individual preferences. It is anonymous and confidential and the overall findings

could be published in academic/scientific journals.
Thank you for your cooperation and help with the survey.

Please choose on rating only for €ach question below; the preference scores range from 1=lowest

preference or not at all like me, to 5=highest, yes very much like me.

1. Are you familiar with female managed ; o | < A ~
G S @) S CHE ) O
businesses? ’ : E i PR )
12. Women's ability to conduct and manage V .»O ' 4 O o N O
businesses is as good as men’s ' : ' h
3. Women's style in conducting and managing | - e . E ~ ]
businesses is similar to men’s . | P :
4, Women face more barriers than men do in O 1 . 1 . 1 -
running their businesses. 1 i 1 1
5, It is more difficult for women than men to G . 1 - 1, |
; o | O | O 1 O
gain financial support for their business ] B S ] 1
6. Women generally have Lower levels of : O O " o o 1 o
confidence and self-esteem than men : ; I 3 ;
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7. Women in Lebanon are not as free as
women in the United States from a business

running perspective

8.-US laws and regulations 'goverhing the
rights of women in business is conducive to

women in business

9. Lebanese social environment is conducive

to women being in business.

10. Women are viewed as .inferior to men

11. Women are actively seeking self-
employment

12. Women can be successful business {eaders |-

13. Single women have fewer business
barriers than married women
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14, Social Barriers

15. Financial Barriers

16. Managerial Barriers

17. Familial Barriers

I like to be a member in a social club

I enjoy ha'vingra wide circle of acquaintances

I like to have at least one trip per year

I like to ask the advice of others when 1 buy new things

I rabidly get involved in social life at a new workplace

I am almost never late for my appointments

I like to be engaged.in an active and fast-paced job

I am usually the first to react to a sudden event:

the telephone ringing or unexpected question
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I usually plan my actions in advance - . O . ‘ :,. 0O

It is in my nature to assume responsibility | 7 (@) - Q
Ilpr-efer to act immediately ratﬁer than speculate about various | 0 ‘ - e
options

I trust reason rather than feelings o O . @
I tend to rely on my experience rather than on theoretical O : O

alternatives

I think that almost everything can be analyzed ’ 0.

I enjoy putting things in order O O
Which of the following general characteristics describe yvou best?

19. My age group is: 018-25 026 -40 041-60 O 61 & older

20. My gender is: O Male O Femnale

21. My educational qualifications are:

O Up to High School O Degree O Post Graduate

22. My present dccupatidnal status is: O Student ©C Worker © Employee
O Professional or Manager O Business Owner O Part-timer

O Unemployed O Retired
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24.

25,

26.

27.

28.

29.

23.

My personality is described as:

. O Calm O Energetic O Ambitious O Stable O Risk Taker’

In life, what is your most important value?

O Family O Work O MoneyO Achievement O Life

The activity that I like most:

O Theater O Beach O Reading O-Sports O Travel

My life preferred lifestyle is:

O Farhily O Community O Smart O. Powerful O Rich
My marital status is: O Single O Married O Widowed O Divorced
My annual financial resources are T(U-S $):
- O less than 3,000 O 3,DOAO - 6,000 <© 7,000 - 10,000
. © 11,000 - 40,000 © 41,00- 70,000 O 71,000 & above
Please indicate your cuitural or ethnic background:

O Lebanese O European OArabian O American O Asian

Thank you very much for your patience ahd cooperation
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