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1 | Introduction: The Importance of Female Entrepre-

neurship 

1.1 | Why Entrepreneurship? 

Early on, Schumpeter (1942) established the idea of creative destruction—a process 
that is led by innovative entrepreneurs. Accordingly, individuals with new ideas suc-
cessfully introduce their products into markets, potentially even starting a process of 
structural change or a regime shift. These start-ups are expected to grow, thereby gen-
erating jobs and increasing economic welfare. Naturally, policy makers follow this idea 
and support entrepreneurship in various ways. Policies are in place that provide en-
trepreneurs with financial support (e.g., specifically designed programme for the un-
employed), mentoring and network programmes (e.g., "Bundesgründerinnenagentur", 
National Agency for Women Start-ups Activities and Services, bga), or consultancies.  

However, in recent years, research on entrepreneurship has painted a more differen-
tiated picture than was possible several years ago. Due to more detailed data and 
methodological improvements, entrepreneurship per se is no longer regarded as a 
purely positive phenomenon. In fact, only a few small firms are truly successful while 
the majority fails during the first years of existence. Nightingale and Coad (2014) ques-
tion whether the large amount of subsidies directed towards start-ups in the UK is jus-
tified when considering, for instance, the following: jobs created by new firms are of 
low quality and entrepreneurial firms are less innovative and less productive. In fact, 
encouraging too many market entries could lead to thin markets where profits for 
higher quality firms are unnecessarily reduced. The challenge is to identify and sup-
port the small number of successful firms which in comparison to the average/median 
firm can be regarded as atypical but which is creating jobs and producing innovations. 
This leads to the natural conclusion that the goal should not be to simply increase the 
overall entrepreneurship rate but that, with a more fine-grained distinction between 
different types of entrepreneurship, promising start-ups should primarily be support-
ed. This is the type of entrepreneurship that could potentially impact economic devel-
opment.  

As regards Germany, we observe an increasing number of solo-entrepreneurs who, 
as the name indicates, stay by themselves and do not generate jobs. In addition, there is 
an increase in the number of part-time self-employed (Niefert and Gottschalk 2013) 
who want or need to make some money on the side. Neither of these groups is likely to 
have a positive and significant influence on economic growth. It is important to con-
sider to what extent these individuals chose self-employment as a coping instead of an 
innovative business strategy.  
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1.2 | Why Female Entrepreneurship? 

Although female self-employment rates differ by the data and measures employed, 
statistics document that worldwide less women than men are self-employed. As the 
overall start-up rate in Germany has been declining, in the past decade policy has dis-
covered the potential of female entrepreneurs (Niefert and Gottschalk 2013). There is 
agreement that female entrepreneurs could make a significant contribution towards 
economic development. For instance, female and male entrepreneurs differ as regards 
their business and personal profile, implying that they can be expected to start differ-
ent firms in different sectors with different products and goals. This leads to a more 
diverse market, offering consumers a larger variety of products and services which 
might better fulfill consumers’ preferences. Also, a larger variety in processes or forms 
of organizations can help entrepreneurs to learn and make improvements. Taken to-
gether, more female entrepreneurs may lead to a higher quality of entrepreneurship 
(Verheul et al. 2006). In developing countries, female entrepreneurship appears to play 
an important role for poverty reduction (Yunus, 2007). Also, the embeddedness of 
women into their local communities and their different networks can produce im-
portant effects on their immediate surroundings (Chamlee-Wright, 1997).  

However, as mentioned earlier, self-employment should not be regarded as a coping 
strategy, for instance, for women who want to reconcile family and work life or who 
want to escape workplace discrimination (for an overview see Marlow 1997). Even 
though in these situations self-employment might seem advantageous from a person-
al—and sometimes even from a broader—perspective, it can only be regarded as a 
short-term treatment for symptoms but not as the cure. In fact, these start-ups can be 
become costly investments for the founder, potential employees, and policy makers 
(cf., Nightingale and Coad 2014). Women should be able to balance work and family 
life or receive promotions while working in paid employment. Since there is agreement 
(1) that women play an important role for the growth process of a country and (2) that 
business creation can be advantageous for economic development, it is important to 
understand why there are still less female than male entrepreneurs. In fact, a lack of 
understanding of underlying drivers may imply an underutilization of the human cap-
ital of women, leading to lower living standards and the implementation of costly poli-
cies (Langowitz and Minniti 2007). 

 
The aim of this study is to highlight the situation of female entrepreneurs in the Baltic 
Sea Region (BSR). Demographic and economic structural change will affect the devel-
opment of the whole region and intelligently coping with these issues is expected to 
shape the region’s perspectives of growth and wealth in the next decades (Biermann et 
al. 2013). Therefore, fully tapping women’s potentials is a vital need and boosting gen-



7 

 
Female Entrepreneurship

ders’ equal opportunities for entrepreneurship is crucial in this context. Hence, in this 
study we will explore the main characteristics of female entrepreneurs in contrast to 
their male counterparts (Section 2), female entrepreneurship rates across BSR countries 
and characteristics that shape country-specific profiles (Section 3). With a focus on 
Germany, Section 4 analyses the overall situation, drivers, and barriers of German fe-
male entrepreneurs from a life course perspective. Field data from an online survey 
specifically conducted for this study will be presented. Section 5 concludes with a brief 
summary of the core results and some policy recommendations. 

2 | Who Are Female Entrepreneurs? 

Before conducting empirical analyses, this section draws a first picture of who fe-
male entrepreneurs are and what they do. We will provide a literature overview of 
international evidence in the field, starting with definitions of female entrepreneurship 
and reporting differences between male and female entrepreneurs on the firm and in-
dividual level. Before drawing some general conclusions, we will highlight potential 
motives and barriers of female entrepreneurs. It is important to keep in mind that this 
can only be a quick introduction, providing an intuition for the interpretation of the 
data collected for this study.  

2.1 | Definitions of the Female Entrepreneur 

Various definitions of entrepreneurship exist. Some of them are data-driven while 
others rely primarily on theoretical considerations. In the spirit of Schumpeter, an en-
trepreneur successfully starts a firm to create something new by means of creative de-
struction. This implies that one can identify this something new and measure firm suc-
cess. It also raises several questions such as, for instance: To what extent is firm success 
measured by employment growth? Do start-ups have to create jobs? How to assess the 
role of free-lancers? Are full-time and part-time self-employed persons comparable? 
The majority of definitions do not distinguish between male and female entrepreneurs. 
On the one hand, it appears desirable to provide a general definition that covers all 
types of entrepreneurship. On the other hand, different employment behavior of wom-
en might result in gender-specific entrepreneurial activities which could be identified 
by extended definitions of entrepreneurship. In the end, defining different types of 
entrepreneurship can also help us to better evaluate the quality of start-ups. In what 
follows, we will present different definitions of entrepreneurship.  

Good starting points are the reasons for becoming self-employed which are mani-
fold. One trigger might, for instance, be a life-changing event such as a large inher-
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itance (Bergmann and Sternberg 2007). On the other hand, for members of minorities, 
entrepreneurship offers an alternative employment path for personal advancement 
when traditional jobs are difficult to get (for an overview, Cromie and Hayes, 1988). In 
the case of female entrepreneurship, however, the evidence suggests that women 
might face even greater discrimination in entrepreneurship than they do in the labour 
market (Weiler and Bernasek 2001). A basic distinction can be made by dividing rea-
sons for self-employment into pull and push factors. As the names suggest, pull factors 
represent all those instances where an individual freely decides to enter the market, for 
instance, because of identifying a market niche whereas push factors force this decision 
on the individual, for instance, due to unemployment. These groups are also labeled as 
opportunity (pull) and necessity (push) entrepreneurs. As entrepreneurship represents 
a big challenge, not everyone might be suited to successfully tackle it. Therefore, it is 
necessary to identify promising ventures and these are more likely to be found among 
opportunity entrepreneurs. A simple identification strategy is to separate solo-
entrepreneurs (necessity) from entrepreneurs with employees (opportunities). This 
builds on the assumption that a successful start-up is able to grow and to generate jobs.  

Nonetheless, simply looking at start-up rates or employment growth could tamper 
results. In general, there are fewer female than male entrepreneurs. But when looking 
at the transition rates from nascent to active entrepreneurs, there are almost no differ-
ences between the two groups. Thus, although there are less female than male entre-
preneurs, the lower startup propensity of women is unlikely to result from lower 
chances of success in the founding process (Koellinger et al., 2013). This is an interest-
ing result because studies have shown that starting a business is far more complex for 
women than for men. For instance, Minniti and Nardone (2007) suggest that the choice 
for entrepreneurship is driven by the need for independence to accommodate family 
needs and child rearing which might simultaneously complicate the founding process. 
This finding might be related to the fact that we see that the number of women in part-
time entrepreneurship is above average (Bundesministerium für Wirtschaft und Ener-
gie, 26.11.2013; Niefert and Gottschalk 2013). Taken together, this provides further evi-
dence that a classification of female entrepreneurs from a life course perspective could 
be a fruitful approach.  

A promising classification of female entrepreneurs might take into account their cur-
rent living and family situation. Goffee and Scase (1985) suggest a four-way classifica-
tion that considers the individuals’ attachment to entrepreneurial values and conven-
tional female values. This returns the following groups: (1) Conventionals who have a 
high commitment to both entrepreneurship and domestic roles, (2) Radicals who show 
a low commitment to entrepreneurship and domesticity, (3) Innovators who are pri-
marily concerned with entrepreneurial values and (4) Domestics who are primarily 
dedicated to their domestic role. While an interesting approach due to the contrasting 
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of family and work values it is difficult to implement with the available data sets. An 
alternative classification was developed by Cromie and Hayes (1988) whose approach 
evolves around women and their children: (1) Innovators who have no or only grown 
up children, (2) Dualists who have children and work while being a mother and (3) 
Returners who have older children and who lack other attractive job prospects. In gen-
eral, it appears a promising approach to capture family commitments (e.g., by the 
number and/or age of children) in an analysis of working conditions. In the data analy-
sis in Section 4, we therefore decided to build on this conceptualization by classifying 
women according to their family situation, proxied by the degree of support (with or 
without partner) and the degree of responsibility (children and/or adult care duties). 
We therefore aim to extend previous definitions and, simultaneously, to construct a 
measure that is more easily implemented in existing data sets.  

When defining entrepreneurship, it is most important to avoid stereotypes. When 
this is not done in practice, so called stereotype threats might kick in. Stereotype 
threats describe situations where individuals could confirm a negative stereotype of 
their group. This might in return change their behavior, for instance, impair their per-
formance on tests. It has been shown by Gupta, Goktan, and Gunay (2014) that women 
(men) evaluate entrepreneurial opportunities worse than men (women) when the op-
portunities are described using male (female) attributes. However, when using gender-
neutral attributes, the difference in opportunity perception is no longer statistically 
significant. Since the identification of business opportunities is the first step to become 
an (opportunity) entrepreneur, it shows that to wipe out gender differences in entre-
preneurship rates, one might start by changing the perception of entrepreneurship in 
society. In fact, Welter (2004) documents that in most western countries, particularly in 
Germany, entrepreneurship is primarily attributed with male characteristics. This 
brings up the role that policy can play. We will return to this point in the end of our 
study in Section 5 when it comes to the political inferences that can be derived from the 
reported results.  

2.2 | Differences in Firm-Level Characteristics between Male and Female En-

trepreneurs 

It seems important to distinguish between the number and the share of female en-
trepreneurs as the latter is a measure of diversity (Verheul, 2006). Female entrepre-
neurship can thus be investigated as the share of the population and as the share of the 
total number of entrepreneurs, yielding data that requires different interpretations. The 
share of female entrepreneurs in Germany differs, depending on the data that is used 
(cf., Niefert and Gottschalk 2013). While their number increases, there are, nonetheless, 
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on average less female than male entrepreneurs (see for instance, Niefert and Gott-
schalk 2013, Wagner 2007).  

As regards differences in firm success between male and female entrepreneurs, the 
picture has changed over the years. Naturally, one might conclude that female entre-
preneurs have caught up with their male counterparts. The empirical evidence draws, 
in fact, a more sophisticated picture. In 1996, Rosa, Carter and Hamilton point out that, 
although they find marked sex differences in performance indicators, the evidence con-
tinues to be inconsistent, suggesting that a product of factors and not simply gender 
differences drive the results. This can be taken exemplarily for previous research where 
no clear pictures emerges as regards performance differences (for an overview see, e.g., 
Niefert and Gottschalk 2013; Bruin et al. 2007).  

For instance, evidence from OECD countries for 2009 suggests that birth rates as well 
as death rates of female-owned enterprises are mostly higher than those of their male 
counterparts. 1  There is no clear evidence that female-owned enterprises fail at a faster 
rate than male-owned firms. Moreover, female firm birth rates turned out to be less 
affected by the economic crisis than male firm birth rates. As to sole-proprietor enter-
prises of women and men, both groups show similar survival rates three years after 
start-up. Furthermore, women- and men-owned enterprises perform rather similarly as 
regards job creation in the first three years). In Poland, women exhibited an even high-
er employment growth rate than men in 2009. However, women mostly differ from 
men in the size of business operations, measured in sales, profit or value-added. For 
instance, in 2009 female-owned firms held only a 4 %-share on the top decile of Ger-
man firms ranked by the value of assets and ranked by shareholder capital, respective-
ly. Among the top decile of the employment distribution, women-owned firms were 
not present. The situation was more favourable in Poland where the corresponding 
shares of women-owned firms amounted to 7 % (value of assets), 9 % (shareholder 
capital), and 1 % (employment), and much more in favour for women in Norway with 
shares of 14, 16 and 13 %. Despite the fact that apparently, nowhere in Europe women 
hit the jackpot, the particular small deal of German female entrepreneurs in terms of 
core economic indicators is conspicuous. Which firm-level characteristics answer for 
the gender performance gap? Blinder-Oaxaca decompositions show that the lower cap-
ital intensity, the lower average firm size, and the sector of activity answer for large 
parts of the gender performance gap. If female-owned firms exhibited the same charac-
teristics in the named three aspects than enterprises owned by men2 , the gender 

 
 
1 The evidence presented in this paragraph refers to OECD (2012). Births refer to the creation of new enterprises with employees or to 

transitions of existing enterprises from 0 to 1 or more employees. Analogously, death rates refer to the dissolution of enterprises or to 
transitions to no employees. 

2 Enterprises are defined as women (men)-owned if one or more women (men) won more than 50 % of the shares. 



11 

 
Female Entrepreneurship

productivity gap (value added per employee) would be reduced by 51 % and the profit 
gap by 92 %. 

Other studies also go one step further arguing that gender differences in perfor-
mance indicators vanish once sectors of activities and key characteristics of business 
owners other than gender are controlled for (Fairlie and Robb 2009; Niefert and 
Gottschalk 2011). The question arises if different outcomes of women and men follow 
from deliberate choices signaling different preferences (or even abilities), or if they re-
sult from different opportunity structures of women and men, especially in the start-up 
phase and when growing the company. It is a priori not clear whether women inten-
tionally select themselves in certain industries, nor whether they are particularly affine 
to small-sized firms and comparably low but flexible weekly workloads. For instance, 
the findings of Gatewood et al. (2009) point to a substantial part of female entrepre-
neurs with aspirations for growth. 

Looking at survival rates, some studies have and some have not found differences 
between men and women. To disentangle these contradicting results, Kalnins and Wil-
liams (2013) suggest that differences in outcomes vary by industry and geographical 
location, a result that they can actually confirm. Female-owned businesses out-
survived men in several industries and vice versa. At the same time, female-owned 
businesses out-survived male-owned businesses in the largest cities while male-owned 
businesses fared better elsewhere. The basic idea is that women are more likely to start 
their business in industries that have, e.g., fewer employees and lower survival rates. 
The regional environment is also of high importance in the start-up process (Bergmann 
and Sternberg 2007). Also, some industries require less financial (start-up) capital than 
others which results in higher failures rates in these industries because less is at stake. 
If women are overrepresented in such industries, overall failure rates of female enter-
prises will also be higher (Watson 2003). Koellinger, Minniti, and Schade (2013) find 
that the significant difference between the number of start-ups of men and women dis-
appears when controlling for other factors, for instance, firm size and sectoral distribu-
tion. As alternative explanation for gender differences, they suggest that women lack 
confidence in their skills because of (1) different perceptions of own skills, (2) different 
perception of opportunities, and (3) different skills and circumstances between men 
and women. Alternatively, female-owned businesses might underperform because (1) 
their businesses may be younger, (2) due to family commitments they may lack work-
ing time, (3) they may lack access to finances, (4) they may show lower education and 
experience levels, (5) they may be more risk averse, and (6) they may be less interested 
in financial rewards  (cf., Watson 2003). In what follows, we will look in more details at 
several of these individual characteristics.  
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2.3 | The Role of Individual Characteristics for Entrepreneurship 

It is well established that there exists an inverted U-shaped relationship between age 
and entrepreneurial propensity (e.g., Bergmann and Sternberg 2007). The likelihood to 
become self-employed increases with age and peaks between 35 and 40 years before it 
starts to decrease again. Previous experience in the industry, in self-employment, or in 
a management position further increases the entrepreneurial propensity. Nitschke 
(2010) finds that in older age cohorts there are fewer female entrepreneurs, indicating 
that either the entrepreneurial propensity of women has increased in recent years or 
that more female entrepreneurs have exited the market in the older age cohorts. Female 
entrepreneurs in Germany are on average 40 years old (Dautzenberg et al. 2013;  Hy-
poVereinsbank 2013). Overall, however, there appear to be no differences between the 
average age of male and female entrepreneurs at the time of start-up (Dautzenberg et 
al. 2013).  

Similar to experience, entrepreneurial propensity also increases with higher educa-
tion levels (Davidsson and Honig 2003; Robinson and Sexton 1994). In addition, higher 
education levels improve performance (for overview see Coleman 2007). This can be 
explained with the high level of task complexity during the start-up process. In addi-
tion, many entrepreneurs who start a business are alone and thus need to fulfill all re-
quired functions themselves. They therefore need to be jack-of-all-trades or have bal-
anced skills (Lazear, 2004, 2005). Indeed, most likely due to their different work experi-
ence, women show on average lower levels of balanced skills (Bublitz and Noseleit 
2014). This might, however, partly result from a different perception of own skills be-
cause the study used self-reported data (Koellinger et al. 2013). Self-employed women 
in Germany are on average higher qualified than their dependently employed coun-
terparts (Dautzenberg et al. 2013). 

Of particular interest in the case of female entrepreneurs is the role of the network 
and the family. As mentioned above, due to child-rearing and other care commitments, 
women might not be as flexible as men in different stages of their life. Instead of being 
pulled into entrepreneurship, women might be forced due a lack of reconcilability of 
children and work in dependent employment or due to workplace discrimination in 
form of a “glass ceiling” (for an overview see Marlow 1997). This is in line with the 
finding that having children increases the propensity to become self-employed but 
being self-employed does not increase fertility as such. Instead, according to the find-
ings of Noseleit (2014), younger self-employed women show a significant decrease and 
older self-employed women a significant increase in fertility, suggesting that self-
employment influences the postponement of childbirth. In the same vein falls the ar-
gument of a lack of childcare facilities, impeding flexible working hours for the mother 
(Welter 2004). Other evidence suggests that women’s transitions to entrepreneurship 
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are mainly driven by their desire for independence (Gerlach and Damhus 2010). A re-
view of the international empirical literature on fertility concludes that fertility deci-
sions – as far as they are economically motivated – are the result of many socio-
economic determinants which interact with country specific meta data (e. g. institu-
tional childcare facilities and prevailing gender stereotypes) and moreover affect dif-
ferent fertility indicators in different ways (Boll et al. 2013).  

Whereas the causality in the relationship between self-employment and fertility is 
not straightforward, as regards networks, it is known that having self-employed par-
ents or personally knowing an entrepreneur increases the likelihood of becoming self-
employed (e.g., Bosma et al., 2012). Weiler and Bernasek (2001) find that networks may 
indeed be barriers for women’s success in traditional and entrepreneurial labour mar-
kets, possibly because they are dominated by a subset of non-supportive agents. Also, 
women, compared to men, are less likely to know entrepreneurs (Koellinger, Minniti, 
and Schade, 2013).  

So far, the focus was on traditionally measured characteristics. More recently, the 
analysis has been extended to include behavioral approaches, looking for instance at 
psychological variables and perceptions. Wagner (2007) shows that women have a 
higher fear of failure then men, which lowers the entrepreneurial propensity because 
self-employment is a risky employment choice. The evidence on different risk attitudes 
of men and women is still inconclusive (for an overview, Minniti, 2010). Interestingly, 
risk taking behavior can be influenced by the surrounding environment. After expos-
ing female students to a single-sex environment over several weeks, women became 
less risk averse than their counterparts in co-educational groups. This result was not 
found for men (Booth et al. 2014). The authors do not suggest that inherent traits do not 
exist but that they can be altered in different environments through social learning. 
Langowitz and Minniti (2007) find that women tend to perceive themselves as well as 
their firm environment less favorably than men do. This is an important finding be-
cause it relates to psychological factors such as self-confidence or fear of failure which 
are important explanations for entrepreneurial propensity. Using a unique approach, 
Minniti (Minniti 2010) finds that if women were exactly like men in terms of their so-
cio-demographic variables, the self-employment rates between both groups would still 
differ. Women appear to be differently affected by macro-economic conditions and 
perceptual variables. Koellinger, Minniti, and Schade (2013) confirm this result, show-
ing that, for instance, age, education, and work status may influence start-up decisions 
through their influence on perceptions. Correspondingly, women show a higher fear of 
failure, lower exposure to entrepreneurs, and lower self-efficacy which all reduce en-
trepreneurial propensity. Throughout, the gender differences in these perceptual vari-
ables are persistently high and cannot be explained with the socio-economic differ-
ences or self-selection into sectors.  
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2.4 | Motives and Barriers 

Naturally, due to their family duties, women need to reconcile work and children. 
Marlow (1997) documents in a qualitative study that, as motivating factors for entering 
self-employment, women when compared to men are more interested in combining 
waged and domestic labour and in developing a hobby. Men mention independence 
and financial gain more often while there are no differences as regards career frustra-
tion. As regards current trading difficulties, women mention most often domestic and 
firm clash, suitable staff, and finance issues. Men are mostly concerned with finance 
issues, credit control, or report to have no difficulties. It is interesting to see that in the 
study more than one-third of the men did not expect women to face particular prob-
lems. Only a minority of women agreed with this notion. A general conception appears 
to be that men and women differ in the factors that drive their self-employment choic-
es. Correspondingly, men are expected to focus more on standard economic factors 
such as, for instance, access to credit and economic opportunity. In contrast, women 
are expected to attach more importance to social factors such as, for instance, work-life 
balance and parenthood. As a consequence, more women than men start their business 
out of a position of non-employment indicating that self-employment serves as a re-
entry option for women (Döbler 1998). Moreover, women who have to cope with re-
stricted time schedules due to family tasks might consider self-employment as an intel-
ligible and durable strategy to reconcile family and work (Jung 2011). However, Sari-
dikis, Marlow, and Storey (2014) show using official, as opposed to self-reported, data 
that macro-economic factors powerfully explain self-employment behavior of men and 
women in the short and long-run. Indeed, a respondent in the pretest of our survey 
(see Section 4) pointed this out when commenting on our questionnaire design, em-
phasizing that, for instance, the most important barriers would be the same for women 
as for men and that one should avoid focusing too much on soft factors. The literature 
reviewed here indicates that although the individual circumstances, motives, and bar-
riers of women and men may differ in the start-up phase, both genders face similar 
challenges in maintaining and growing their business in the later career.   

One might add that the provided time flexibility of self-employed women does not 
necessarily correspond to an overall reduced workload of women in the private sphere. 
Within couples in many European countries, women uptake the major part of house-
work even when they are full-time employed. At the turn of the millennium, the gen-
der gap in daily housework time in dual earner couples (both partners working full-
time) amounted to 46 minutes for Sweden, 69 minutes for Finland, 77 minutes for 
Norway, and 64 minutes for Germany (Boll, Leppin, and Reich 2012). Whereas the 
gender gap in the unpaid workload also applies to dependently employed women, 
self-employed women are additionally burdened with the business risk (Gerlach and 
Damhus 2010). 
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3 | Female Entrepreneurship in the Baltic Sea Region 

3.1 | Opening Remarks 

The literature overview illustrated that male and female entrepreneurs differ. In ad-
dition, a cross-country comparison can provide us with a richer picture of female en-
trepreneurship. In this Chapter, the labour market involvement of women in general 
and the importance and characteristics of female entrepreneurship in particular are 
portrayed for the countries bordering the Baltic Sea: Finland, Sweden, Denmark, Ger-
many, Poland and the Baltic States Estonia, Lithuania and Latvia. The data for Chap-
ters 3.2 through 3.6 come from the Labour Force Survey (LFS) and the 'Global Entre-
preneurship Monitor' (GEM), respectively, and for Chapter 3.7 from the 'Global Entre-
preneurship and Development Index' (GEDI).  

The LFS is the largest household sample survey in Europe.3 GEM is an international 
research pool and has been active for 15 years. It collects information on start-up activi-
ties and attitudes of entrepreneurs and compares them on an international scale (com-
prising 69 countries).4 The GEDI index measures the entrepreneurial character of 118 
nations.5 Detailed data source information is provided in the figures and tables and (for 
Eurostat data) in Tables A1a and A1b, respectively in the Appendix. However, for im-
prove readability, sources will not always be explicitly mentioned within the text.  

The duration of women's working lives in BSR countries differs by more than ten 
years, ranging from 28,9 years in Poland to 38,5 years in Sweden (figures for 2010, see 
Biermann et al. 2013). To circumvent biases caused by retirees’ self-employment, our 

 
 
3 For the 33 participating countries, the LFS delivers quarterly and annual data on labour market participation of individuals aged 15 and 

older as well as individuals outside of the labour force. Roughly 1.8 million persons are interviewed on a quarterly basis in order to 
obtain statistical information on 100 variables. The sampling rates vary between 0.2 % and 3.3 %. The data for this study was mostly 
extracted between January and February 2014 (see Eurostat (2013; 2014) and Tables A1a, A1b in the Appendix. 

4 On a semi-annual basis, country-specific data is being raised, via telephone interviews as well as postal and electronic surveys of a 
representative cross-section of the population. For example in 2012, several telephone interviews were conducted: in Germany 4.300 
individuals, in Sweden and Denmark 2.500 individuals each, and in Finland, Norway, Estonia, Lithuania and Latvia approximately 
2.000 individuals each participated in the telephone survey (Global Entrepreneurship Monitor 2012 (2012). Data used from the GEM 
come from the year 2012 and were taken from the Women’s Report 2012. 

5 The GEDI index 2013 comprehends 118 countries including 36 European, 23 North and South American, 30 African, 28 Asian countries 
as well as Australia. The GEDI’s sub-indices represent the three key variables of a benchmark definition of entrepreneurship, namely 
entrepreneurial (1) attitudes, (2) action, and (3) aspiration. The first pillar entails different measures on attitudes associated with the 
entrepreneurship-related behavior of a country’s population (i.e. opportunity perception, risk aversion, etc.). The second pillar mainly 
captures the intensity, respectively activity of start-ups and small businesses as well as their economic potential. Finally the third pillar 
refers to the qualitative, strategy related nature of entrepreneurial activity, such as newness of the products/ technology or the firm 
specific, ambitions and financial endowments. The sub-indices are again split into a total of 14 pillars. In turn, each of these pillars 
comprises individual as well as institutional components summarized by different 28 variables. The arithmetic average of the sub-
indices equals on a 0-to-1 scale the overall GEDI score. 
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analyses of individuals at working age henceforth refer to those aged 15 to 64 years 
and to 20 to 64 years, respectively (depending on data availability).  

3.2 | Self-Employment of Women in Relation to the Female Population Size and to 

Female Employment  

Germany, with 24.7 million women has the largest absolute number of female per-
sons at working age (20 to 64 year old) of the analysed countries (see Figure 1). Thus, 
the German female workforce is greater than the aggregate workforce of the remaining 
eight countries bordering the Baltic Sea (21.2 million women). Moreover, the aggregate 
female workforce living in the three northernmost federal states, namely Schleswig-
Holstein (1.7 million), Hamburg (1.1 million), and Mecklenburg-Vorpommern (1.0 mil-
lion) equals the respective total of Denmark, Norway and Latvia (3.649 million wom-
en). This highlights the particular importance of German labour market policy for 
growth and employment perspectives in the Baltic Sea region. 
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Figure 1 
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With 11.8 million, Poland has less than half the number of women at working age 
when compared to Germany. The third highest female population at working age is 
found in Sweden. Totaling 2.7 million women, the Swedish female working age popu-
lation is roughly a quarter of the size of the Polish, or one-ninth of the German popula-
tion respectively.  

In turn, as depicted in Figure 1, the remaining Scandinavian countries of Denmark, 
Finland, and Norway count about half of the Swedish female population at working 
age, each summing up to about 1.5 million women. The Baltic States have a total of 2.0 
million female inhabitants at working age, while almost half of them live in Lithuania 
(0.9 million). Latvia (0.6 million) and Estonia (0.4 million) account for the smallest fe-
male populations at working age of all countries in our sample. 

Within the entire female population at working age, on average 5.8 % are self-
employed. This rate is highest for Poland (8.0 %), followed by Finland (6.0 %). The two 
countries with the lowest share of female self-employed at working age are Norway 
(3.1 %) which is directly followed by Estonia (3.2 %). For a more detailed count of the 
absolute amount of female self-employed, see Figure 1.   

Apart from the overall population size, the overall employment rate of women also 
has to be considered when the prevalence of female self-employment is discussed.  
Therefore, before diving into the household context of female entrepreneurs (subsec-
tion 3.3), women’s labour market participation has to be analysed in the BSR country 
comparison.  

     

Female Labour Market Participation 

Overall, the fraction of women actively participating in the labour market varies 
tremendously within the respective countries (see Figure 2). In 2012 only 59.7 % of 
women in Poland aged 15 to 64 were engaged in paid employment. In contrast, the 
share is notably higher in the Baltic States, ranging from 68.4 to 71.0 %, and in Germa-
ny with 72.7 %. Yet, with average shares between 73.5 and 76.0 % the employment rate 
of women is highest throughout the Scandinavian countries. 
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Figure 2  

 

This relatively large variety of employment rates might be a potential result of over-
all structural differences. For instance, the duration of schooling as well as the retire-
ment regulations differ across countries and hence have an effect on the entrance and 
exit ages of women in the labour market. Also regulations concerning maternal or pa-
rental leave and the infrastructural level of formal childcare vary quite remarkably 
across these countries. These are all aspects that potentially contribute to differences in 
the employment rate of women across the respective countries.    

Difference in the employment rates persist when including the additional aspect of 
having children. In other words, when only considering women with children, the sys-
tematic discrepancies among the countries remain. In Poland, 65.8 % of all women with 
children are engaged in paid employment, whereas this share is notably higher in the 
Baltic States and Germany (Estonia: 69.4 %, Latvia: 71.2 %, Germany: 72.1 %, Lithuania: 
76.5 %) and particularly in Scandinavia (Finland: 77.2 %, Sweden: 81.9 %, and Den-
mark: 82.0 %). 
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Overall, employment rates are higher for women (age 15 to 64) with children com-
pared to those at the same age without children (see Figure 3). Germany and Estonia 
(here: only mothers living in a couple) are the only exceptions, in which the rate of em-
ployment is lower for mothers than for women without children. Especially in the 
Scandinavian countries and Poland, female participation in the labour force is much 
higher for mothers compared to women without children. With respect to women that 
live in a partnership, this relationship is particularly strong (exception: Estonia). For 
instance, as illustrated in Figure 3, in Denmark the employment rate for women with-
out children (68.1 %) and for single mothers (74.0 %) is much lower compared to moth-
ers living in a couple (85.0 %). 

Figure 3  

 

Contextual Factors of Female Employment 

Career and in general job-related ambitions of women with young children (younger 
than 12 years) are strongly influenced by the availability and quality of childcare. As a 
consequence, the high employment rate of Danish mothers is not surprising, since 
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Denmark provides extensive child care endowments throughout all age groups of a 
child. Here, 69 % of the under three-year-old children, 87 % of children aged between 3 
and official entry age of primary school, and 71 % of children aged between school 
entry and 12 years attain child care for at least 30 hours per week (see Figure 4). 

Figure 4  

  

In comparison to Denmark, Sweden, which has a similarly high degree of employ-
ment of mothers, is not as well-equipped with child care facilities for young children. 
Still, after entering primary school, every child attends child care for on average more 
than 30 hours per week.  

As mentioned above, the relatively lowest rate of employment among women with 
children is found for Poland. Again, this result is reflected in the availability of child 
care, which is the lowest compared to all other countries within the analysis. Only in 
Estonia and Latvia this relationship does not hold: Compared to Germany, the em-
ployment rate is lower even though they provide comparably better formal child care. 

For Germany, the provision of all-day care for children below three years proves to 
be particularly poor. Furthermore, compared to Scandinavian countries, all-day care 
remains at a rather low level when children grow up. Only 40 % of primary school 
aged children are cared for more than 29 hours per week, that is, at least 6 hours per 
day. The half-day school system and the scarce all-day slots for preschool children re-
late to the high persistence of part-time employment over the life course of German 
mothers: Whereas the part-time rate amounts to 62 % when the youngest child is below 
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0

10

20

30

40

50

60

70

80

90

100

A B C A B C A B C A B C A B C A B C A B C A B C A B C

DK DE EE LV LT PL FI SE NO

%

1-29 h min. 30 h

Formal childcare by children’s age and weekly hours as share over the population of 
each age group, 2011

Sources: Eurostat (2013); HWWI.

Notes: A: <3 years; B: 3 years - compulsory school age; C: compulsory school age - 12 years.



22 

 
Female Entrepreneurship

for mothers with teenagers (12+ years) (Eurostat 2014). The lack of child care for the 
youngest age group of 0 to 3, that is found most often in rural areas, relates to a low 
labour market attachment of mothers in the very first years of life of their offspring. 
However, there is evidence that childbirth related employment breaks of entrepreneur-
ial women are shorter (Döbler 1998), presumably due to more flexible working time 
schedules and/or more tele-working opportunities.  

To foster a more even distribution of career and family tasks within couples, invest-
ments in childcare facilities proves to be a valid instrument if (and only if) prevailing 
gender roles as to the employment of mothers with young children are in favour of 
external care (Boll et al. 2013). Furthermore, there is evidence that in an international 
comparison, father friendly parental leave schemes, particularly those providing a high 
wage replacement rate and exclusive father weeks, are significantly positively related 
to fathers’ daily childcare time (Boll, Leppin, and Reich 2014). The time that fathers 
regularly spend with their children offers additional work options for mothers. In this 
respect, policies like the German ‘Elterngeld’ play an important role in intensifying the 
labour market involvement of mothers in general and of female entrepreneurs in par-
ticular. 

 

Prevalence of Self-Employment 

Due to the fact that there are major differences in the employment rates of women 
across countries, self-employment ratios vary as well, depending on whether they are 
put into relation to the overall employment level or to the overall female population at 
working age. 

In Poland, which is the country with the lowest employment rate for women, the 
share of self-employed as a fraction of total employment is the highest among the ana-
lysed countries. Almost one out of every five women is self-employed. In contrast to 
this, in Sweden, which is the country with the highest employment rate for women, 
only one out of 33 women is self-employed, making the lowest share out of all coun-
tries. It has indeed been shown that there is a u-shaped relationship between GDP per 
capita and entrepreneurship which can be described in three stages. Accordingly, low 
levels of per capita GDP relate to job opportunities in the entrepreneurship sector as 
new markets emerge. With increasing per capita GDP, more established firms start to 
dominate the market, benefitting, for instance, from economies of scale. During the 
third stage, the per capita GDP levels are high which in return enables more individu-
als to start a business (for an overview, see Minniti, 2010). This might partly explain the 
high self-employment rates found in Poland.  

Furthermore, as illustrated in Figure 5, in each country the share of self-employed 
men as a fraction of total employment is higher than the share of self-employed wom-
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en. This difference is particularly large in the Scandinavian countries and Estonia. In 
these countries, the share of self-employed men is twice as high as the corresponding 
share for women.6 

Figure 5  

 

  

3.3 | Household-Related Characteristics of Female Entrepreneurs 

As depicted in chapter 3.2 and with the exception of Estonia and Germany, the em-
ployment rate of 15 to 64 year old women with children is higher than the one of wom-
en without children. In more detail (not displayed here), the employment rates of 
mothers is quite heterogeneous. Whereas women with one child are even more fre-
quently employed (75.9 %) than childless women (73 %) and those with two children 
are very similar to the latter (72.3 %), women with three and more children are far less 

 
 
6 Note that however, female self-employment is of different importance if only persons aged 20 to 64 are considered. In this age group, 
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(5.4%) whereas it is slightly lower in Latvia (8.0%) and Lithuania (7.3%) and considerably lower in Poland (13.9%). It can be concluded 
that self-employment plays a higher role at the lower and upper end of the employment career in Eastern BSR regions whereas Scandi-
navian women are more likely to be self-employed between 20 and 64 years of age. 
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often in paid work: Their employment rate amounts only to 53 % (figures refer to 
2012).  

Regarding self-employment, however, it appears that the share of self-employed 
women in Germany increases with the number of children. This indicates that it might 
become more attractive for German women to become self-employed when having 
children: While only 6.7 % of women without children in Germany are self-employed, 
7.5 % of women with one child, 8.7 % of women with two children and 10.5 % of wom-
en with three or more children decided to become self-employed (see Figure 6). The 
same relationship holds true for Latvia.  

In Poland, the increasing share of self-employed women with increasing number of 
children is especially pronounced. Also, in Finland the number of children and self-
employment appears to be positively related for women. Only in Denmark and Swe-
den the share remains constant when the number of children increases.   

 

Figure 6  
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share of self-employed women is lower for those, whose last born child is younger 
than six years (8.0 %) compared to those women with an child aged 6 to 11 years 
(8.4 %). This difference is even more pronounced in other countries such as Sweden, 
Finland or Denmark. Furthermore, the development of the share of self-employed is 
most remarkable for the case of Poland. While 13.2 % of the women with a relatively 
young last born child are self-employed, this fraction increases to 16.4 % for those 
women, who have a relatively older last born child). 

 

Figure 7  

 

The share of self-employed Swedish and Danish women did not seem to be related 
to the number of children but to the age of their children. The percentage of self-
employed women is 0.7 points higher for women in Denmark as well as 1.6 points 
higher for women in Sweden, who have a last born child older than 6 years compared 
to women with a younger last born child. 
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Across the board, when compared to self-employed men, the share of self-employed 
women without employees is higher. The highest share of self-employed women with 

8.0
8.4

4.9
5.6

8.5

9.5

4.0

5.6 5.5 5.6

9.1
8.4

13.2

16.4

0

2

4

6

8

10

12

14

16

18

≤ 6  6 - 11 ≤ 6  6 - 11 ≤ 6  6 - 11 ≤ 6  6 - 11 ≤ 6  6 - 11 ≤ 6  6 - 11 ≤ 6 ≤ 6  6 - 11

Germany Denmark Finland Sweden Estonia Latvia Lithuania** Poland

Percentage of self-employed women by the age of the youngest child*, 2012

Sources: Eurostat (2014); HWWI 

%

* 15 to 64 years old, no data for Norway available.
** No data for Lithuania for youngest child less than 6 years available.

Example: 8.0 % of 
the women (15 to 64 
years old) in 
Germany with a child 
less than 6 years old  
are self-employed.



26 

 
Female Entrepreneurship

employees can be found in Germany (33 %), followed by Sweden (32 %) and Denmark 
(31 %). With only 17 %, Lithuania is the country with the lowest share of self-employed 
women who have employees working on their account. Similar to this, in Poland, 
which has the highest share of self-employed women as a fraction of total employment 
(see 3.2), the share of self-employed women with employees on the total of female self-
employed is the second lowest (20 %) of all countries in this analysis; a similar pattern 
is derived for Polish men. (see Figure 8).   

Figure 8  

 

Female self-employment further displays country-specific industry patterns (see 
Figure 9). In an overall comparison, the agricultural, forestry and fishing sector takes a 
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centrated on very few sectors but more spread out across various sectors. Still, in this 
context four sectors are on average more frequently chosen as a business field for self-
employed women than the rest: 1) human health and social work activities, 2) profes-
sional, scientific and technical activities, 3) wholesale and retail trade, and (4) other 

0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

M F M F M F M F M F M F M F M F M F

Germany Denmark Finland Norway Sweden Estonia Latvia Lithuania Poland

Self-employed persons with employees Self-employed persons without employees

Ratio of self-employed persons with and without employees of all self-employed persons*,
2012

Sources: Eurostat (2014); HWWI. 

%

* 20 to 64 years old



27 

 
Female Entrepreneurship

service activities. Taken together, these four sectors account for 60 to 65 % of all female 
self-employment activities. 

Figure 9  

 

3.5 | Differences in the Attainment of Education by Employment Status 

The educational distribution of the workforce relates to the economy's potential for 
innovation and growth. In this context, the share of graduates plays a decisive role. 
However, it should also be regarded that vocational education also plays a decisive 
role for macro- and microeconomic development. A survey by the European Centre for 
the Development of Vocational Training displays that in many European countries, 
vocational training has positive impacts on wages, employment and mobility. For en-

2.3% 3.9%

16.5%
10.5%

6.3%

45.5%

19.3%
20.4%

14.5%

19.1%

9.1%

5.0%

14.0%

18.1%

13.3%
13.2%

19.4%

7.4%

12.8%

12.8% 11.6% 13.4%

16.5%

19.6%

24.1%

25.0% 24.9%
18.2% 28.5%

9.7%

5.6%

3.5%
5.8%

10.1%
5.4%7.3%

3.3%
5.3% 2.9%3.8%

5.3% 4.8%
4.6%

4.7% 3.6%
10.9%

7.7% 8.5%
5.5% 7.0% 6.7%

0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

Germany Denmark Finland** Norway Sweden Poland
Other economic activities
Manufacturing
Education
Arts, entertainment and recreation
Other service activities
Wholesale and retail trade; repair of motor vehicles, motorcycles
Professional, scientific and technical activities
Human health and social work activities
Agriculture, forestry and fishing

Ratio of economic activities of female self-employed persons* (%), 2012

* 20 to 64 years old, without Estonia, Latvia and Lithuania. 
** Finland: no data for Education available.
Sources: Eurostat (2014); HWWI.



28 

 
Female Entrepreneurship

terprises, it improves productivity, innovation and organisational culture. It is further 
stated to be of special benefit for disadvantaged regions (Publications Office of the Eu-
ropean Union 2011, see Biermann et al. 2013). In what follows, the educational distribu-
tion of self-employed women is analysed. We differentiate between low, medium and 
high education. Lowly educated individuals do not dispose of a completed vocational 
education (ISCED levels 0-2). Medium educated persons have completed upper sec-
ondary or post-secondary education (ISCED levels 3-4), highly educated persons have 
completed tertiary education (graduates; ISCED level 5-6). 

We start with the educational distribution of the female self-employed. As female 
self-employment is dominated by the characteristic of not having employees (67 to 
83 % of all self-employed women do not have employees, see Chapter 3.4), we add the 
information for the solo entrepreneurs. As Figure 10 shows, the educational distribu-
tion of solo-entrepreneurs differs from the average distribution within countries and 
moreover, the average distribution considerably varies between countries.  

Figure 10  

 

47.9%

46.4%

36.0%

36.8%

39.9%

37.8%

40.4%

44.0%

36.6%

39.4%

53.2%

46.0%

40.1%

33.1%

26.1%

21.1%

24.6%

20.8%

45.5%

47.0%

40.0%

38.2%

50.2%

52.1%

46.4%

45.2%

49.9%

47.4%

41.7%

48.0%

55.0%

60.3%

69.9%

73.7%

66.6%

68.6%

6.6%

6.6%

24.0%

24.9%

9.9%

10.1%

13.2%

10.8%

13.5%

13.1%

5.0%

6.0%

4.9%

6.7%

4.1%

5.2%

8.8%

10.6%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

total

without Employees

total

without Employees

total

without Employees

total

without Employees

total

without Employees

total

without Employees

total

without Employees

total

without Employees

total

without Employees

G
e

rm
a

n
y

D
e

n
m

a
rk

F
in

la
n

d
N

o
rw

a
y

S
w

e
d

e
n

E
st

o
n

ia
L
a

tv
ia

L
it

h
u

a
n

ia
P

o
la

n
d

high medium low

Educational distribution of female self-employed persons* (%), by number of employees, 2012

* 20 to 64 years old
Sources: Eurostat (2014); HWWI. 



29 

 
Female Entrepreneurship

In the cross-country comparisons, Estonia has the highest share of self-employed 
women with a high qualification level. This is true for more than every second Estoni-
an female in self-employment (53.2 %). This rate is slightly lower (46.0 %) for those self-
employed women without employees. In turn this means that the share of high quali-
fied self-employed women has to be above 53.2 % for those with employees.  

  In Germany, the educational level among self-employed women is as well generally 
high. Almost every second self-employed woman (47.9 %) has a high qualification lev-
el, whereas only 6.6 % have a low qualification level. 

The lowest share of female self-employed with a high qualification level is found in 
Lithuania and Poland. As illustrated in Figure 10, in both countries approximately only 
one out of four self-employed women has a high qualification level. For women who 
are self-employed and do not have any employees this share is even lower: only about 
one out of every five women has a high qualification level. 

Another feature that is worth mentioning is the comparatively high share of low 
qualified self-employed women in the Scandinavian countries. Particularly in Denmark 
(24.0 %), but also in Sweden (13.5 %), Norway (13.2 %), and Finland (9.9 %) this share is 
far above those of the other countries. 

In a widened perspective, the educational distribution of female self-employed shall 
be compared to that of the female population and the female employed, respectively. It 
appears that across BSR countries, the female self-employed form a more or less dis-
tinct group.  

As depicted in Figure 11, in all analysed countries female employees (between 20 
and 64 years) have on average a higher degree of education when compared to the 
overall population. In particular, the share of women with a high (low) level of educa-
tion is comparatively higher (lower) for dependently employed women than for the 
overall female population. For self-employed persons in Germany, Estonia, and Latvia, 
the share of women with a high level of education is above the one of the female popu-
lation. In Denmark and Norway, the fraction of graduate self-employed women is 
roughly in accordance with that of the overall female population in these countries. In 
all other countries, the share of graduates among the self-employed is lower than the 
corresponding population share. The share of self-employed women with a low level 
of education is generally lower than it is for the overall population. 

 

Figure 11 
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It follows from what is stated above that employed women are better educated than 
the female population throughout countries, whereas this only partly holds true for the 
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female self-employed. Put differently, considerable variation arises between the em-
ployed and the self-employed.  Among the employees, the share of women with a high 
level of education is especially high in Lithuania and Poland. In Finland, Norway, 
Sweden, Denmark, and Latvia the share of female employees with a high level of edu-
cation is slightly above the one of self-employed women. Only in Estonia and Germa-
ny, the opposite is true. Here, the share of female employees with a high level of educa-
tion is below the one of self-employed women. 

Germany is the only country in the analysis, in which the share of self-employed 
women with low educational levels is notably lower compared to the corresponding 
share for employees. In contrast to this, in Denmark and Poland the share of women 
with a low educational level is higher for self-employed compared to employees.  

Put together, in Finland, Norway, Sweden and Latvia, the educational distribution of 
self-employed women is very similar to that of female employees. In Germany and 
Estonia, however, well educated women have a high affinity towards self-
employment. In Germany, the share of women with tertiary education on the self-
employed doubles the respective population share. Moreover, Germany is the only 
country in which the share of women with a low level of education is lower among 
self-employed than among employees. In Germany and Estonia, highly skilled females’ 
share on the self-employed also outnumbers their share on dependently employed 
women. By contrast, highly educated women prefer being employees to being self-
employed in Lithuania and Poland. Last but not least, Denmark clearly stands out with 
a notable share of one quarter of low educated women among the self-employed. This 
share is far higher than among female employees albeit equaling the corresponding 
population share. Note that Denmark faces the highest population share of lowly edu-
cated women in the BSR comparison.  

3.6 |  Subjective Evaluations: Motives, Prospects and Intentions of Female Entre-

preneurs 

As discussed in Sections 1 and 2, motives for entrepreneurial activity are commonly 
categorized into necessity and opportunity motives. Necessity motives are those in 
which individuals are rather pushed into an entrepreneurial activity as a result of out-
side pressure. This could include for instance fear of unemployment. In contrast to this, 
opportunity motives are those in which individuals have actively chosen to become 
entrepreneurially active, that is, they were pulled into entrepreneurship. 

In our sample, differences in the distribution of these motives are more pronounced 
between countries than when cross-gender comparisons within countries are made. 
Across all country and gender specifications, opportunity motives appear much more 
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often than necessity motives (see Figure 12). In Sweden, Denmark, and Norway neces-
sity motives are only of minor importance, while they are, relative to other countries, 
particularly high in Poland but also in Latvia. Differences for men range from 6 % in 
Norway to 44 % in Poland and for women from 7 % in Sweden to 34 % in Poland. Fur-
ther, as illustrated in Figure 12, especially in Finland and Norway, necessity motives 
are much more commonly named by women than by men. The opposite holds true for 
Poland and Lithuania.7  

For women, Denmark (88 %), Sweden (88 %), and Norway (80 %) have the highest 
share of opportunity motives. In contrast, Polish women show the lowest share (63 %). 
For men, Norway reports the highest share for opportunity motives (92 %) while 
Polish men have the lowest share (48 %). 

Figure 12  

 

 

Beyond personal motives, individual perceptions on the business environment 
markedly influence the degree of entrepreneurial activities. For instance, in a sur-
rounding in which many people see lots of opportunities for entrepreneurship, there 
are higher rates of venture creation. Keeping this in mind, in the following paragraph, 

 
 
7 Note however, that the picture changes when the unemployed are considered. Whereas unemployment as a threat seems to foster 

women's entrepreneurship in Poland and Latvia only 2 % of female unemployed persons who are actively searching for a job prefer a 
self-employment over a wage-employment. The share is highest in Estonia (4.7 %) and lowest in Denmark (1.2 %) (OECD 2012: 324).   
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the percentage of adults that believe there are lots of opportunities for starting business 
is compared across countries and genders.  

As depicted in Figure 13, most commonly men see good business opportunities to a 
higher degree than women. Only in Poland, Latvia, and Finland the opposite is the 
case. In Sweden (63 %), Norway (57 %), and Finland (56 %), the share of women who 
identify good opportunities for entrepreneurial business is particularly high. In con-
trast, the share of positive perception is very low for Polish women (23 %). In Germa-
ny, 33 % of all men as well as 39 % of all women have a positive notion with regard to 
their business environment. 

Figure 13  

 

While the previous analysis focused on the perceived quality of the business envi-
ronment, individuals' perceptions of their own capabilities are now considered. For 
each country, the share of men who regard themselves as capable to start a business is 
well-above the corresponding share of women. For men, shares range between 40 and 
65 % while the shares for women are between 22 and 43 %. Self-perception is particu-
larly high in Poland while Danish, Norwegian and Finish people rather tend to assess 
their capabilities less often as positive (see Figure 14).      
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Figure 14  

 

Entrepreneurial intentions measure the fraction of adults in an economy who are 
currently not entrepreneurially active but intend to become an entrepreneur within the 
next three years. The general intention of becoming active as an entrepreneur is across 
the board higher for men than for women (see Figure 15). In the Baltic States and Po-
land, this notion is more pronounced compared to the other countries. For women, 
Latvia is the country with the highest share (19 %) of currently non-entrepreneurially 
active women who, however, have the intention to start a business. In contrast, in 
Germany (4 %) and Norway (3 %) the share of women having the intention to become 
entrepreneurially active is very low. It seems as if particularly necessity motives relate 
strongly to short-term intentions since they were notably pronounced in Poland and 
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Figure 15  

 

3.7 | Global Entrepreneurship and Development Index – An Overview of the Euro-

pean Countries Bordering the Baltic Sea 
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mists Zoltán Ács and László Szerb developed their benchmark measure of entrepre-
neurial activity, the so-called “Global Entrepreneurship and Development Index” 
(GEDI). It quantifies entrepreneurial activity by considering the complex relationship 
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GEDI index claims to be the only comprehensive measure that consistently explains 
the role of entrepreneurship in economic development. 
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tral Asia. Each of the respective nine European countries bordering the Baltic Sea is 
performing well-above average ranging within the overall top 30 percent of all coun-
tries analysed. As indicated in Table 1, Latvia has the lowest score out of this group of 
countries (0.35). In contrast, with 0.63 Sweden and Denmark do not only have the 
highest score within the nine countries but also the overall second best score—only 
being surpassed by the United States (0.67).  

Table 1  

Official GEDI Scores 2013 

Country  Main Index       Entrepreneurial Sub-Index 

  
  

Attitudes Action Aspiration 

  Rank* Points Points Points Points 

USA 1 0.67 0.70 0.71 0.59 

Sweden 2 0.63 0.73 0.64 0.53 

Denmark 3 0.63 0.63 0.73 0.53 

… 
     

Norway 10 0.55 0.64 0.56 0.47 

Germany 15 0.51 0.50 0.61 0.41 

Finland 16 0.50 0.63 0.49 0.37 

… 
     

Estonia 25 0.41 0.39 0.43 0.39 

Lithuania 31 0.37 0.35 0.41 0.33 

Poland 32 0.37 0.43 0.30 0.37 

Latvia 36 0.35 0.35 0.37 0.33 

…      

*Out of 118 countries 
 
Sources: Center for Entrepreneurship and Public Policy (CEPP 2013); HWWI.   
 

 

For the sake of illustration, the nine countries can be clustered into three groups with 
respect to their 2013 scores. The first group is formed by the second- and third-ranked 
Denmark and Sweden. The second group includes Norway, Germany and Finland 
ranking 10th, 15th, and 16th (scores 0.55, 0.51 and 0.50 respectively). And finally the 
third group consists of Estonia (rank 25, score 0.41), Lithuania (31, 0.37), Poland (32, 
0.37), and Latvia (36, 0.35). 

The first group is characterized by exceptionally high scores in the sub-indices En-
trepreneurial Attitude (particularly ‘networking’ and ‘cultural support’) as well as En-
trepreneurial Ability, especially in the level of opportunities for start-ups (see Table A2 
in the Appendix). Considering the sub-index Entrepreneurial Aspiration, Sweden and 
Denmark are performing fairly satisfactory. Their average score of 0.53 leaves enough 
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space for improvement. Amongst others, this relatively poor performance includes the 
category ‘process innovation’. 

Similar to the first group, the second group of countries is also performing very well 
in the sub-index Entrepreneurial Attitude. While there is a comparably slight deficit in 
terms of ‘opportunity perception’, the remaining characteristics are almost as convinc-
ing as the performance of group one within this sub-index. Taken as a group, Norway, 
Germany and Finland prove excellence in terms of ‘cultural support’ and ‘non-fear of 
failure’. 

Despite this, within the second sub-index, namely Entrepreneurial Abilities, the sec-
ond group fails to match Sweden and Denmark’s performance—still ranking above-
average. In particular the characteristics of the technology sector (exception: Germany) 
and the quality of human resources (exception: Norway), are lagging behind. In addi-
tion to this, similar but at an even worse level compared to group one, the third sub-
index exhibits several weaknesses, such as process innovation and growth. Moreover, 
Germany and Finland perform relatively poor in terms of risk capital. 

Finally the third group of countries, that is the Baltic States and Poland, has the 
highest potential for improvement. While the other countries’ scores could be judged 
according to the main sub-indices, this is not possible for this group. Their strengths 
and weaknesses are relatively evenly spread. Their most convincing characteristics are 
high ‘growth opportunities’, a high degree of ‘internationalization’ as well as fairly 
decent scores in ‘startup skills’ and ‘quality of human resources’ (exception: Poland). 
Nevertheless, concerning several aspects the Baltic States and Poland come-off short. 
For instance their performance in terms of ‘process innovation’, ‘risk capital’ as well as 
‘opportunity perception’ is particularly bad, ranging well below average on an interna-
tional comparison. Aside of this also ‘cultural support’ needs to be improved. 

Overall it can be stated that although all BSR countries are above the 118 countries’ 
average, only five out of nine of BSR countries rank higher than the BSR-average. Still, 
large discrepancies across these countries exist. While Denmark and Sweden can be 
regarded as international top-performers according to their GEDI score, Germany, 
Norway, and Finland can convince with very well scores in an international compari-
son, too. Only the Baltic States and Poland have several fields of potential improve-
ments. 

As illustrated in Figure 16, with respect to the GEDI scores over the past four years, 
the nine countries’ performance shows a u-shaped development. Having performed 
very well in 2011, the scores decreased in all reported countries with the exception of 
Poland. Yet, this drop has been compensated by most countries: across the board, 
scores have picked up since 2012. Current estimates on the 2014 scores suggest a fur-
ther increase in each of the analysed nine countries.   
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Figure 16 

 

 

3.8 | At a Glance: Country Profiles of Female Entrepreneurship 

The initial conditions for self-employment and entrepreneurial activities differ tre-
mendously between countries. Therefore, country-specific evaluations will follow (see 
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this, however, it has the highest share of self-employed women as a fraction of total 
employment across all analysed countries. In the female population there are relatively 
few women with a low education level but, at the meantime, also relatively few wom-
en with a high educational level. Polish women with a high educational background 
tend to prefer dependent employment and therefore become less frequently entrepre-
neurially active. In Poland, for women with many children, self-employment seems 
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sector. Further, the average Polish female entrepreneur does not have any employees 
and hence works on her own account. The share of necessity motives is the highest in 
Poland in a cross-country comparison. Further, Polish women assess their entrepre-
neurial skills to a very large share positively. Hence, only surpassed by Lithuania, Po-
land has one of the highest shares of women who intend to become entrepreneurially 
active within the upcoming three years. According to the GEDI index, Poland is ranked 
as a country offering high-potential in terms of entrepreneurial attitudes, activities, and 
aspirations but there is a need to catch up with the Scandinavian countries and Germa-
ny.  

Within the three Baltic States, the employment rates are in the middle range of all 
analysed countries. In Estonia, directly followed by Lithuania, the formal level of edu-
cation of the female population is the highest. Yet, the formal availability of child care 
in Estonia and Latvia is medium, while Lithuania's child care facilities are below aver-
age. Even though the rate of female self-employment is comparatively low in Estonia, 
the share of women who intend to become entrepreneurially active is, similarly to 
Lithuania and Latvia, relatively high. Well-educated Estonian women have a particular 
affinity to engage in self-employment. Hence, 53 % of entrepreneurially active women 
have a high level of education, which is the highest share among all other countries in 
this analysis. Most self-employed women have employees. Opposite to highly educat-
ed Estonian and Latvian women, Lithuania women with a high educational level do 
not prefer self-employment to being an employee. Additionally, in Lithuania only a 
small fraction of the self-employed women has employees. In Latvia, the share of 
women who intend to become entrepreneurially active is very high. While perceptions 
of entrepreneurial opportunities in the Latvian business environment are only to a rela-
tively small degree positive, many Latvian women assess their entrepreneurial skills to 
be good. Not surprisingly, the "Global Entrepreneurship and Development Index” 
(GEDI) ranks the Baltic states fairly high but still well below Germany and the Scandi-
navian countries, showing a room for improvement for the Baltic States.  

Denmark has a very high employment rate among women and also provides the 
best level of formal child care within the analysed countries. Yet, the formal level of 
female education is comparatively low: with 25 % the overall share of women with a 
low educational level is the highest of all countries. Concerning the level of self-
employment, only Sweden and Norway have a lower rate of female self-employment 
than Denmark. As a possible result of the good child care availability, similar to the 
other Scandinavian countries, the number of children appears not to be related to en-
trepreneurial activity which is generally low. However, with increasing age of the last 
born child, self-employment as an occupational status gains importance. Unlike in the 
other countries, self-employment is as well preferred by comparatively lower educated 
Danish women. Also, the fraction of self-employed with employees is relatively high. 
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Overall, the self-assessment with respect to entrepreneurial skills as well as the occur-
rence of necessity motives remains on relatively low levels. As a potential result, only 
very few Danish women intend to start an entrepreneurial career within the upcoming 
three years. In line with these results, the GEDI assigns Denmark a particularly high 
opportunity perception. Denmark ranks second highest among BSR countries accord-
ing to this index.  

Similar to Denmark, Sweden has a very high rate of female employment, very high 
formal child care availability but also the lowest rate of female self-employment (2.9 %) 
among all analysed countries. The number of children is not related to entrepreneurial 
activity but with increasing age of the last born child the share of self-employed wom-
en within the workforce increases. In the cross-country comparisons, the share of ne-
cessity motives is the lowest for Swedish women. Hence, opportunity motives are par-
ticularly pronounced in Sweden. Still, self-assessment of entrepreneurial skills is mod-
erate  but overall the assessment of the Swedish business environment is very positive. 
Still, only very few Swedish women plan to become entrepreneurially active in the 
medium term. The GEDI index assigns Sweden very favourable opportunities for start-
ups. Sweden and Denmark score highest according to this index in the BSR compari-
son.   

With 77.3 %, Norway has the highest rate of female employment within all analysed 
countries. While one out of four Norwegian women has a high level of education, sim-
ultaneously one out of five Norwegian women has a low level of education. Being 
slightly below Swedish standards, formal child care is on a high level in Norway, ex-
ceeding the Finish one. Like in Sweden, only a small share of women actively partici-
pating in the labour force is self-employed. Thus, despite seeing good opportunities 
and a very favourable business environment for becoming entrepreneurially active, 
only very few Norwegian women plan to become self-employed within the next three 
years. This might be due to a very low self-assessment of their entrepreneurial abilities. 
As regards the GEDI index, Norway achieves rather moderate scores in entrepreneuri-
al abilities and aspiration and is therefore ranked at an overall medium index position. 

Similar to Sweden, Norway, and Denmark, a large share of women in Finland is ac-
tively participating in the workforce. Further, the educational level of women is the 
highest within the Scandinavian countries, while availability of formal child care is 
relatively poor. The share of self-employed women is almost twice as high in Finland 
than in its Scandinavian neighbors. Together with Germany, Finland has the second 
highest self-employment rate among women within the analysed countries. Yet, the 
minority of women in self-employment has employees. Very similar to Sweden and 
Norway, Finish women also perceive their business environment as well equipped for 
entrepreneurially activities but nonetheless the majority does not intend to become 
self-employed within the next three years.  
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Germany is the only country in this analysis where being a mother is negatively re-
lated to female labour market participation. This evidence can only to a certain extent 
be attributed to the relatively poor formal child care availability, as this phenomenon 
does not occur in Finland or Lithuania even though their state of formal child care is on 
a comparable level. Yet, with a rising number of children, self-employment becomes 
more attractive for German women. In the cross-country analysis, the lowest share of 
women with a high level of education (24 %) can be observed for Germany. In spite of 
this, only being surpassed by Estonia, Germany has the second highest share of women 
with tertiary education among the female self-employed—and amongst the latter the 
highest share of those with employees—among the analysed countries. It is further the 
only country in which the share of women with a low level of education is lower for 
self-employed women than for female employees. German women rely only to a lim-
ited degree on their own entrepreneurial skills. Also, the share of women who sees 
good opportunities for entrepreneurial business is relatively low. As a consequence, 
only few German women who are not currently entrepreneurially active intend to be-
come self-employed in the next three years. Together with Norway and Finland, Ger-
many holds a medium position in the GEDI index. For instance, Germany performs 
comparatively poor in terms of human resources' quality and risk capital.
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4 | Online Survey for Germany: Female Entrepreneurship 

from a Life Course Perspective  

The reported empirical literature so far focused on cross-country, cross-gender, and cross-
time evidence for entrepreneurial activities in manifold aspects. Naturally, the results refer to 
aggregate information obtained from time series and cross-sectional data. However, one ro-
bust finding points to the importance of individual surroundings. Although the literature on 
female entrepreneurs suggests that women do not significantly differ from their male coun-
terparts when taking into account, for instance, industrial or regional characteristics, women 
indisputably face different challenges along the life course when it comes to family responsi-
bilities, particularly child bearing. We take this as a starting point for our online survey. The 
research question thus addresses motives and barriers of female entrepreneurs from a life 
course perspective.  

4.1 | Data Collection and Questionnaire 

To gain a better understanding of potential motives and barriers for female business wom-
en, the HWWI partnered up with the "Verband deutscher Unternehmerinnen" (VdU, organi-
zation of female business women). Since 1954, the VdU represents female entrepreneurs and 
managers in Germany from the sectors of manufacturing, craft, trade, and services. The VdU 
invited its members via e-mail to participate in an online survey. This procedure ensured 
that the contacted women were all eligible to fill out the survey.  

First, the HWWI conducted a pretest in the beginning of February 2014 with 13 selected 
VdU members. After revising the questionnaire, the survey was available online from 24 
February 2014 until 16 March 2014. In total, we contacted 888 VdU members8, 166 (18.7 per-
cent) of whom started to fill out the questionnaire. Due to missing values or inconsistent an-
swers, our final sample consists of 137 (15.4 percent) observations. The software tool "eQues-
tionnaire" was used as programming software for the online survey. Data analysis was con-
ducted with STATA. 

The questionnaire consisted of two main parts: information on (1) the firm and (2) the in-
dividual. After a short introduction, the first questions focused on the current job and the 
current firm in which the women are active. Next, we inquired about the employment struc-
ture in the firm and whether innovation played a role.  The second part started with ques-
tions about the employment history. We then asked about past and current motives for the 
decision to become entrepreneurial. Additionally, respondents selected barriers that, in their 
current situation, are most relevant. Next, they evaluated their personal situation and pro-

 
 
8 Note that we did not contact former VdU members who retired from their entrepreneurial activities but continue to be part of the VdU. In addi-

tion, we excluded members who have already cancelled their membership but continue to be part of the organization until the end of the year.   
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vided information on their entrepreneurial network. The last set of questions focused on so-
cio-demographic variables such as age, education, household characteristics, and caring re-
sponsibilities.  

The survey consisted of 44 multiple choice questions which, in selected cases, included a 
free input line. This allowed the respondents to further personalize their answers. The origi-
nal complete questionnaire showing frequencies of answers can be found in the appendix (in 
German). Note that by construction our data set only contains women which is why, in this 
part, we will regularly drop gender references when talking about the entrepreneurs in this 
section.  

4.2 | Introducing the Data Sample 

Before categorizing entrepreneurs to analyse the response behavior in different groups, we 
will give a quick overview of the whole data sample. In this section we will add the number 
of observations to the reported percentage value. The following sections will only report per-
centage values. The geographic distribution of observations is as follows: 26.2 % (n=36) of the 
entrepreneurs are located in Baden-Württemberg, 20.4 % (n=28) in Nord Rhine-Westphalia, 
10.2 % (n=14) each in Berlin and Hamburg. The remaining shares are below 10 %. There are 
no observations from Brandenburg, Saarland, Saxony-Anhalt, and Schleswig-Holstein. Also, 
94.2 % (n=129) are German citizens, the remaining group was born in Europe. 73 % (n=100) of 
the women are active in the service industry. The remaining firms are located in manufactur-
ing, production, and trade, each with a share below 10 % (see Figure 18). 

Figure 18 
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3

8

24

49

7 7

2

0

10

20

30

40

50

60

Crafts Production Personal
Services

Other Services Whole sale Retail sale Not specified

Firms by industry 

Source: HWWI survey 2014. N=137. 

Percentage



47 

 
Female Entrepreneurship

n=23); most of these women (43 %, n=10) had been self-employed for more than 5 years but 
only a few had previously founded one or more firms (26.1 %, n=6). None of the women re-
port to have started their firm after being out of the labour force, either due to unemploy-
ment or due to family reasons.  

The education levels are very high with 83.2 % (n=114) having reached Abitur. Further-
more, 16.1 % (n=22) hold a degree from a University of Applied Sciences, 45.3 % (n=62) hold 
a University degree and 11.7 % (n=16) have a doctoral degree (see Figure 19). Around 27 % 
(n=37) report to be working in an occupation different from the one that they originally stud-
ied. Out of this group, only 16.2 % (n=7) confirm to be overqualified and 8.1 % (n=3) to be 
underqualified for their current job. Overall, 56.8 % (n=21) feel that their education meets the 
demands of their job.  

Figure 19 

 

 

Although we achieved a response rate of around 15 percent, our final sample cannot be 
regarded as representative for the typical female entrepreneur or business woman. First, the 
number of observations remains relatively small and, in addition, the sample appears to be 
biased towards successful entrepreneurs. It is well documented that the majority of busi-
nesses fails during the first years of existence. For instance, in Germany one third of the new-
ly-founded businesses fail during the first 3 years, KfW Research, 2012). However, in our 
sample, 43.1 % (n=59) of the respondents report to be entrepreneurially active in their current 
business for more than 15 years. In addition, 71.5 % (n=98) are regular VdU members which 
implies that their yearly total revenue amounts to at least € 250,000 or that they have at least 
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three employees.9 Firm age, business revenue, and the number of employees are indicators 
for successful entrepreneurship. A possible explanation for our sample bias could be that 
more successful women are willing and capable of paying membership fees in a network 
association. Nonetheless, when interpreting our results we need to keep in mind that the 
majority of entrepreneurial women in our sample have already overcome central barriers of 
entrepreneurship.  

When we compare our sample with the general member structure of the VdU, we see that 
in both groups the majority of individuals was born between 1951 and 1970. Individuals in 
our sample and the VdU therefore tend to be older than the average entrepreneur in Germa-
ny. Also, most women are active in the service industry. As regards the number of employ-
ees, in both samples the majority of firms has less than 10 employees. This indicates that alt-
hough biased towards successful entrepreneurship, our sample may reflect the structure of 
the VdU.   

In what follows, we will provide a brief overview of response behavior, following the 
structure of the questionnaire. First, we focus on those questions that describe so-called hard 
facts of the firm or the entrepreneur. Subsequently, we will extend our analysis to shed more 
light on motives and barriers of female entrepreneurs. These variables are regarded to be less 
objective as they ask women to evaluate their past and current situation. Throughout we will 
assess female entrepreneurs from a life course perspective.  

4.3 | Grouping Female Entrepreneurs  

The general description of the data sample does not yet provide insights into female en-
trepreneurship from a life course perspective. Hence, to understand how care responsibilities 
of children or elderly people shape self-employment decisions, we divide our sample into 
different groups. Note that the results from this exercise have to be interpreted with great 
care as the number of observations is very small and the sample is by no means representa-
tive.  

Table 2  

Household groups of female entrepreneurs1 

 Group Adult 
care  

Partner Children Average age Median  
firm size2 

N 

1 Career-oriented women  No Yes/No No 48.4 5 37 
2 Career-oriented women Yes Yes/No No 51.6 8.5 22 
3 Family-oriented women No Yes Yes 52.2 18 32 
4 Family-oriented women Yes Yes Yes 54.3 8 27 
5 Single mothers Yes/No No Yes 56.6 10 17 

 

1 It was not able to classify two respondents according to these five categories due to missing values.   

 
 
9 Note that no women report to be so-called "manager in a top position" in the beginning of the questionnaire. However, at a later point a relative-

ly large share changes their opinion (22.6 %, n=31). We cross-checked response behavior of these women to see whether their firms fulfilled the 
requirements of the VdU to be considered a "manager in top position". This was not the case which is why we assume that all women in our 
sample run a business, which they manage, but none of these entrepreneurs is a "manager in a top position" as defined by the VdU. 
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2 Due to a few outliers, we report the median instead of average firm size.  

Source: HWWI survey 2014. 

 Within the subsequent analysis, we will focus on analyzing different response behavior of 
women when compared across different household formations. An overview of the groups is 
given in Figure 22. For this matter, the sample (n=137) is split into five groups, depending on 
the degree of supportive responsibilities that a woman has aside from her job:  

(1) career-oriented woman without adult care duties,  

(2) career-oriented woman with adult care duties,  

(3) family-oriented woman without adult care duties, 

(4) family-oriented woman with adult care duties, and 

(5) single mother. 

The status "career-oriented" describes women, regardless of their marital status, who do 
not have children. They are further classified into women who do not (category 1) and who 
do have (category 2) adult care duties, i.e. duties to take care of either relatives, friends, 
neighbors, or the like. They are defined as career-oriented since their current life circum-
stances, that is, no children, indicate that they can invest more time in and focus on their ca-
reers.  

Women are classified as family-oriented if they declared to have a partner (married or not) 
and to have at least one child. They are further divided into a group without (category 3) and 
one group with adult care duties (category 4). Compared to career-oriented women, family-
oriented women bear higher family-related obligations.  

Single mothers (category 5) do not have a partner but at least one child. In addition, they 
may or may not have home adult care duties. Single mothers could be expected to bear the 
highest level of responsibilities as they do not have a supporting partner but still fulfill vari-
ous family duties, naturally depending on the age of their children because this category 
shows the highest average age.  

Career-oriented women are the youngest group with an average age of 48.4 years (without 
adult care duties) and 51.6 years (with adult care duties), followed by family-oriented wom-
en with 52.2 years (without adult care duties) and 54.3 years (with adult care duties). In this 
sample single mothers form on average the oldest group with 56.6 years. This is henceforth 
important to keep in mind as this group is not formed by young mothers who need to make a 
living.  

Family-oriented women with adult care duties employ in the median the most workers 
(18). Career-oriented women without adult care duties employ the fewest workers (5). 78.1 % 
of all women in the sample have a partner (married or not) and 55.5 % have at least one 
child. Note that overall the household categories are homogenously distributed among the 
different educational and graduation levels. 

Besides the previously mentioned limitations concerning the dataset, there is supportive 
evidence within the sample justifying the classification according to the different household 
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categories. This can be demonstrated by considering the underlying motivation of becoming 
an entrepreneur. For instance, women classified into one of the family categories have re-
plied to an on average relatively higher extent (categories 3 and 4 combined: 44.1 %) that one 
of their main motivations for becoming entrepreneurially active was to improve their work 
and family balance. At the same time a much smaller fraction of career-oriented women 
thought of this as an underlying motivation (categories 1 and 2 combined: 16.9 %). A second 
example is the desire for independence as an underlying motivation to become an entrepre-
neur. In this case, career-oriented women (74.6 %) are more likely to see this as an incentive 
compared to family-oriented (61.0 %) or single women (47.1 %). 

Taking these two examples as a simple benchmark shows the validity and consistency of 
our categorization. Hence, in what follows the variable household formation—and only in 
particular instances a selection of the other group variables—are evaluated by showing dif-
ferences among group members as regards selected variables.  

Also, to mitigate the influence of experienced entrepreneurs and to partly counteract our 
sample bias, we will at times distinguish entrepreneurs by their job tenure, age, or working 
hours.10 This will only be done when there is a certain variation in the response behavior that 
helps to understand the distribution of answers for different household groups. We deviate 
from this procedure when the number of observations becomes too small.   

4.4 | Overview of Firm and Personal Characteristics  

In our survey we collected information that can be used to characterize both the business 
and the entrepreneur. The following paragraphs summarize all important characteristics, 
including similarities and differences among household groups. 

 General Information on the Current Job 

While the comparison of job tenure with the specific household formations does not deliv-
er particularly interesting findings, some useful relationships can be identified when consid-
ering weekly hours worked in the business (see Figure 20). First, it should be mentioned that 
women in this sample have on average far more weekly working hours than the German 
average for females. While 89.8 % of the respondents claimed to work 36 hours per week or 
more for pay, the German average weekly working hours in 2013 for women according to 
Eurostat (2014) is merely 30.4 hours. Referring to the same source, the average among entre-
preneurially active women is 34.7. This is still lower compared to the weekly working hours 
of most respondents in our sample.11  In order to obtain more precise results and since the 

 
 
10 Note that age has more missing values than job tenure, which leads to a loss of observations in the analysis. To overcome this drawback, job 

tenure can be taken instead, since it is positively and significantly correlated with age and does not have any missing values.  Aside from these 
two variables, pairwise correlations among the selected groups are low. 

11 The majority of women in this sample (73.0 %) generally work more hours per week in the business than the average German employee. Ac-
cording to the European Industrial Relations Observatory (EIRO 2014) the average number of actual weekly hours of work in the main job (full-
time employees) in Germany in 2010 was 40.5 hours.  
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vast majority of respondents works far above the German average, we will take a 41-hour 
week as a benchmark in the following analysis. Concerning the household formations, the 
sample shows that both career- and family-oriented women, who are not engaged in adult 
care duties, work more than those with these duties. This indicates that a higher degree of 
supportive unpaid responsibilities is reflected in a lower weekly workload with regard to 
paid work. Further career-oriented women without adult care obligations have the highest 
share (83.8 %) of respondents who work for pay above the 41-hour threshold. This share is 
lowest (55.6 %) for family-oriented women with adult care duties. For single mothers, the 
share of respondents with above-average weekly workload (70.6 %) is only slightly below 
this threshold.  

Figure 20 

 

 

Another aspect that provides insights into the current job is the membership of the VdU. 
Career-oriented women are less likely to have full membership (51.4 % without adult care 
duties and 68.2 % with adult care duties) than both family-oriented women (84.4 % without 
adult care duties and 88.9 % with adult care duties) and single mothers (70.6 %). Instead, 
career-oriented women are more likely to either have a so-called young entrepreneur (29.7 % 
without adult care duties and 13.6 % with adult care duties) or a small business membership 
(18.9 % without adult care duties and 18.1 % with adult care duties). The underlying reason 
for these specifications might be that career-oriented women form the youngest group within 
this sample. 

General Information on the Current Firm and the Employment Structure 

The majority of respondents (81.0 %) are active in firms of up to 50 employees who are 
subject to social insurance contribution (see Figure 21). This number is slightly below the 
overall German average of 87.2 % of all firms located in Germany (IfM Bonn, 2011).  Further, 
61.3 % of the women in this sample are active in firms with 10 or less employees and 17.5 % 
stated having no employees at all. 
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Figure 21 

 

As our sample deals with female entrepreneurs and most firms are rather small, the logical 
bias occurs that in most of the firms the share of men is relatively small. 35.8 % of the women 
report that less than ten percent of the employees on the top management level are men. 
More than half of the respondents (53.3 %) claim to have at the most fifty percent male em-
ployees at the top management level. These numbers are slightly lower for both the second 
management level (20.4 % below ten percent and 38.0% not more than fifty percent) as well 
as for all other lower levels within the firm (23.4 % below 10 % and 53.3 % not more than 
50 %). Many women reply that different management levels do not exist, which also might 
be explained by the small size of the firms and a lack of firm hierarchies. For instance, 31 out 
of 33 respondents who affirm that they do not have an upper management level are working 
in a company with ten or less employees. The same holds true for 43 out of 50 respondents 
regarding the second management level.  

Concerning changes in the stock of workers, most respondents (60.6 %) have been observ-
ing an overall increase of employees since the beginning of their current job. Only for career-
oriented women the share of respondents having observed an increase is below average (cat-
egory 1: 51.4 % and category 2: 45.5 %). The most common reasons for hiring new employees 
are the expansion of the product range or a good order situation (45.3%) as well as the ex-
pansion of management and administration (24.6%) while the most frequent cause for sus-
pension (for 39.4 % of all respondents) is dissatisfaction with the employee (for a detailed 
distribution see Figure 22). Note that the firms employ on average 77.3 % employees subject 
to social security and 3.7 % apprentices. The distribution of freelancers and other temporarily 
employed workers is very heterogeneous across firms. As a result, when considering the 
average share of freelancers within the firms, the extreme cases of firms that employ five 
times more freelancers than regular employees were excluded. This cut implies a negligible 
loss of 4.4 % of all observations. Having eliminated these biases, on average 29.0 % of the 
employees are freelancers. The contractual arrangements for the group of freelancers and 
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other temporarily employed workers give the entrepreneurs a higher flexibility in terms of 
layoff decisions.  

Within our sample, there is no evidence for a household formation-specific rationale for 
differences between firm size, employment structures, and hiring or firing decisions. Fur-
thermore, no significant differences could be observed regarding location or industry sector. 
Related to this, there are also no significant correlations between the different types of 
households and (1) ownership (sole owner or different categories of co-ownership) and (2) 
management structure (single manager, multiple managers, etc.).  

 

Figure 22 
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Innovation 

An overview of innovative activities by household groups is provided in Figure 23. Over-
all, 55.5 % of all women in this sample specified to have either introduced an entirely new 
product, service, or production process. This share is particularly high for career- and family-
oriented women without adult care duties (category 1: 67.6 % and category 3: 62.5 %). In con-
trast, women with adult care duties and single mothers are on average less frequently in-
volved in product or process innovation (category 2: 40.9 %, category 4: 44.4 % and category 
5: 47.1 %). Concerning women with adult care duties, however, it has to be taken into con-
sideration that several of them (category 2: 13.6 % and category 4: 18.5 %) did not specify any 
response. 

In addition, 59.9 % of the respondents stated that they were engaged in other forms of in-
novative activities in their current job. These innovation types include new financing strate-
gies (e.g., cloud sourcing), marketing/communication strategies (e.g., social media), or hu-
man resource management (e.g., lifetime accounts for work, job-sharing). Note also that sev-
eral respondents listed in an input line their alternative innovations which actually would 
have counted as product or process innovation. Indeed, 26 out of the 52 women, who were 
not involved in process or product innovation, confirmed to be engaged in other forms of 
innovative activities. This illustrates that a large share of entrepreneurs who are not innova-
tive in terms of the classical definition use other ways to establish a comparative advantage.  
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Figure 23 

 

Combining the results on normal and alternative types of innovation shows that a total of 
75.9 % of the women in our sample have either engaged in product or process innovation 
and/or in any other innovative action that enhances competitiveness. Again, those women 
without adult care duties are more frequently involved in innovation (category 1: 78.2 % and 
category 3: 81.3 %) compared to those with adult care duties (category 2: 63.6 % and category 
4: 70.4 %). Single mothers are now the group that is on average most frequently engaged in 
innovative actions (category 5: 82.4 %). Additional statistical tests show a small, negative 
correlation between adult care duties and innovation (product/process) but it does not hold 
at any conventional level of statistical significance. Hence, we cannot conclude that adult 
care duties lower the chances of being innovative. Further data would be needed to answer 
this question.  

Employment History 

The majority of women in our sample (67.2 %) had been employed in the private sector 
and 16.8 % had been free-lancers prior to becoming entrepreneurially active (see Figure 224). 
Compared to the other categories, women with adult care duties as well as single mothers 
were comparably less often active in the private sector prior to their current employment. 
This negative relationship between adult care duties and previous private sector employ-
ment is slightly negative and statistically significant. It could be interpreted in a way that 
working in the private sector lacks the flexibility needed to manage additional adult care 
duties.  
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Figure 24 

 

76.6 % of the respondents have had more than five years of work experience prior to the 
present job, while 50.4 % have more than 10 years of experience. Experience in the current 
industry, collected prior to the present job, is lower: 50.4 % have more than five years of ex-
perience and 26.3 % have more than 10 years of experience. Further, 36.5 % have gathered at 
least five years of leadership experience while 33.6 % of the women in the sample had never 
been employed in a management position before their current job. These patterns are similar 
across household groups.  

 

Networks 

Roughly half of the respondents (51.1 %) state that at least one of their parents was entre-
preneurially active during the respondents' childhood (at the age of 15) (definition A), while 
almost two-thirds (66.4 %) claim to have had entrepreneurially active relatives, friends or 
partners in the time period after the age of 15 until the start of the current firm (definition B). 

The relationship between age and having a network is inversely u-shaped. This means that 
the share of younger women (below 45 years: 65.0 %) as well as relatively older women 
(above 60 years: 61.9 %), with a network, is lower compared to the 45 - 60 year old women 
(68.2 %).  

Also family-oriented women, both with and without adult care duties, seemed to have 
been comparably less frequently connected to other entrepreneurs (category 3: 56.3 % and 
category 4: 59.3 %). At the same time, the share of career-oriented women who have known 
other entrepreneurially active people (definition B) is higher (category 1: 70.3 % and category 
2: 90.9 %). A possible rationale behind this difference could be that career-oriented women 
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might be relatively more eager to enhance their business network compared to family-
oriented women. 

4.5 | Assessment of Motives, Barriers, and Satisfaction 

The perception and assessment of entrepreneurial challenges is expected to differ from a 
life course perspective. Different motives and barriers were listed by women in our sample. 
Respondents were able to choose between 13 different motives for a) becoming (past mo-
tives) and b) being entrepreneurially active (current motives) and between 11 current per-
sonal barriers for their entrepreneurial activity. Multiple answers were allowed. In addition, 
they assessed their degree of satisfaction in terms of disposable income, business, occupa-
tional career, and life. Finally, they evaluated whether they had achieved their goals and 
whether they would do it all over again. After giving a general overview of the variables' 
distributions, we dive into the particularities of different groups of entrepreneurs. 

For the analysis, motives and barriers are compared to the different groups. In this pro-
cess, the particular case of household formations combined with the motives for becoming 
entrepreneurially active imposes a problem. The household formation of certain women 
might have been different at the time they initially started their current job compared to now, 
with the exception of women in category 1. For instance, 22.7 % of women with children 
gave birth to a child after becoming entrepreneurially active. This means that they might 
now be categorized as family-oriented women, whereas results should be interpreted as if 
they were classified as career-women. Nevertheless, the analysis will be set forth with the 
current household formations to allow comparisons between the same individuals for past 
and current motives. Here, we consider a positive selection, implying that persons who are 
now classified as family-oriented women already intended at the time they became entre-
preneurially active to start a family at some point in the future, possibly postponing this de-
cision due to self-employment (see also Noseleit, 2104). Nonetheless, we will interpret the 
results with great care.  

In addition to this, note that the overall answering behavior of respondents might be 
flawed as regards the naming of past motives. According to the hindsight bias, after an event 
individuals are more likely to systematically make mistakes when evaluating the past situa-
tion.     

Motives 

Overall, the most commonly chosen motives for a) becoming entrepreneurially active  (past 
motives) were (1) independence (53.3 %), (2) creation of something new and making a differ-
ence in the world (35.0 %), and (3) dissatisfaction with the preceding employment situation 
(31.4 %). On the other hand the most commonly mentioned motives for b) being entrepreneur-

ially active today (current motives) were again (1) independence (60.6 %), (2) creation of some-
thing new and make a difference in the world (42.3 %), but also (3) the intention to earn more 
money and moving up the career ladder (23.4 %).  
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When matching the different motives with the household formations, several peculiarities 
arise. For instance, the intention to create something new is found more often as a motivation 
today for career- (59.5 %) and family-oriented (46.9 %) women without adult care duties than 
for single mothers (29.4 %) as well as career- (22.7 %) and family-oriented (37.0 %) women 
with adult care duties. This means that those, who currently have the highest degree of sup-
portive responsibilities replied on a notably lower frequency that the creation of something 
new was a key motive for both being entrepreneurially active today. One explanation might 
be the age distribution of the household categories: There is a relatively low but statistically 
significant, negative relationship between age and the motive of creating something new. 
Particularly career-oriented women, who form on average the youngest group, see this as a 
motive for being entrepreneurially active today. This is a potential result of the fact that they 
bear on average the lowest degree of supportive responsibilities. Thus older women in this 
sample are less likely to still strive to create something new and to make a difference in the 
world, possibly because they have already done so.  

As already stated above, for career-oriented women (72.8 %) compared to family-oriented 
(52.5 %) or single mothers (47.1 %) the desire for independence is overall a much more fre-
quent motive for being entrepreneurially active today. In the same vein, women who are 50 
years or younger are much more likely to see independence as a motive today (75.9 %) com-
pared to women who are older than 50 years (48.9 %). It is possible that women with higher 
household responsibilities have come to terms with the fact that more people are dependent 
on them, thus limiting the women's own independence. On the other hand, women who are 
older than 50 years have (finally) achieved a certain degree of freedom as children are grown 
up; however, younger women still wish to increase (or finally achieve) their independence. 
This leads us to the conclusion that independence is a motive that is shaped by current living 
conditions.  

In total, almost one-third of the respondents (31.4 %) claimed dissatisfaction with the pre-
vious employment as a motive to become entrepreneurially active in the first place. Howev-
er, for women with adult care duties, who are now considered as career-oriented (22.7 %) 
and family-oriented women (22.2 %) this threshold is lower than for the aggregate. In the 
meantime, particularly career-oriented women without adult care duties (43.2 %) declared 
dissatisfaction as a motive. This might indicate that they are more critical concerning their 
working environment compared to other groups. Also, women with lower job tenure tend to 
mention discontent more often as a reason for becoming entrepreneurially active. 48.1 % of 
women with less than five years and 48.0 % of women with five to ten years of job tenure 
named this as a motive. In comparison, 34.6 % of women with 11 to 15 years of job tenure 
and only 15.3 % of women with more than 15 years of job tenure saw dissatisfaction as initial 
reason for becoming an entrepreneur. This steady decline in the frequency of dissatisfaction 
as a motive with increasing age could be a prime example of the hindsight bias as introduced 
above.    

Career advancement as a motivation for starting a business (at the time of founding and/or 
today) is a slightly more frequently selected motive for career-oriented women (category 1: 
35.1 % and category 2: 36.4 %) and family-oriented women without home adult care duties 
(40.6 %), compared to family-oriented women with home adult care duties (22.2 %) and sin-



59 

 
Female Entrepreneurship

gle mothers (29.4 %). The motive career advancement can also be analysed using job tenure. 
Women, who have been entrepreneurially active in their current business for ten years or 
less, regarded career and money making relatively less frequently (25.0 %) as a motivation, 
whereas 37.6% of the women who have job tenure of more than ten years named this as a 
motive. 

So far, the different motives have been analysed by comparing the frequency with which 
they were mentioned when analyzing one motive and all groups (1 motive = 100 %). Now, 
the most frequently mentioned motives within each household category are assessed (see 
Table 3). That implies that all motives are jointly analysed for one group (all motives 
= 100 %).  

 

Table 3  

Past and current motives for becoming and being entrepreneurially active 

Household category Time frame Motive 1 Motive 2 Motive 3 

I Career-oriented without 
care duties 

Past Independence (20.0%) Dissatisfaction (15.2%) Creating sth. (13.3%) 

Current Independence (30.1%) Creating sth. (23.4%) Career; Advantag. mar-
ket situation (10.8% 
each) 

II Career-oriented with care 
duties 

Past Independence (19.6%) Career (14.3%) Creating sth.; Offer: 
ownership; Family tradi-
tion (10.7% each) 

Current Independence (33.3%) Family tradition (15.6%) Career (13.3%) 

III Family-oriented without 
care duties 

Past Independence (16.7%) Creating sth. (14.6%) Career (13.5%) 

Current Creating sth. (21.1%) Independence (18.3%) Career (15.5%) 

IV Family-oriented with 
care duties 

Past Independence (20.3%) Work-family bal. (11.4%) Creating sth. (10.1%) 

Current Independence (29.0%) Creating sth. (16.1%) Work-family bal. (14.4%) 

V Single mothers 
Past Independence (18.2%) Dissatisfaction (13.6%) Creating sth. (11.4%) 

Current Independence (22.9%) Creating sth. (14.3%) Adv. Market situation 
(11.4%) 

Notes: Motives are listed according to the frequency with which they were named by the respondents. Multiple answers were allowed for this question.  All 

motives per household category equal 100 %. 

Source: HWWI survey 2014.  

 

Independence is the single most important motive for both becoming and being entrepre-
neurially active across almost all household formations. Only for family-oriented women 
without adult care duties independence is not the most frequently mentioned motive today. 
Its frequency within the groups ranges between 16.7 % (category 3) and 20.3 % (category 4) 
for becoming entrepreneurially active as well as between 21.1 % (category 3) and 33.3 % (cat-
egory 2) for being entrepreneurially active today. For each household formation the relative 
occurrence of independence as a motive has increased from back then to today. This observa-
tion is consistent with the previous finding above.  

For the second and third most commonly named motives specifications vary across the 
household formations, however certain clusters exist. For instance, creation of something 
new had been either the second (category 3) or third (categories 1, 2, 4, and 5) most frequent 
motive for becoming entrepreneurially active for all household formations, ranging between 
10.1 % (category 4) and 14.6 % (category 3). Also, dissatisfaction with the previous job (sec-
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ond for category 1 and 5) and career concerns (second for category 2, third for category 3) 
rank multiple times among the first three most important motives back then. Concerning the 
motives for being entrepreneurially active today, the reference to dissatisfaction diminishes. 
Instead, the creation of something new occurs again most frequently among the second (cat-
egories 1, 4, and 5) most important motives, ranging from 23.4 % (category 1) to 14.3 % (cate-
gory 5). In addition, career is another response appearing multiple times. It occurs three 
times as third most commonly named motivation (category 1, 2, and 3). These findings are 
also consistent with previously mentioned aspects above. 

 

Barriers 

Several current obstacles that appear during entrepreneurial activities were named by the 
entrepreneurs. As the main barriers across all household groups, female entrepreneurs in our 
sample mentioned (1) difficulties in acquiring new employees (27.0 %), followed by (2) insuf-
ficient access to financial capital (16.1 %), (3) lack of knowledge in key qualifications (11.7 %) 
and (4) insufficient mental support from family members (11.0 %).  

Within the different household formations, no distinct characteristics regarding problems 
of hiring new employees could be identified. Yet, with respect to tenure, a slight coherence 
could be observed. Women with relatively lower job tenure (0-4 years), more frequently re-
ported that they did not perceive the acquisition of new employees as an issue (66.7 %) when 
compared with those with higher job tenure (5-10 years: 52.0 %; 11-15 years: 46.2 %; more 
than 15 years: 44.1 %). One simple reason for this could be that entrepreneurs with low job 
tenure might not have been involved in as many hiring procedures as entrepreneurs with 
comparably more experience.  

The issues of insufficient access to capital and a lack of knowledge in key qualifications al-
so do not show any particularities regarding household formations, job tenure, or age.  Con-
cerning insufficient mental support from family members, we can see that both single moth-
ers (17.7 %) and career-oriented women without adult care duties (16.2 %) see this much 
more often as a barrier than the other groups. In contrast, only a very small fraction of fami-
ly-oriented women without adult care duties (6.3 %) claimed this as an issue. This feature 
potentially indicates that neither a very high nor a very low degree of supportive responsibil-
ities contributes to the perceived family support. Instead, it slightly increases the frequency 
of feeling a lack of support. The opposite is true for moderately burdened women, such as 
family-oriented women without adult care duties.  

It has to be mentioned that in sum there are no large differences between the relative fre-
quencies a barrier was mentioned.  Due to a higher number of missing or non-specified val-
ues, only a small number of positive replies can be observed for each attribute, which, in 
turn, impedes a detailed analysis.   

Similar to the motives, the barriers are also analysed regarding their relative importance in 
each household formation (see Table 4). For career-oriented women the issues of finding new 
employees (category 1: 21.0 %, category 2: 14.8 %) and insufficient access to capital (category 
1: 12.9 %,  category 2: 25.9 %) are perceived as the two most frequently named barriers.  
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While finding new employees is also the most commonly mentioned barrier for the other 
three categories (category 3: 16.6 %, category 4: 21.4 %, category 5: 14.3 %), however, other 
aspects than access to capital seem important. For instance, 10.4 % of family-oriented women 
without adult care duties perceive self-dependent decision-making as barrier and 8.3 % of 
them perceive responsibility concerns and lack of knowledge as a barrier. Similar to this, 
9.5 % of family-oriented women with adult care duties also see both family-work imbalances 
and lack of knowledge as a barrier. For 14.3 % of all single mothers, insufficient mental sup-
port of family members poses a problem for their entrepreneurial activities. This shows that 
finding new employees is a general issue. In addition to this, for women with a higher de-
gree of supportive responsibilities (categories 3, 4, and 5) personal issues are more dominant, 
while women with less supportive responsibilities are more concerned with business related 
barriers, i.e. access to capital.  

Table 4  

Barriers to entrepreneurial activity   

Household category Barrier 1 Barrier 2 Barrier 3 

I Career-oriented without 
care duties 

Finding employees (21.0%) Access to capital (12.9%) Mental support of family (9.7%) 

II Career-oriented with 
care duties 

Access to capital (25.9%) Finding employees (14.8%) - 

III Family-oriented with-
out care duties 

Finding employees (16.6%) Decision-making (10.4%) 
Responsibility concerns; Family-
work imbalance; Lack of suff. 
knowledge (8.3% each)   

IV Family-oriented with 
care duties Finding employees (21.4%) 

Family-work imbalance; lack 
of suff. knowledge; Access 
to capital (9.5% each) 

- 

V Single mothers Mental support family; Finding 
employees (14.3% each) 

- - 

Notes: Barriers are listed according to the frequency with which they were named by the respondents. All barriers per household category equal 100 %. 

Multiple answers were allowed for this question. Empty lines occur once the number of observations of the respective barrier is too low to deliver addi-

tional information value. 

Source: HWWI survey 2014. 

 

Satisfaction 

Satisfaction was measured in a self-assessment of different areas by the entrepreneurs. It 
has to be mentioned that the degree of contentment with respect to each aspect was in gen-
eral very high (see Figure 5). In the following subchapter, satisfaction will be compared 
across the different household formations. Education and satisfaction are expected, based on 
existing empirical evidence, to be positively correlated. Also, in our sample a statistically 
significant positive correlation was observed. Still, since the educational level is very evenly 
distributed among the household categories, we will not compare satisfaction to the level of 
education in more detail.  
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Figure 25 

 

 

First, the women in our survey had to specify how satisfied they are with the income at 
their disposal. More than half of the respondents (54.8 %) stated being either very satisfied or 
quite satisfied. This is in line with the fact that overall 53.3 % of women replied that their 
overall income situation has been improving since they started their entrepreneurial activi-
ties. Further, 19.7 % of the respondents were either very discontent or quite discontent with 
their disposable income. Again, this is reflected by the fact that 24.1 % of women have re-
plied that their income situation has worsened since becoming entrepreneurially active. 

Particularly career-oriented women (without adult care duties: 13.5 %, with adult care du-
ties: 9.1 %) but also single mothers (23.5 %) have stated less frequently to be highly satisfied 
compared to family-oriented women (without adult care duties: 34.4 %, with adult care du-
ties: 37.0 %). For single mothers this imbalance, however, disappears when adding the num-
ber of respondents who claimed to be quite satisfied, while it still persists for career-oriented 
women. Hence, in total, only 45.9 % of career-oriented women without adult care duties and 
40.9 % of career-oriented women with adult care duties are either very or quite satisfied, 
while this share was much larger for family-oriented women without (62.5 %) and with 
(55.6 %) care duties as well as for single mothers (76.5 %). 

Concerning weekly working hours, only those who work above average claimed not to be 
satisfied with the income at their disposal. Further, the most satisfied women work slightly 
below the average working hours (36-41 hours per week) or far above average (more than 50 
hours a week). 

The overall satisfaction regarding the companies' developments is in general high. 61.3 % 
are either very satisfied or quite satisfied, while 24.1 % are undecided and 14.6 % are dissatis-
fied. With respect to household formation, contentment about the companies' development is 
distributed very similarly to the assessment of disposable income. 
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Furthermore, the degree of satisfaction regarding the personal employment history and 
professional career is even higher than the degree of satisfaction concerning specific compa-
ny developments: 78.1 % of the respondents claimed to be either very satisfied or quite satis-
fied while 17.5 % are undecided and only 4.4 % replied to be dissatisfied. This indicates that, 
in our sample happiness about career developments might be assessed separately from the 
development of a company, respectively income. 

Regarding household formation, characteristics of the contentment as regards the profes-
sional career are again similarly distributed as before. Career-oriented women (without adult 
care duties: 32.4 %, with adult care duties: 27.3 %) are less frequently highly satisfied com-
pared to family-oriented women (without adult care duties: 43.8 %, with adult care duties: 
44.4 %). Additionally, single mothers are exceptionally satisfied with their career-
development: 88.2 % are either very satisfied or rather satisfied, 11.8 % are undecided and 
none of the single mothers is dissatisfied. 

The overall life satisfaction of the respondents is again very high. In fact, it even exceeds 
the degree of satisfaction with the professional career: 82.5 % of respondents are satisfied, 
11.0 % are undecided and only 6.6 % are not happy about their life. Unlike the preceding 
categories, career-oriented women (without adult care duties: 40.5 %, with adult care duties: 
36.4 %) are to the same extent highly satisfied as family-oriented women (without adult care 
duties: 34.8 %, with adult care duties: 37.0 %). Only the number of single mothers who are 
highly satisfied with their life, is comparatively lower (29.4 %) than in the other categories. 
Still, this finding is only of minor magnitude since it balances out when the response 'quite 
satisfied' is additionally taken into consideration.  

Further, respondents at the early phases of their business life are slightly more often very 
satisfied with their life. Women with a low job tenure (0-4 years) responded clearly more 
frequently to be highly satisfied with their life (51.9 %) compared to those who have a rela-
tively longer duration of employment (i.e., 5-10 years: 36.0 %, 11-15 years: 26.9 %, more than 
15 years: 35.6 %). Also, concerning weekly hours of work, small differences prevail. The 
share of women, who are either undecided or dissatisfied, is lower for those, who work less 
than 41 hours per week (10.8 %) compared to those, who work more than 41 hours per week 
(20.0 %). 

From this it follows that the majority of women is satisfied with the personal income gen-
erated by the business, the economic development of the business, their professional careers, 
and their overall life. Differences primarily accrue between household groups in the single 
response categories. As soon as "very satisfied" and "quite satisfied" are taken together, dif-
ferences disappear.  

As illustrated in Figure  respondents were also asked to assess to what extent they have 
reached their entrepreneurial goals and visions that they had when they started their current 
job. More than half of the women (59.9 %) saw their visions fulfilled while only 12.4 % de-
clared not to have reached their initial goals. Especially women with a very high degree of 
supportive responsibilities, namely family-oriented women with adult care duties (51.9 %) 
and single-mothers (52.9 %) claimed to have achieved their goals. Further, none of the single 
mothers has affirmed to have missed their goals as an entrepreneur. Note that this group has 



64 

 
Female Entrepreneurship

on average been on the market for the longest time. In contrast, career-oriented women were 
the only ones who stated having completely missed their goals. Overall, 18.6 % of career-
oriented women (with and without adult care duties) disagreed when asked, whether they 
had reached their goals. This was the case for 10.2 % of all family-oriented women (with and 
without adult care duties). 

Figure 26 

 

When comparing the responding behavior of those women, who claimed to have reached 
their entrepreneurial goals and those, who stated to be satisfied with their career develop-
ment, a similar pattern could be observed. The relationship between both factors is positive 
and statistically significant. This means that women, who are satisfied with their career, 
agreed systematically more often that they have reached their entrepreneurial goals. The 
opposite holds for those, who are not satisfied. This is a rather logical result, since the two 
variables intuitively appear to be mutually dependent on each other.   

Moreover, the fraction of women who stated to have attained their goals as an entrepre-
neur increases with job tenure. About 11.1 % of the respondents with 0-4 years of job tenure, 
33.3 % of the respondents with 5-15 years of job tenure and 50.9 % of respondents with more 
than 15 years of job tenure claimed to have achieved their goals. This outcome is rather intui-
tive since the probability of reaching a goal is linked to the time spent achieving it. 
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Figure 27 

 

Finally, women were asked whether they would do it all over again, that is, becoming en-
trepreneurially active. The vast majority of respondents fully (71.5 %) or partially (17.5 %) 
agreed, while only 5.8 % were undecided and 5.1 % disagreed. Interestingly, the level of 
women who agree on this is very homogenously distributed among the different household 
formations. Yet, as illustrated in Figure 27 above, the precise composition differs considera-
bly. On the one hand, the fraction of women, who fully agrees to do it all over again increas-
es with increasing supportive responsibilities (category 1: 64.9 %, category 2: 63.6 %, category 
3: 71.9 %, category 4: 77.8 %, category 5: 82.4 %). However, on the other hand, the fraction of 
women who agrees only partially, decreases with increasing supportive responsibilities (cat-
egory 1: 24.3 %, category 2: 22.7 %, category 3: 15.6 %, category 4: 11.1 %, category 5: 11.8 %). 
Due to this composition, it can be assumed that career-oriented women have a different per-
ception of their entrepreneurial activities than family-oriented women or single mothers. 

As stated above, the response distribution implies that all of the women are somehow sat-
isfied with their decision to become entrepreneurially active. Still, the systematically differ-
ent distribution of responses gives rise to the assumption that there are minor but indeed 
crucial disparities. Women with a higher degree of supportive responsibilities aside of their 
job, more frequently approve in a strong manner to not regret having started their entrepre-
neurial activity. A potential reason for this might be that the degree of freedom, which is 
obtained by becoming entrepreneurially active, could have a greater weight on the judgment 
of women with comparably higher supportive responsibilities. They appreciate independ-
ence, which is a major difference between self-employment and a regular job, since they have 
relatively stronger supportive commitment aside of their job. Eventually, this might even be 
an indicator for a necessity-driven decision of engaging in entrepreneurial activities. Women 
with respective duties might have decided to become entrepreneurs, as they were able to 
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find a more balanced mix between family and work, rather than because they wanted to 
seize a business opportunity. Yet, since the supporting evidence is rather weak, this hypoth-
esis remains unconfirmed. 

4.6 | Core Findings from the Online Survey 

Living conditions can shape working conditions of female entrepreneurs. Although our 
sample only represents a relatively small group of successful entrepreneurs, it confirms that 
adding a life course perspective to the analysis helps to better understand female entrepre-
neurship.  

The present survey focused on intra-group differences among female entrepreneurs. Ac-
cordingly, our sample was classified using the variables partner, children, and adult care 
duties. In many cases, the sample proved to be relatively homogeneous across different vari-
ables, such as, e.g., education, number of employees, industry or region. Half of all women in 
the sample specified to have either introduced an entirely new product, service, or produc-
tion process (standard innovation). This share is particularly high for career- and family-
oriented women without adult care duties. Although not (yet) statistically significant, adult 
care duties appear to lower the propensity to innovate. Since we also find that women with 
adult care duties work less than their counterparts without adult care duties, a lack of time 
might actually drive this difference. In addition, 60 percent of the respondents stated that 
they were engaged in other forms of innovative activities in their current job to establish a 
comparative advantage (alternative innovation). The findings confirm a considerable innova-
tive power of female entrepreneurs in our sample. 

While on the one hand, it has to be noted that the sample mostly comprises of experienced, 
successful entrepreneurs, the positive innovation performance of mothers living in couple 
households is particularly encouraging.  

As regards the focus of our survey, motives to become entrepreneurially are relatively 
homogeneous across household groups. The attainment of independence was named most 
frequently. Creating something new also plays an important role. However, although these 
motives make up a large share of all mentioned motives, older entrepreneurs mention them 
not as frequently as younger entrepreneurs. Moving to barriers, finding new employees is a 
main challenge for all entrepreneurs. Furthermore, women with children (categories 3, 4, and 
5) mention more often barriers related to personal issues, while women without children 
(categories 1 and 2) are more concerned with business related barriers, i.e. access to capital.  

Overall we observe that the majority of women in our sample are very or quite satisfied 
with their life, income, career, and business. Moreover, entrepreneurship seems to be a valid 
option to balance diverse goals of life. Not astonishing, the vast majority of women state that 
they would do it all over again, the more so if they are engaged in family tasks. This result 
points to the good job entrepreneurship might be doing beyond improving macroeconomic 
indicators—that is, helping women to be satisfied with their lives 
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It is important to stress again that as regards this survey, to arrive at reliable policy rec-
ommendations, additional data would need to be analysed. In any case, our investigations 
may serve as a starting point for this.  

  



68 

 
Female Entrepreneurship

5 | Conclusions and Recommendations 

What Can Be Learnt From This Study?  

The contribution of this study has been to provide a comprehensive overview of female 
entrepreneurs’ situation, characteristics, and motivation in the countries bordering the Baltic 
Sea. This aim has been achieved by using various data sources. Furthermore, the life-course 
perspective has been added, focusing on the household formation of women entrepreneurs, 
particularly on care duties. As a core result of the literature overview, differences in perfor-
mance between female-owned and male-owned businesses can to a very large extent be ex-
plained with differences in industry affiliation, firm size, and regional location. Differences 
in perceptual and psychological variables appear to explain part of the remaining differ-
ences. The evidence suggests that these could be the consequence of the environment or 
sozialization. 

Our analyses of BSR countries appear to be consistent with these results, supporting the 
notion that female entrepreneurs do not per se perform worse than their male counterparts. 
Beyond gender differences, female entrepreneurs themselves constitute a fairly heterogene-
ous group. Countries differ in institutional frameworks like child care facilities, providing 
women with different opportunities for market attachment and growth. In this aspect, Scan-
dinavian countries have a lead over countries bordering the southern coast of the Baltic Sea. 
Moreover, the extent to which the entrepreneurial decision is driven by necessity and oppor-
tunity motives, respectively, varies across countries, as does women’s self-perception of en-
trepreneurial capabilities with Polish women ranking the highest. Finally, the overall magni-
tude of self-employment is higher in the East European countries. As a common finding 
throughout BSR countries, the aggregated share of the medium and highly educated women 
on female entrepreneurs is higher than the respective aggregated share on the female popu-
lation. This skills portfolio gives a hint to the high innovative potential of female entrepre-
neurs that has to be tapped by means of appropriate policy measures.  

The finding of a particularly high formal qualification of female entrepreneurs is support-
ed by the online survey for Germany. The share of highly qualified women is 72 %, keeping 
in mind that our sample is biased towards successful entrepreneurs. The results further indi-
cate that innovative power and family chores are not necessarily incompatible opposites. 
Moreover, female entrepreneurs are quite satisfied with their business and private lives. 
However, adult care tasks prove to be a challenge in various regards, for instance, due to 
limited time for business. Apart from finding new employees—as the most frequently 
named barrier to prior and contemporaneous entrepreneurship—insufficient access to finan-
cial capital, a lack of key qualifications and insufficient mental support from family members 
are reported as further highly ranked challenges. 

 

Where Do We Stand As Regards Entrepreneurial Policy?  

Compared to entrepreneurship focused countries like the USA, where start-ups are the in-
carnation of the American dream, European countries such as Germany have only recently 
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included entrepreneurship in their economic policies (Bergmann and Sternberg, 2007). It is 
also important to note that there is only limited evidence as regards the success of entrepre-
neurship policies. As pointed out by Nightingale and Coad (2014), entrepreneurship encom-
passes a very heterogeneous group and thus government support should only cautiously be 
provided. For female entrepreneurs, Welter (2004) shows that entrepreneurship policy can be 
implicitly gender-biased when it excludes female-dominated domains such as part-time self-
employment or health professions. Niefert and Gottschalk (2013) even conclude that support 
measures for female entrepreneurs have not achieved their goal to increase the quality and 
quantity of female start-ups. Thus there is room for improvement in entrepreneurship policy 
as regards the target group and as regards the framing of entrepreneurship (using more 
gender-neutral attributes) in, for instance, official documents advertising this employment 
option. 

 

Policy Recommendations 

From a life course perspective and taking into account the fact that differences between 
male and female entrepreneurs seem to a noticeable extent to arise from the choice of indus-
try, it is necessary to encourage female entrepreneurs to enter other sectors. This is only pos-
sible by means of early interventions before the occupational education is finished. Policy 
makers should hence foster entrepreneurial education at schools. It is necessary to reduce the 
stigma associated with business failure but at the same time inform about the risks associat-
ed with starting an own firm. One aspect is to build up new role models for young women 
by showcasing successful women in science and technology and in high-growth firms. Suc-
cessful innovative women should become more visible. Also, in the light of high youth un-
employment rates, entrepreneurship should be made more accessible to young people (see 
also OECD 2012b).   

Entrepreneurial women are highly qualified in terms of schooling. However, compared to 
their male counterparts, they lack managerial experience. Therefore, it is recommended to 
encourage and enable female graduates to take-up management positions in an early stage of 
the career to qualify for succeeding entrepreneurial tasks. Furthermore, policy makers 
should promote the interaction of successful (older) and nascent female entrepreneurs to 
transfer knowledge through associations and networks.   

When raising the awareness of entrepreneurship as a career option for women, female en-
trepreneurship should be presented as an innovative and not as a coping strategy. Possible 
reasons for coping strategies can be a lack of available childcare or of flexible work hours. To 
avoid an increase in necessity entrepreneurship, an infrastructure has to be established that 
instead encourages opportunity entrepreneurs to start their own business. Policy makers 
should hence combat time constraints of women. Better access to high-quality, affordable 
childcare and eldercare, political campaigns for an even division of housework within cou-
ples and higher incentives for fathers to uptake a considerable part of parental leave are con-
ducive instruments that help women to put a stronger focus on their business.  

Finally, the international evidence being supported by the findings in our survey points to 
some difficulties of women in terms of capital access. At the same time, female entrepreneurs 
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dispose of a considerable innovation power. Policy measures that enhance the capacity of 
women to fund innovative ventures, e.g. through an equal access of women and men to eq-
uity financing, are an effective means to foster employment and earnings.  

Thus this study closes with the notion that, while notable efforts have been made to en-
hance women’s employment as such, there remains room for improvement as regards rais-
ing public awareness and implementing political actions in favour of female entrepreneur-
ship. Whereas the concrete set of measures might vary between BSR countries, all have in 
common that more can and has to be done in this field to make full use of women’s poten-
tials.   
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Appendix 

Table A1a 

Reference: Eurostat (2013) 

Figure Eurostat Source [Code] Last update Extracted on 

4 
Formal childcare by age group and duration - % over the population of each 
age group (source: SILC) [ilc_caindformal] 

26-06-2013 11-02-2014 

 
Table A1b 

Reference: Eurostat (2014) 

Figure Eurostat Source [Code] Last update Extracted on 

1 
Self-employment by sex, age and economic activity (from 2008 onwards,   
  NACE Rev. 2) - 1 000 [lfsa_esgan2] 
Population on January 1 by age group and sex  [demo_pjangroup] 

09-01-2014 
 

24-03-2014 

07-02-2014 
 

06-03-2014 

2 
Employment rate by sex, age groups, highest level of education attained and 
  household composition (%) [lfst_hheredty] 

10-01-2014 14-02-2014 

3 
Employment rate by sex, age groups, highest level of education attained and 
  household composition (%) [lfst_hheredty] 

10-01-2014 14-02-2014 

5 Employment growth and activity branches - annual averages [lfsi_grt_a] 15-01-2014 10-02-2014 

6 
Percentage of self-employed adults by sex, age groups, number of children  
  and age of youngest child [lfst_hhsechi] 

10-01-2014 17-02-2014 

7 
Percentage of self-employed adults by sex, age groups, number of children  
  and age of youngest child [lfst_hhsechi] 

10-01-2014 17-02-2014 

8 Employment by sex, age and professional status (1 000) [lfsa_egaps] 29-03-2014 31-03-2014 

9 
Self-employment by sex, age and economic activity (from 2008 onwards,   
  NACE Rev. 2) - 1 000 [lfsa_esgan2] 

09-01-2014 07-02-2014 

10 
Self-employment by sex, age and highest level of education attained (1 000) 
  [lfsa_esgaed] 

10-04-2014 06-03-2014 

11 
Self-employment by sex, age and highest level of education attained (1 000) 
  [lfsa_esgaed] 

10-04-2014 06-03-2014 

- 
 
- 

Average number of usual weekly hours of work in main job, by sex,  
  professional status, full-time/part-time and economic activity (from 2008  
  onwards, NACE Rev. 2) - hours [lfsa_ewhun2] 

Percentage of part-time employment of adults by sex, age groups, number of 
children and age of youngest child [lfst_hhptechi] 

 
29-03-2014 

   10-01-2014  

 
31-03-2014 

   12-02-2014 
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Table A2 

Entrepreneurial abilities sub-indices and pillar values of the 2013 GEDI Report across 

the BSR-countries  

Subindex Characteristic DE DK FI NO SE EE LV LT PL 

Attitude 

Opportunity perception 0.50 0.63 0.63 0.64 0.73 0.39 0.35 0.35 0.43 

Startup skills 0.45 0.54 0.47 0.62 0.88 0.11 0.14 0.14 0.31 

Nonfear of failure 0.32 0.50 0.64 0.49 0.53 0.48 0.53 0.49 0.67 

Networking 0.67 0.80 0.86 0.86 0.83 0.59 0.51 0.55 0.48 

Cultural support 0.52 0.76 0.90 0.83 0.93 0.53 0.56 0.40 0.56 

Overall 0.73 0.82 0.88 0.81 0.84 0.52 0.28 0.36 0.46 

Abilities 

Opportunity startup 0.61 0.73 0.49 0.56 0.64 0.43 0.37 0.41 0.30 

Technology sector 0.66 0.90 0.73 0.80 0.90 0.52 0.52 0.56 0.22 

Quality of human re-
sources 

0.75 0.60 0.49 0.26 0.56 0.29 0.25 0.24 0.30 

Competition 0.52 0.79 0.46 0.79 0.58 0.64 0.46 0.76 0.31 

Overall 0.76 1.00 0.49 0.64 0.68 0.55 0.48 0.33 0.48 

Aspiration 

Product innovation 0.41 0.53 0.37 0.47 0.53 0.39 0.33 0.33 0.37 

Process innovation 0.51 0.89 0.60 0.41 0.64 0.41 0.39 0.30 0.65 

High growth 0.31 0.39 0.55 0.26 0.44 0.23 0.06 0.16 0.09 

Internationalization 0.45 0.58 0.30 0.45 0.40 0.70 0.67 0.67 0.70 

Risk capital 0.57 0.36 0.34 0.48 0.74 0,69 0.61 0.59 0.66 

Overall 0.27 0.57 0.20 0.94 0.54 0,23 0.21 0.14 0.14 

TOTAL GEDI SCORE 0.51 0.63 0.50 0.56 0.63 0.40 0.35 0.36 0.37 

 

Source: Center for Entrepreneurship and Public Policy (2013); HWWI. 
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V O R L A U F  

I. Begrüßung 
Start 

 
Sehr geehrte Unternehmerinnen,  
 
wie bereits vom Verband deutscher Unternehmerinnen (VdU) angekündigt, führen wir im Rahmen 
eines EU-Forschungsprojektes eine Online-Befragung von Unternehmerinnen durch.12  
 
Unser Ziel ist es, die betriebliche Situation sowie die Lebenslagen von Unternehmerinnen näher zu 
beleuchten. Ein Schwerpunkt liegt dabei auf der Einordnung der unternehmerischen Tätigkeit im Le-
bensverlauf. Die Forschungsergebnisse werden später in Form von Workshops und Publikationen an 
Entscheidungsträger in Politik und Wirtschaft herangetragen. 
 
Herzlichen Dank schon einmal, dass Sie sich für die Befragung Zeit nehmen. Ihre Teilnahme leistet 
einen großen Beitrag zum Gelingen unserer Studie.  
 
Gerne möchten wir Ihnen noch einige Hinweise zum Fragebogen geben:  
 

• Selbstverständlich unterliegen Ihre Angaben dem Datenschutz. Wir sichern Ihnen also volle 
Anonymität zu.  

 
• Die Befragung dauert etwa 10-15 Minuten.  

 
• Sollten Sie kurzfristig die Befragung unterbrechen müssen, kann diese bis zum Ende des Be-

fragungszeitraums an derselben Stelle fortgesetzt werden. Bitte berücksichtigen Sie dabei, 
dass für eine aussagekräftige Auswertung ein vollständig ausgefüllter Fragebogen entschei-
dend ist.  
 

• Am Ende der Befragung bieten wir Ihnen die Möglichkeit, eine allgemeine Auswertung der Be-
fragung anzufordern.  

 
Mit freundlichen Grüßen 
 
Dr. Christina Boll 
Dr. Elisabeth Bublitz 
Dörte Nitt-Drießelmann 
 
Hamburgisches WeltWirtschaftsInstitut gGmbH 

 

 
 

12 Weitere Einzelheiten zum Projekt finden sich unter folgendem Link: 
http://www.hwwi.org/themenfelder/erwerbstaetigkeit-und-familie/projekte/bsr-quick-iga-innovative-smes-by-
gender-and-age.html  
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B E F R A G U N G  

 
HINWEIS: Nachfolgend finden Sie die deskriptive Auswertung der Fragen mit Prozentangaben und 
der Häufigkeit der Nennung in Klammern.  

II. Unternehmensbezogene Angaben 
 

Allgemeine Angaben zur aktuellen Tätigkeit 

F 1 Bitte machen Sie in diesem Abschnitt Angaben zu dem Unternehmen, in dem Sie Ihrer Haupttätig-
keit nachgehen. Falls Sie mehrere unternehmerische Tätigkeiten ausüben, ist die Haupttätigkeit dieje-
nige, für die derzeit Ihre VdU-Mitgliedschaft besteht.  
 

Seit wie vielen Jahren sind Sie unternehmerisch tätig? 
 

2.92% (4) Unter 2 Jahren  

16.79% (23) 2-4 Jahre  

18.25% (25) 5-10 Jahre  
18.98% (26) 11-15 Jahre  
43.07% (59) Über 15 Jahre   

0% (0) Keine Angabe  
 
 
F 2 

Geben Sie bitte an, welche Mitgliedschaft Sie im VdU derzeit haben. 
 

71.53% (98) Ordentliche Mitgliedschaft 

16.06% (22) Jungunternehmerin 
10.22% (14) Kleinunternehmerinnen-Mitgliedschaft 

0% (0) Managerin in Spitzenfunktion 

2.19% (3) Keine Angabe 
 
 
F 3 

Wie viele Stunden arbeiten Sie durchschnittlich pro Woche in der unternehmerischen Tätigkeit, an die 
Ihre VdU-Mitgliedschaft anknüpft? 
 

2.92% (4) 1-15 Stunden 
3.65% (5) 16-25 Stunden 
3.65% (5) 26-35 Stunden 

16.79% (23) 36-41 Stunden 

41.61% (57) 42-50 Stunden 

21.17% (29) 51-60 Stunden 
10.22% (14) Über 60 Stunden 

0% (0) Keine Angabe 
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Allgemeine Angaben zum aktuellen Unternehmen 

 
F 4 

Wählen Sie bitte das Bundesland aus, in dem Ihr Arbeitsort liegt.  
   

26.28% (36) Baden-Württemberg  

10.22% (14) Bayern  

7.3 % (10) Berlin  

0% (0) Brandenburg  
2.92% (4) Bremen  

10.22% (14) Hamburg  

5.84% (8) Hessen  

2.19% (3) Mecklenburg-Vorpommern  

9.49% (13) Niedersachsen  
22.44% (28) Nordrhein-Westfalen  

1.46% (2) Rheinland-Pfalz  

0% (0) Saarland  

0% (0) Sachsen  

1.46% (2) Sachsen-Anhalt  
0% (0) Schleswig-Holstein  

2.19% (3) Thüringen  
0% (0) Keine Angabe  

 
 
F 5 

In welchem Wirtschaftsbereich ist Ihr Unternehmen tätig? 
 

2.92% (4) Handwerk  

8.03% (11) Produktion  
24.09% (33) Personalbezogene Dienstleistungen  

48.91% (67) Andere Dienstleistungen  

6.57% (9) Großhandel  

7.3% (10) Einzelhandel  

2.19% (3) Keine Angabe  
 
 
F 6 

Wie sind Sie in die Eigentümerstruktur Ihres Unternehmens eingebunden?  
 

54.74% (75) Alleininhaberin  

23.36% (32) Mitinhaberin: familiär mit einem anderen Inhaber verbunden  

16.06% (22) Mitinhaberin: keine familiäre Verbindung mit anderem Inhaber   

2.92% (4) Keine Inhaberin, aber familiär mit dem Firmeninhaber verbunden  

2.19% (3) Keine Inhaberin, aber Managerin in Spitzenfunktion  
0.73% (1) Sonstiges: BITTE NENNEN  

0% (0) Keine Angabe 
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F 7 

Wie sind Sie in die Geschäftsführung Ihres Unternehmens eingebunden?  
 

62.77% (86) Alleinige Geschäftsführerin  → bitte weiter mit Frage F 9 
10.22% (14) Geschäftsführung nur zusammen mit Ehe-

/Lebenspartner 
→ bitte weiter mit Frage F 9 

6.57% (9) Geschäftsführung zusammen mit Ehe-/Lebenspartner 
und sonstigen Partnern 

  

14.6% (20) Geschäftsführung nur zusammen mit sonstigen Part-
nern 

 

5.11% (7) Sonstiges: BITTE NENNEN → bitte weiter mit Frage F 9 
0.73% (1) Keine Angabe → bitte weiter mit Frage F 9 

 

F 8 

Wie hoch ist die Zahl der Geschäftsführer insgesamt? (Filterfrage) 
 

0% (0) 1  
14.6% (20) 2  

2.19% (3) 3  

2.92% (4) 4  

1.46% (2) Keine Angabe  

78.83% (108) Nicht zutreffend  
 

Beschäftigtenstruktur 

F 9 

Bitte machen Sie nun Angaben zu den Beschäftigten in Ihrem Unternehmen.  
 
Tragen Sie bitte „kA“ ein, wenn sie keine Angaben machen möchten. 
 
 
Gesamtanzahl aller Mitarbeiter 

9.49% (13) 0 
28.47% (39) 1 bis 5  
18.25% (25) 6 bis 10 

14.6% (20) 11 bis 20 
8.03% (11) 21 bis 50   

15.33% (21) Mehr als 50 
5.84% (8) Keine Angabe 

 
Anzahl der sozialversicherungspflichtig Beschäftigten 

17.52% (24) 0 
24.82% (34) 1 bis 5  
18.98% (26) 6 bis 10 
10.22% (14) 11 bis 20 

9.49% (13) 21 bis 50   
12.41% (17) Mehr als 50 

6.57% (9) Keine Angabe 
 
Anzahl der Auszubildenden 

63.5% (87) 0 
19.71% (27) 1 bis 3 

8.03% (11) 4 bis 5 
3.65% (5) Mehr als 5 
5.11% (7) Keine Angabe  
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F 10 

Darüber hinaus interessiert uns, wie viele Personen von Ihnen bedarfsabhängig, jedoch regelmäßig in 
Projekten oder über Aufträge beschäftigt werden (z.B. Freiberufler, Werkverträge).  
 
Tragen Sie bitte „kA“ ein, wenn sie keine Angaben machen möchten. 
 
Sonstige Mitarbeiter 

32.12% (44) 0 
29.93% (41) 1 bis 3 
12.41% (17) 4 bis 10 

7.3% (10) Mehr als 10 
18.25% (25) Keine Angabe  

 
 
F 11 
Sollten Sie im Verlauf Ihrer unternehmerischen Tätigkeiten Mitarbeiter/innen eingestellt haben, nennen 
Sie uns bitte nachfolgend die Gründe für diese Entscheidung. 
 
Mehrfachantworten sind möglich. 
 

45.03% (77) Ausweitung der Produktion/gute Auftragslage  

3.51% (6) Auf-/Ausbau von Forschung und Entwicklung  
24.56% (42) Auf-/Ausbau der Verwaltung /des Managements  

12.28% (21) Keine Mitarbeiter eingestellt  

5.26% (9) Sonstige: BITTE NENNEN  

9.37% (16) Keine Angabe  
 
 
F 12 
Falls Sie in Ihrem Unternehmen Mitarbeiter entlassen haben, nennen Sie bitte die überwiegend zu-
treffenden Gründe dafür. 
 
Mehrfachantworten sind möglich. 
 

1.24% (2) Konnte Löhne/Gehälter nicht mehr zahlen  

10.56% (17) Schlechte Auftragslage – kein Bedarf mehr an Mitarbeitern  

39.13% (63) Unzufriedenheit mit Mitarbeitern   

6.21% (10) Rationalisierungen im Betriebsablauf  
32.3% (52) Keine Mitarbeiter entlassen  

2.48% (4) Sonstige: BITTE NENNEN  

8.07% (13) Keine Angabe  
 
 
F 13 

Nun interessiert uns die Gesamtveränderung des Mitarbeiterbestands. Beschäftigen Sie heute mehr, 
weniger oder gleich viele Mitarbeiter wie zu Beginn Ihrer aktuellen Tätigkeit? 
 

61.31% (84) Mehr  
13.87% (19) Weniger  

21.17% (29) Gleich viel  

3.65% (5) Keine Angabe  
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F 14  
Wie hoch ist der Prozentsatz der männlichen Mitarbeiter in Ihrem Unternehmen auf unterschiedlichen 
Führungsebenen?  
 
Bitte kreuzen Sie an und verwenden Sie ggf. einen Schätzwert.  
 
 Unter 

10% 
10-25% 26-50% 

51-
75% 

Über 
75% 

Ebene nicht 
vorhanden 

Keine 
Angabe 

Auf der ersten Füh-
rungsebene (Ge-
schäftsführung, Vor-
stand) 

35.77%  

(49) 

1.46%  

(2) 

16.06%  

(22) 

5.84%  

(8) 

6.57%  

(9) 

24.09%  

(33) 

10.22%  

(14) 

Auf der zweiten Füh-
rungsebene 

20.44%  

(28) 

5.84%  

(8) 

11.68%  

(16) 

5.11%  

(7) 

7.3%  

(10) 

36.5%  

(50) 

13.14%  

(18) 

Auf allen Ebenen 
darunter insgesamt  

23.36%  

(32) 

10.22%  

(14) 

19.71%  

(27) 

9.49%  

(13) 

8.03%  

(11) 

17.52%  

(24) 

11.68%  

(16) 

  

Innovationen 

 
F 15  

Haben Sie seit der Übernahme Ihrer aktuellen Position im Unternehmen ein grundlegend neues Pro-
dukt, eine neue Dienstleistung und/oder einen neuen (Produktions-)Prozess in den Markt eingeführt? 
 
Dazu zählt ebenfalls, wenn die Gründung/der Kauf des Unternehmens/die Übernahme Ihrer aktuellen 
Funktion mit der Einführung eines grundlegend neuen Produktes/eines neuen Produktionsprozesses 
einherging. Grundlegend neu bedeutet, dass etwas in dieser Form zuvor am Markt nicht existierte. 
 

55.47% (76) Ja  

37.96% (52) Nein  

6.57% (9) Keine Angabe  
 
F 16 

Wenn Sie den Begriff der Innovation einmal ausweiten dürften, um andere Innovationsformen zu 
berücksichtigen, wo würde sich in Ihrem Unternehmen durch innovatives Handeln ein Wettbewerbs-
vorteil gegenüber Konkurrenten zeigen?  
 
Mehrfachantworten sind möglich. 
 

3.85% (6) Innovative Finanzierungsstrategien (bspw. Cloud Sourcing) 
32.05% (50) Innovative Marketing- / Kommunikationsstrategien (bspw. Social Media) 
18.59% (29) Innovatives Personalmanagement (bspw. Lebensarbeitszeitkonten, Job-Sharing)  

19.87% (31) Keine alternativen Innovationsformen  

10.26% (16) Sonstiges: BITTE NENNEN 

15.38% (24) Keine Angabe 
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III. Personenspezifische Angaben 

Berufs- bzw. Erwerbsbiografie 

 
F 17 

Arbeiten Sie derzeit in Ihrem erlernten Beruf? 
 
Falls Sie mehrere Berufe erlernt haben, kreuzen Sie bitte dann „ja“ an, wenn dies auf einen von die-
sen zutrifft.  
   

70.07% (96) Ja → bitte weiter mit Frage F 19 

27.01% (37) Nein → bitte weiter mit Frage F 18 

1.46% (2) Ich habe keinen Beruf erlernt. → bitte weiter mit Frage F 19 

1.46% (2) Keine Angabe → bitte weiter mit Frage F 19 
 
 
F 18 

Benötigen Sie für Ihre aktuelle Tätigkeit einen höheren, niedrigeren oder genau den Bildungsab-
schluss, den Sie erworben haben? 
 
Bildungsabschlüsse sind bspw.: Lehre, Berufsfachschule/Handelsschule, Fachschu-
le/Ingenieurschule, Fachhochschule, Universität  
 

2.19% (3) Einen höheren  

4.38% (6) Einen niedrigeren  

15.33% (21) Genau den, den ich erworben habe  

5.11% (7) Keine Angabe  

72.99% (100) Nicht zutreffend  
 
 
F 19 – F 20 

Nun haben wir einige Fragen zu Ihrer Erwerbserfahrung. 
 
Wenn keine Erfahrung vorhanden ist,  bitte „0“ eintragen. 
Tragen Sie bitte „kA“ ein, wenn sie keine Angaben machen möchten. 
 
Wie viele Jahre hatten Sie insgesamt nach Abschluss Ihrer Ausbildung und vor der Übernahme Ihrer 
jetzigen Tätigkeit bereits gearbeitet? 

3.65% (5) 0  
17.52% (24) Bis 5  
26.28% (36) 6 bis10 
15.33% (21) 11 bis 15 
27.74% (38) 15 bis 25 

7.3% (10) Mehr als 25 
2.19% (3) Keine Angabe  

 
Wie viele Jahre hatten Sie zum Zeitpunkt des Beginns Ihrer aktuellen Tätigkeit bereits in der Branche 
gearbeitet, in der Ihr Unternehmen tätig ist? 

27.74% (38) 0  
21.17% (29) Bis 5  
24.09% (33) 6 bis10 
10.22% (14) 11 bis 15 
16.06% (22) Mehr als 15 

0.73% (1) Keine Angabe 
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Wie viele Jahre hatten Sie vor der Übernahme Ihrer aktuellen Tätigkeit bereits Führungserfahrung 
gesammelt (z.B. als Managerin, Geschäftsführerin)? 

33.58% (46) 0  
27.74% (38) Bis 5  
19.71% (27) 6 bis10 

6.57% (9) 11 bis 15 
10.22% (14) Mehr als 15 

2.19% (3) Keine Angabe 
 

 
 
F 21 

Wo haben Sie vor der Übernahme Ihrer jetzigen Tätigkeit gearbeitet? 
 

67.15% (92) Als Angestellte/ Arbeiterin in der Privatwirtschaft → bitte weiter mit Frage F 26 
5.11% (7) Als Angestellte/ Arbeiterin/ Beamtin im öffentlichen Dienst → bitte weiter mit Frage F 26 

16.79% (23) Als Selbstständige/Freiberuflerin in der Privatwirtschaft → bitte weiter mit Frage F  
5.11% (7) Als Auszubildende/Studentin/Referendarin → bitte weiter mit Frage F 26 

0% (0) Keins von alledem: ich war zuvor arbeitslos gemeldet → bitte weiter mit Frage F  
0% (0) Keins von alledem: ich war zuvor aus familiären Gründen  → bitte weiter mit Frage F  

4.38% (6) Sonstiges → bitte weiter mit Frage F 26 
1.46% (2) Keine Angabe → bitte weiter mit Frage F 26 

 
 
F 22 

Wie lange waren Sie vor der Übernahme Ihrer jetzigen Tätigkeit selbstständig bzw. als Freiberuflerin 
tätig? (Filterfrage) 
 

0% (0) Bis zu 3 Monaten → bitte weiter mit Frage F  

1.46% (2) 3 Monate bis unter 1 Jahr → bitte weiter mit Frage F  

1.46% (2) 1-2 Jahre → bitte weiter mit Frage F  

4.38% (6) 3-5 Jahre → bitte weiter mit Frage F  

7.3% (10) Länger als 5 Jahre → bitte weiter mit Frage F  

2.19% (3) Keine Angabe → bitte weiter mit Frage F  

83.21% (114) Nicht zutreffend 
 
 
F 23 

Wie lange waren Sie vor der Übernahme Ihrer jetzigen Tätigkeit arbeitslos? (Filterfrage) 
 

0% (0) Bis zu 3 Monaten → bitte weiter mit Frage F 26 
0% (0) 3 Monate bis unter 1 Jahr → bitte weiter mit Frage F 26 
0% (0) 1-2 Jahre → bitte weiter mit Frage F 26 
0% (0) 3-5 Jahre → bitte weiter mit Frage F 26 
0% (0) Länger als 5 Jahre → bitte weiter mit Frage F 26 
0% (0) Keine Angabe → bitte weiter mit Frage F 26 

100% (137) Nicht zutreffend 
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F 24 

Wie lange waren Sie vor der Übernahme Ihrer jetzigen Tätigkeit aus folgenden Gründen nicht er-
werbstätig: Mutterschaftsurlaub, Elternzeit, Kinderbetreuung, Pflege von Angehörigen, sonstige fami-
liäre Gründe? (Filterfrage) 
 

0% (0) Bis zu 3 Monaten → bitte weiter mit Frage F 26 
0% (0) 3 Monate bis unter 1 Jahr → bitte weiter mit Frage F 26 
0% (0) 1-2 Jahre → bitte weiter mit Frage F 26 
0% (0) 3-5 Jahre → bitte weiter mit Frage F 26 
0% (0) Länger als 5 Jahre → bitte weiter mit Frage F 26 
0% (0) Keine Angabe → bitte weiter mit Frage F 26 

100% (137) Nicht zutreffend 
 
 
F 25 

Wie viele Unternehmen hatten Sie vor der Gründung dieses Unternehmens, auf das sich die Befra-
gung bezieht, bereits gegründet? 
 
Tragen Sie bitte „kA“ ein, wenn sie keine Angaben machen möchten. (Filterfrage) 
 
Anzahl der Gründungen 

8.76% (12) 0  
2.19% (3) 1  
0.73% (1) 2 
0.73% (1) 3 
0.73% (1) 4 
2.92% (4) Keine Angabe 

83.21% (114) Nicht zutreffend 
0.73% (1) Fehlerhafte Angabe 

 
 
F 26 – F 27  
 
 

Verschlechtert  
Nicht wesentlich 

verändert  
Verbessert  

Keine 
Angabe  

Wie hat sich Ihre private finanzielle Si-
tuation als Unternehmerin gegenüber 
der Situation davor verändert? 

12.41%  

(17) 

18.98%  

(26) 

64.96%  

(89) 

3.65%  

(5) 

Wenn Sie zusätzlich zum Einkommen 
auch die durchschnittliche Wochenar-
beitszeit betrachten, wie hat sich dann 
Ihr durchschnittlicher Stundenlohn  im 
Vergleich zu vorher verändert? 

24.09%  

(33) 

16.79%  

(23) 

53.28%  

(73) 

5.84%  

(8) 

  

Motivation und Barrieren der unternehmerischen Tätigkeit  

 

F 28 

Für die folgenden Fragen kommen wir noch einmal auf Ihren VdU Mitgliedsstatus zurück: Sind Sie 
„Managerin in Spitzenfunktion“?  
 

22.63% (31) Ja   
77.37% (106) Nein     
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F 29 

Es gibt verschiedene personen- oder betriebsbezogene Motive dafür, unternehmerisch tätig zu sein. 
Bitte kreuzen Sie an, ob folgende Motive für Sie zum Zeitpunkt der Entscheidung damals relevant 
waren oder heute eine Rolle spielen. Motive, die ausschließlich in der Vergangenheit formuliert wur-
den, treffen natürlich nicht für die Gegenwart zu.  
 
Mehrfachnennungen sind möglich. „Sonstiges“ bitte nur verwenden, wenn ein zusätzlicher Grund ge-
nannt wird. (Filterfrage) 
 
 Personenbezogene Motive DAMALS HEUTE  
1 Möglichkeit einer günstigen Finanzierung (z. B. Erbschaften) 1.30% 

(5) 

0.65% 

(2) 
2 Ich wollte/will unabhängig sein  19.03% 

(73) 

26.86% 

(83) 

3 Ich wollte/will Beruf und Familie besser unter einen Hut bekommen 7.03% 

(27) 

9.06% 

(28) 
4 Ich wollte/will in unserer Welt etwas bewegen, etwas Neues schaffen   12.5% 

(48) 

18.77% 

(58) 
5 Ich wollte/will „Karriere“ machen und mehr Geld verdienen  9.9% 

(38) 

10.36% 

(32) 
6 Ich wollte/will mein berufliches Engagement zurückschrauben  1.56% 

(6) 

3.24% 

(10) 
7 Dies war/ist für mich ein Weg aus der (drohenden) Arbeitslosigkeit  2.34% 

(9) 

0.32% 

(1) 

 
 
 Betriebsbezogene Motive  DAMALS HEUTE 
8 Mir wurde eine Miteigentümerschaft/Partnerschaft angeboten  7.03% 

(27) 

0.97% 

(3) 
9 Ich wollte/will eine Familientradition fortführen  5.99% 

(23) 

7.44% 

(23) 
10 Ich wollte einer Überqualifikation beim bisherigen Arbeitgeber entgehen bzw. konnte 

mich dort nicht weiterentwickeln 
3.91% 

(15) 

0.97% 

(3) 
11 Ich war beim bisherigen Arbeitgeber unterqualifiziert und fühlte mich den Aufgaben 

dort nicht gewachsen 
0% 

(0) 

0% 

(0) 
12 Ich war aus sonstigen Gründen mit der Arbeitssituation beim bisherigen Arbeitgeber 

unzufrieden  
11.2% 

(43) 

1.62% 

(5) 
13 Ich wollte/will eine Marktlücke wahrnehmen bzw. Marktsituation ausnutzen   8.85% 

(34) 

8.74% 

(27) 

 
 Sonstige DAMALS HEUTE 
14 Sonstiges: BITTE NENNEN 9.38% 

(36) 
11.0% 

(34) 
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F 30 
Wenn Sie jetzt wieder die Perspektive aus der augenblicklichen Situation heraus einnehmen: 
Unternehmerin zu sein ist herausfordernd. Schwierigkeiten können beispielsweise in den äußeren 
Rahmenbedingungen, Einstellungen des sozialen Umfelds oder in der eigenen Person begründet 
liegen. 
 
Welche der nachfolgend genannten Barrieren sind derzeit für Sie persönlich am erheblichsten? 
 
 
Beschränken Sie sich, sofern möglich, bitte auf 4 Barrieren. (Filterfrage) 
 
 
6.47% 

(13) 
Innere Hemmschwelle, mutige Entscheidungen zu treffen  

3.48% 

(7) 

Innere Hemmschwelle, dauerhaft Verantwortung für andere zu übernehmen 

2.49% 

(5) 
Innere Konflikte, aus der traditionellen „Frauenrolle“ herauszutreten   

6.97% 

(14) 
Unzureichende Vereinbarkeit von Familie und Beruf 

7.46% 

(15) 
Unzureichende mentale Unterstützung der Familie (Partner, Eltern, Kinder) 

5.97% 

(12) 
Unzureichende logistische Unterstützung der Familie (Partner, Eltern, Kinder) 

7.96% 

(16) 

Unzureichende Schlüsselqualifikationen bei mir selbst (Führungserfahrung, fehlende 
Kenntnisse in den Bereichen Finanzen, Recht, IT,…) 

10.95% 

(22) 
Unzureichender Zugang zu Krediten bzw. Kapital 

3.48% 

(7) 

Unzureichendes Zutrauen von Geschäftspartnern zu meinen Kompetenzen als Un-
ternehmerin 

1.49% 

(3) 

Unzureichendes Vertrauen von Miteigentümern, Partnern, Kollegen aus dem eigenen 
Unternehmen in meine Kompetenzen 

18.41% 

(37) 
Schwierigkeiten bei der Mitarbeitersuche 

2.99% 

(6) 
Sonstiges: BITTE NENNEN 

21.89% 

(44) 
Keine Angabe 

 
 
F 31 
 
Wie zufrieden sind Sie persönlich mit …  
 
 (1=sehr zufrieden, 2=eher zufrieden,  3=teils/teils, 4=eher unzufrieden, 5=sehr unzufrieden) 

 
 

 1 2 3 4 5 

… Ihrem verfügbaren Einkommen aus dem 
Unternehmen? 

24.09%  

(33) 

30.66%  

(42) 

25.55%  

(35) 

14.6%  

(20) 

5.11%  

(7) 

… Ihrer beruflichen Entwicklung? 39.42%  

(54) 

38.69%  

(53) 

17.52%  

(24) 

2.19%  

(3) 

2.19%  

(3) 

… der wirtschaftlichen Entwicklung Ihres 
Unternehmens? 

21.17%  

(29) 

40.15%  

(55) 

24.09%  

(33) 

9.49%  

(13) 

5.11%  

(7) 

… Ihrem Leben insgesamt? 37.23%  

(51) 

45.26%  

(62) 

10.95%  

(15) 

5.11%  

(7) 

1.46%  

(2) 
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F 32 
Wenn Sie jetzt eine Bilanz ziehen, wie bewerten Sie folgende Aussagen?  
 
(1=stimme voll zu, 2=stimme eher zu, 3=teils/teils, 4=stimme eher  nicht  zu, 5=stimme überhaupt 
nicht zu) 
 
 1 2 3 4 5 

Ich habe meine unternehmerischen Ziele, die 
ich zu Beginn meiner aktuellen Tätigkeit  hat-
te, erreicht. 

36.5%  

(50) 

23.36%  

(32) 

27.74%  

(38) 

10.22%  

(14) 

2.19%  

(3) 

Könnte ich es mir heute noch einmal aussu-
chen, ich würde den Schritt in die unterneh-
merische Tätigkeit noch einmal wiederholen. 

71.53%  

(98) 

17.52%  

(24) 

5.84%  

(8) 

3.65%  

(5) 

1.46%  

(2) 

 

Beziehung zu Unternehmer/innen in Familie und Freundeskreis  

 
F 33 

Als Nächstes würde uns kurz interessieren, ob sich Ihr Umfeld unternehmerisch betätigt hat. 
Als Sie ungefähr 15 Jahre alt waren, war zu dem Zeitpunkt ein Elternteil unternehmerisch tätig? 
 

51.09% (70) Ja  
48.18% (66) Nein  

0.73% (1) Keine Angabe  
 
 
F 34 

Was ist mit der Zeitspanne danach, also vom Teenageralter bis zur Aufnahme Ihrer jetzigen Tätigkeit: 
Gab es in Ihrer näheren Verwandtschaft, Ihrer Partnerschaft oder in Ihrem näheren Freundeskreis 
Unternehmer/innen?  
 
(Bitte zählen Sie hier auch Ihre Eltern dazu, falls diese nach Ihrem 15. Lebensjahr eine unternehme-
rische Tätigkeit aufgenommen haben.) 

 
66.42% (91) Ja  

32.85% (45) Nein  

0.73% (1) Keine Angabe  
 

Soziodemographische Angaben 

 
F 35 

Welchen höchsten allgemeinbildenden Schulabschluss haben Sie? 
 
Ausländische Abschlüsse bitte dem gleichwertigen deutschen Abschluss zuordnen.  
 

1.46% (2) Haupt-/Volksschulabschluss 

0.73% (1) Abschluss der allgemeinbildenden Polytechnischen Oberschule der ehemaligen DDR 

6.57% (9) Realschulabschluss (Mittlere Reife) oder gleichwertiger Abschluss  
8.03% (11) Fachhochschulreife  

83.21% (114) Allgemeine Hochschulreife (Abitur)  

0% (0) Schule ohne Abschluss beendet   

0% (0) Keine Angabe  
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F 36 

Welchen höchsten berufsbildenden Abschluss haben Sie? 
 

0.73% (1) Kein Berufsabschluss 

16.79% (23) Duale Ausbildung (Lehre) 

3.65% (5) Berufsfachschule/Schule des Gesundheitswesens 
4.38% (6) Fachschule, Meister- oder Technikerausbildung 

16.06% (22) Fachhochschule 

45.26% (62) Universität, Kunsthochschule, Technische Universität 

11.68% (16) Promotion 

1.46% (2) Keine Angabe 
 
 
F 37 

Nun interessiert uns noch Ihre Staatsbürgerschaft. 
 
94.16% (129) Deutschland 

5.84% (8) Europäisches Ausland / EU 

0% (0) Außereuropäisches Ausland / Außerhalb EU 

0% (0) Keine Angabe 
 
F 38 

In welchem Jahr wurden Sie geboren? 
 
Tragen Sie bitte „kA“ ein, wenn sie keine Angaben machen möchten. 
 
Jahr 

5.84% (8) Vor 1950 
26.28% (36) 1950 bis 1960 
45.26% (62) 1961 bis 1970 

14.6% (20) Nach 1970 
8.03% (9) Keine Angabe  
1.46% (2) Fehlerhafte Angabe 

 
 
F 39 

Wo haben Sie im Jahr 1989 gelebt? 
 

8.76% (12) Ost (-deutschland, DDR)  

85.4% (117) West (-deutschland) (einschließlich West-Berlin)  

0% (0) Trifft nicht zu (nach 1989 geboren)  

5.84% (8) Ausland  
0% (0) Keine Angabe  

 
F 40 

Haben Sie Kinder und wenn ja, wie viele? 
 

44.53% (61) Nein, ich habe keine Kinder. → bitte weiter mit Frage F 42 

19.71% (27) Ja, 1 Kind  

28.47% (39) Ja, 2 Kinder  

4.38% (6) Ja, 3 Kinder  

2.92% (4) Ja, mehr als 3 Kinder  
0 (0%) Keine Angabe → bitte weiter mit Frage F 42 
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F 41 

Wie alt ist Ihr jüngstes Kind? (Filterfrage) 
 

3.65% (5) 0 bis unter 6 Jahre  

9.49% (13) 6-11 Jahre  

41.61% (57) 12 Jahre oder älter  
0.73% (1) Keine Angabe  

44.53% (61) Nicht zutreffend  
 
 
F 42 – F 44 

 
 
 Ja Nein Keine Angabe 
Haben Sie einen Lebenspartner (uneheliche oder eheli-
che Partnerschaft)? 

78.1%  

(107) 

21.9%  

(30) 
0 (0%) 

Nun interessiert uns noch, ob Sie zusätzliche Verpflich-
tungen wahrnehmen. Pflegen Sie oder kümmern Sie 
sich derzeit um Angehörige, Nachbarn oder Freunde? 

41.61%  

(57) 

55.47%  

(76) 

2.92%  

(4) 
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A B S C H L U S S  

IV. Verabschiedung 
 
Ende 

Damit sind wir am Ende der Befragung angekommen. Herzlichen Dank für Ihre tatkräftige Unterstüt-
zung!  
 
Wenn Sie Interesse an den Gesamtergebnissen der Befragung haben, dann tragen Sie bitte unten 
Ihre E-Mail-Adresse ein, damit das HWWI Ihnen eine Zusammenfassung zusenden kann. Ihre persön-
lichen Daten werden nicht mit den Befragungsdaten verknüpft. 
 
 
Mit freundlichen Grüßen 
 
Dr. Christina Boll 
Dr. Elisabeth Bublitz 
Dörte Nitt-Drießelmann 
 
Hamburgisches WeltWirtschaftsInstitut gGmbH 
 
 
 
 E-Mail-Adresse  
 
 
[Weiterleitung auf HWWI Seite] 

 


