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ABSTRACT 

Different Black American entrepreneurs voice different reasons for starting a 

business. Often, they face obstacles to growing and scaling their successful ventures that 

can be traced to systemic inequalities. This mixed methodology research aims to explore 

the different reasons and motivations that Black people have for starting businesses. It 

also aims to understand the resources available to Black entrepreneurs that can be used 

for capital, counseling, and to access to markets. The research is important because 

entrepreneurship is touted as a pathway to self-sufficiency and wealth building and a way 

to ameliorate economic inequality between Blacks and non-blacks. But currently, little is 

known about differences within the population of Black business owners.  
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CHAPTER 1 
 

INTRODUCTION 

 

Research Motivation 

Sociologists define systemic racism as "an organized set of practices, attitudes and ideas 

that deny African Americans the privileges, dignity, opportunities, freedoms and rewards that 

this nation offers to white Americans" (Feagin, Vera & Batur, 2001 pg. 7, emphasis in original). 

Feagin and other social scientists argue that systemic racism is built into the DNA of the United 

States, and it impacts Black Americans specifically because from being considered property 

during slavery to having laws designed to restrict access to life, liberty and the pursuit of 

happiness, Black Americans continue to face obstacles in many areas of life – wealth creation, 

health outcomes and equal access to government provided services. Is entrepreneurship an option 

that can help Black Americans create wealth and pathways to freedom?  

An entrepreneur is defined as "one who organizes, manages, and assumes the risks of a 

business or enterprise" (Merriam Webster, 2021). The pursuit of entrepreneurship can be based 

on opportunity or necessity (Fairlie & Fossen, 2020). An example of necessity entrepreneurship 

is starting a business when you are unemployed or underemployed to provide income to meet 

basic needs and/or necessities: rent/mortgage, food, utilities, transportation, etc. An example of 

opportunity entrepreneurship is when a business is started to provide a service or sell a product 

with a niche or underserved market.  When entrepreneurship is a necessity and not an 

opportunity, this impacts the business planning and capital utilized to start and grow the firm. 

Additionally, if a traditional job becomes available, the entrepreneurial venture based on 

necessity will be abandoned in most cases. Therefore, understanding why people pursue 
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entrepreneurship is important because those reasons may impact the business venture's success. 

To be successful, business owners need: a viable and desirable product or service to sell; access 

to capital to fund start-up costs and to support the business owner until the firm begins to earn 

revenue; and access to professionals with expertise in various topics (e.g., accounting banking, 

the law, insurance, real estate, and a formal or informal board of advisors) (Cooper et al., 1994).  

The U.S. government has long utilized the products and services offered by 

entrepreneurs. As the United States was being formed in 1775, the Second Continental Congress 

passed a resolution making the Army quartermaster responsible for buying supplies for troops 

(McDonnell, 1999). As the Continental Congress worked to achieve freedom from England, the 

economic foundation of the United States was formed in part through the coercion and 

exploitation of the labor of enslaved Africans. Black Americans have never been fully 

compensated. Despite the Emancipation Proclamation in 1863, the shackles still existed for many 

Black Americans because of systems of debt peonage, indentured servitude, chain gangs, forced 

labor camps, sharecropping and incarceration that unfairly targeted them (Blackmon, 2009).  

Since 1865, there have been different programs introduced by the federal government to 

help level the playing field and provide programs to help Black Americans build wealth through 

home and business ownership. Examples of these programs include – William T. Sherman's 

Special Field Order 15 in 1865, the Freedmen's Bureau, the Economic Opportunity Act in 1964, 

the creation of the Office of Minority Business Enterprise in 1969 (Renamed the Minority 

Business Development Agency, MBDA, in 1979), the Community Reinvestment Act of 1978 

and the Small Business Jobs Act of 2010. These programs have resulted in creating numerous 

business centers, also referred to as microenterprise programs, dedicated to providing business 

technical assistance, financing and procurement assistance to current and/or future small business 
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owners (Liu, 2012).  For business centers and/or microenterprise programs that are funded with 

federal dollars, the results or data from these activities are included in the annual reports to 

Congress from the Small Business Administration (SBA) and the United States Department of 

Commerce's MBDA; however, the information contained is generally a program or performance 

overview and does not provide enough data to demonstrate the effectiveness for individual 

businesses. For example, Figure 1 from MBDA's 2020 Annual Performance summary does not 

include the number of business centers that received federal funding, how many businesses were 

served, the period of performance for the contract awards, nor does it indicate the return on 

investment is. Without more foundational information to ground the numbers provided in the 

report, the true meaning or impact of the report remains unknown. 

 
 

Figure 1. MBDA 2020 Annual Performance Summary 
Retrieved from: https://www.mbda.gov/sites/default/files/2021-

04/MBDA_FY%202020%20APR%20Summary_042121.pdf  
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In addition to information from business centers and microenterprise programs, the SBA 

uses programmatic data collected from their funded resource partners ((Women's Business 

Centers, Small Business Development Centers, the Service Corp of Retired Executives 

(SCORE), internal programs (SBA district offices), the federal procurement data system (FPDS - 

where federal agencies upload contract awards)) and data collected from the United States 

Census Bureau to provide statistics on all small businesses.  Currently, the Census Bureau 

collects data through the Annual Business Survey (ABS). The ABS was implemented in 2017 to 

replace the Survey of Business Owners. The chosen respondents must reply under penalty of 

law. Similar to the census that occurs every four years, the ABS data is not available for review 

by the public immediately.  It is important to note that the reports compiled by federal 

government agencies have no standard reporting template or required information and can 

change in format and availability, making access to timely data and consistent reporting formats 

a challenge.  

 As much as the federal agencies, microenterprise development programs and community 

development corporations provide business technical assistance and loan programs and/or 

guarantees to reduce the risk for mortgage and business loans for lenders are designed to help, 

bias and systemic racism have played an equal and sometimes invisible role that can undermine 

the intent of the programs leading to unequal rates of homeownership and business ownership for 

Black Americans.  Examples of this would include the instances of being discouraged from 

submitting loan applications, the rate of loan denials and the instances of predatory loan terms 

for both business (NCRC 2019) and home loans (Citi 2020) in comparison to non-Blacks. 
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Problem Formulation and Research Questions 

There are approximately 31.7 million small business owners in the United States. As of 

2017, these firms employ 60.6 million people (Census, 2017). These firms are categorized as 

non-employee and employers. The employer firms are considered small as long as they have 

fewer than 500 employees.  

 

Table 1. All U.S. Small Businesses (Source: U.S. Census Bureau, 2017) 

Type of Firm Number  Percentage  Revenue 

Non-Employee 25,701,671 81 65.7B 
Employer 5,976,761 19 1.1T 
TOTAL: 31,678,432              100 1.2T 

 
The data in Table 1 shows that 81 percent of all small businesses have no employees.  The total 

revenue for these all these firms is 1.2 trillion dollars.  

 

Table 2. Black American-Owned Small Businesses (Source: U.S. Census Bureau, 2017) 

Type of Firm Number  Percentage  Revenue 

Non-Employee 2,949,300 96 63.8M 
Employer 124,004 4 121B 
TOTAL: 3,073,304  100 $121,063,800,000 

 
 

Table 2 shows that 96 percent of Black American-owned small businesses do have no 

employees. The total revenue for all Black American-owned firms is 10 percent of the total 

revenue for all firms. Although, as of 2017, the percentage of Black American-owned small 

businesses is similar to the population percentage of Black Americans, the employer-owned 

firms are only 4 percent compared to 82 percent of White firms that have employees (U.S. 
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Census Bureau 2017). This disparity is critical to note because if there were an equivalent 

number of Black American employer firms (compared to White employer firms), that could 

potentially result in an additional 860,000 Black American employer firms with the potential to 

employ up to an additional 10 million people (Center for American Progress, 2020). 

 Research on the differences between Black and non-Black entrepreneurs exists and often 

focuses on the disparity between business size, type, and revenue.  In research on African 

American Women Entrepreneurs (AAWE), Robinson et al. provide rationale on the potential 

impact of comparison:  

Simple comparisons without theory may do more harm than good because  

they can lead unsophisticated readers to believing that each racial/ethnic  

groups history, values, motivations, and goals are the same (2007,139). 

Although the researchers' focus is on AAWE, their criticism supports the need for more 

academic research on Black American entrepreneurs. The disparities between the Black and non-

Black business owners can be traced to: lack of education (human capital), access to financial 

capital and access to resources that provide business technical assistance, and a social network 

(Fairlie and Robb, 2007).   

In addition to those disparities, one recent study by Bento and Brown (2021) introduced 

the concept of racial capital. It utilized an existing dataset from the GfK Outlook on Life Survey 

to determine a link between systemic racism and Black people who pursue self-employment. 

They operationalize racial capital as "belief in the significance of systemic racism" (emphasis in 

original). They measure it as a composite variable of: human capital (education), financial capital 

(assets) and six statements that represent symbolic or modern prejudice by asking the survey 

respondent to utilize a five-point Likert scale to rate their opinion of race relations between 
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Black people and White people, achievements of minority groups and discrimination against 

Black people.   

In June 2021, the Biden-Harris Administration introduced a 61-billion-dollar plan to 

build Black American and minority wealth and narrow the wealth gap to address systemic racism 

and inequalities through programs for homeownership, federal contracting with small businesses, 

infrastructure and community revitalization through infrastructure and transportation upgrades 

(Whitehouse 2021). In addition to the initiatives by the federal government, some private 

institutions have also made commitments to address racial inequity.  These initiatives include: 

Bank of America's, "1 billion dollar/ 4-year Commitment to support Economic Opportunity 

Initiatives" (Bank of America 2020), CitiBank's, "1-billion-dollar Strategic Initiatives to Help 

Close the Racial Wealth Gap" (Citigroup 2020) and J.P. Morgan Chase's, "Our Path Forward" - a 

30-billion-dollar commitment to advance racial equity (J.P. Morgan Chase 2020). These 

initiatives total more than 93 billion dollars. However, while the written plans have been shared 

publicly, most of these institutions are hesitant to undergo racial equity audits by an independent 

third party to objectively measure and track the progress and economic impact of the initiatives 

(Forbes 2021). Additionally, none of these initiatives gives or directs money directly to the 

business or homeowner – the majority of the monies support funds, programs and/or 

organizations that include housing counseling agencies, nonprofit organizations, community 

development corporations and business centers. Without transparent, objective, and consistent 

reporting on the federal and private sector initiatives, how can the communities that are supposed 

to benefit from the programs ensure that the goals are met in a fair and equitable manner?   

Prior to these specific initiatives to address racial inequity, the majority of traditional 

financial institutions were (and are still) required to comply with the Community Reinvestment 
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Act (CRA).  CRA legislation is designed to counteract redlining that occurred in many low-

moderate income (LMI) neighborhoods by ensuring that banks provide loans and resources to all 

of the communities they serve. The financial institution's size is determined based on the dollar 

value of the deposits. The financial institutions are tested in up to three areas – lending, 

investment and service tests and awarded credits based on compliance. The final rating falls into 

one of the following categories: outstanding, high satisfactory, low satisfactory, needs to 

improve or substantial noncompliance. One of the ways that banking institutions can comply and 

receive credits is through public welfare investment or community development investment. 

Credits are given for activities that promote affordable housing, financing small businesses/farms 

and community revitalization activities (Congressional Research Service 2015). Most banks have 

a CRA or community development department dedicated to working with the LMI 

neighborhoods through grant and program funding for nonprofit organizations, housing 

counseling agencies, community development corporations, and business or microenterprise 

centers to promote financial literacy, business ownership and homeownership. Participation 

always has the overarching goal of the end-user (program participant) becoming a bank client.  

With the closure of banking branches, the merger of financial institutions, increased access to 

online banking and the new industry of FinTech (that combines technology and financial 

institutions that are not subject to financial regulations), CRA may not meet the needs of current 

LMI communities. The effectiveness of CRA has been questioned because of the subjectivity of 

regulators due to the number of financial institutions that do not receive "needs to improve" or 

"substantial noncompliance." Additionally, due to the advances in credit scoring and predictive 

behavior, the impact of CRA efforts in LMI areas could be based on other factors. Nevertheless, 
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the infrastructure exists to help educate LMI people and communities to eradicate systemic 

racism and inequalities. 

The role of systemic racism impacts education, housing, income, financial services and 

access to basic amenities – grocery stores, banks, pharmacies and restaurants, especially in LMI 

neighborhoods. In addition, when applied to business ownership, the consequences of systemic 

racism can impact the financial capital resources (Citi 2020) available to start, the perception by 

potential customers as unreliable (Ogbolu, Singh &Wilbon 2015), and access to professional 

networks that can help with business growth. Despite these challenges, Black Americans 

continue to pursue entrepreneurship. For example, the Census Bureau data in Table 3 shows that 

there has  

been a 156 percent increase in Black-owned businesses since 2002. 

Table 3. Growth of Black American-Owned Firms (Survey of Business Owners, 2002 to 2017, U.S. 
Census Bureau) 

 

The goal of Study I is to utilize a survey to learn more about Black American 

entrepreneurs to determine if they acknowledge systemic racism and how or if that impacts the 

reasons they started (necessity or an opportunity), how they capitalized (financial capital) and 

what non-financial resources (social capital) they sought for assistance to start and grow their 

firms using quantitative methods.  

The goal of Study II is to build on the findings of Study I by conducting semi-structured 

interviews with Black American business owners to conduct a qualitative analysis to learn more 

Year Non-Employer Employer Total 
2002 1,103,049 94,518 1,197,567 
2007 1,815,057 106,824 1,921,881 
2012 2,475,266 109,137 2,584,403 
2017 2,949,300 124,004 3,073,304 
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in depth about their experiences to tell their stories and determine if existing theories are 

applicable to Black American business owners.  

Together, these two studies provide valuable data and insights that will add to academic 

research that will ultimately help in improving the economic outcomes for Black American 

business owners.  
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CHAPTER 2 

LITERATURE REVIEW 

 
Racial Capital Theory 

Recent research has explored if and how Black business owners (self-employed) differ 

from other working Blacks who are not self-employed. Bento and Brown (2021) introduce the 

concept of racial capital and utilize an existing dataset from the GfK Outlook on Life Survey to 

determine if there is a link between belief in systemic racism and Black Americans who pursue 

self-employment. They hypothesize that there will be a positive relationship between racial 

capital and self-employment status. They operationalize racial capital as "belief in the 

significance of systemic racism" (2021, emphasis in original), and they measure it as a composite 

variable of human capital, financial capital and statements that represent symbolic or modern 

prejudice. Human capital is measured using educational attainment: less than high school, high 

school, some college and bachelor's degree or higher. For each choice, the answers are coded as: 

no = 0 and yes =1. Financial capital is measured three ways – homeownership, investment in the 

stock market and personal income. For each measure, the answers are coded as no = 0 and yes 

=1. The value for financial capital ranges from 0 – 3.  

The respondents rate the six statements representing symbolic or modern prejudice using 

a Likert scale with the choices: agree strongly, agree somewhat, neither agree or disagree, 

disagree somewhat, and disagree strongly.  Symbolic or modern prejudice is measured through 

the following six statements:  

1. Society has reached the point where Blacks and Whites have equal opportunities 

for achievement 

2. Over the past few years, Blacks have gotten less than they deserve (reverse coded) 
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3. Irish, Italian, Jews, and many other minorities overcame prejudice and worked 

their way up. Blacks should do the same without any special favors  

4. It’s really a matter of some people not trying hard enough; if Blacks would only 

try harder, they could be just as well off as Whites 

5. Generations of slavery and discrimination have created conditions that make it 

difficult for Blacks to work their way out of the lower class (reverse coded) 

6. Discrimination against Blacks is no longer a problem in the U.S. 

The responses are coded with values of 1- 5, and the summation of the statement ratings ranges 

from 6 – 30. The higher the score, the more the respondent believes that systemic racism is a 

problem for Black people in the United States. 

Using the survey data, the researchers conducted a quantitative analysis to produce 

descriptive statistics and binary logistic regression models. The initial survey had over 4,000 

respondents and was conducted in two waves. The researchers only used data from the 1st survey 

for the 652 respondents who identified as Black American. Their sample size was reduced to 600 

Black respondents. Out of the 600 Black American respondents, 63 identified as being self-

employed. The findings showed the following relationships between the variables: human capital 

has an inverse relationship with self-employment. The belief in symbolic or modern prejudice is 

positively associated with self-employment for the Black respondents who identified as self-

employed compared to respondents who identified as paid employees. 

  



13 
 

Table 4. Descriptive Statistics for Human Capital, Financial Capital, and Racial Capital for Self-
Employment Status Among Working Blacks (Bento & Brown, 2021) 
 
Racial Capital Measures Self Employed Mean Paid Employee 

  n=63            n=537 
Human capital    
Less than high school (0 = no; 1 = yes) 0.15 0.03 
High school (0 = no; 1 = yes) 0.31 0.32 
Some college (0 = no; 1 = yes) 0.33 0.35 
Bachelor’s degree or higher (0 = no; 1 = 
yes)  0.21 0.31 
Financial capital   
Assets (0 = no assets; 3 = living 
quarters owned, money invested in 
stock market, and income above sample 
median 1.21 1.49 
Racial capital   
Belief in systemic racism (6 = low; 30 = 
high) 22.32 21.05 

 
 

The article utilizes a strong conceptual framework and, for Study I, one of the research 

questions will determine if the results for racial capital would be similar amongst a group that 

consists exclusively of Black American business owners. Suppose the correlation between self-

employment and belief systemic racism is confirmed. In that case, hopefully, this will provide a 

further understanding of the reasons that Black Americans choose to go into business as an 

opportunity or as a necessity to provide income. Although Bento and Brown do not include 

necessity vs. opportunity entrepreneurship in their research, combining information from both 

articles could help bolster the academic research. The finding that self-employment is pursued 

based on low wages, education, and status indicates that the business started as a necessity.  

In Study I, the choices for human capital will also include: Master's Degree and 

Professional degree. This choice is based on research from Shelton & Minniti (2018) that 
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showed a large percentage of Inc. 5000 founders exceeded the minimum education requirements 

described in Bento and Brown. Bento and Brown describe self-employment as an alternative to, 

"low-status and low-wage paid employment typically available to those with low educational 

attainment." This decision also correlates with the increase in Black American businesses owned 

by women because Black women are more educated than Black men (National Center for 

Education Statistics 2019). Study I will also code the income bands differently to expand beyond 

above or below the median income of $34,999. If a large number of survey respondents have less 

than the median income, a recommendation not to remove lower-income bands will be included 

in the conclusion.  

While we agree with the majority of what Bento and Brown (2021) say, there are some 

areas that we disagree with.  Primarily, the researcher takes issue with their position. 

Although we find evidence racial capital links directly with black self- employment 
status, this finding must be viewed cautiously. We do not advocate that self-employment 
is a viable path to economic mobility We do not advocate that racial capital is utilitarian. 
We do not advocate that self-employment will overturn racism (Bento & Brown, 2021).  

The position needs to be explained further because some policy initiatives have led to 

entrepreneurship being utilized as a one-size-fits-all solution to unemployment (through the 

Workforce Investment Act of 1998) (Harper-Anderson & Gooden, 2016), underemployment and 

wealth building. However, it is hard to pull yourself up by your bootstraps when you have no 

boots. While any person who has an idea or a solution to a problem should have the opportunity 

to pursue entrepreneurship, they also need to have access to capital – financial, human and 

social, to increase the probability of success. Systemic racism impacts access to resources. For 

underemployment and unemployment, resources need to be available that help identify stronger 

or commitments to diversity, targeted programming to recruit Black American employees and 

laws that prohibit employers from discriminating based on previous misdemeanor or felony 
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convictions. For wealth building, Black Americans need equal access to quality education, 

access to capital for non-predatory home and business loans and exposure to successful 

entrepreneurs at all different levels – not just athletes or the success stories of millionaires and 

billionaires. We believe that Bento and Brown would agree with those statements.    

Motivations, Business Strategies and Community Resources 

Liu (2012) utilizes an existing data set from the Panel Study of Entrepreneurial Dynamics 

(PSED) to study the motivations, business strategies and community resources for early-stage 

Black, White and Hispanic entrepreneurs. The article begins with an introduction that includes 

reasons why entrepreneurship is important, the disparity on scale and performance for Black and 

Hispanic owned businesses and the microenterprise programs that local, state and federal 

governments have funded and utilized to increase the number and success rates for minority-

owned businesses. Nevertheless, despite these resources, the outcomes have not changed. Liu 

then states that it is necessary to explore the motivations and dynamics for why minority 

entrepreneurs start businesses. 

In the literature review and hypotheses, Liu outlines three supporting articles and 

hypotheses for entrepreneurial motivation, business strategy and perception of community 

resources. Entrepreneurial motivation is based on being pulled in by opportunity versus being 

pushed in by necessity due to a need for employment. When entrepreneurs are pulled in by 

opportunity, the factors can be based on the desire to have autonomy, wealth, achievement and 

respect. The disadvantaged business theory supports necessity entrepreneurship that states 

minorities start businesses when opportunities are not available in the formal labor market. The 

researcher hypothesizes that minorities are more likely to enter entrepreneurship based on wealth 

motivations. For business strategy, Liu utilizes prior research that indicates, "minorities and 
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immigrants are inclined to create businesses and serve the markets deserted by the mainstream 

business community." (Liu 2012, 1250003-4) Liu further discusses how minorities want to have 

a tie to their homelands and if the entrepreneur lives amongst their specific minority, that creates 

a stable customer base. Liu hypothesizes that minority entrepreneurs are more likely to utilize a 

business strategy that serves a missed and niche market. For the perception of community 

resources, Liu utilizes Bates (1995) definition of community resources that consists of state and 

local governments and nonprofit organizations.  Liu discusses the social networks that are 

present in ethnic communities and hypothesizes that minority entrepreneurs are more likely to be 

involved in their communities than White nascent entrepreneurs.  The findings for Liu's 

hypotheses were partially supported for wealth motivation and business strategy, and the 

hypothesis for community resources was not supported.   

Liu demonstrated academic rigor through the quantitative analysis that was conducted. 

For each hypothesis and research motivation, Liu included additional constructs or co-variants 

from the PSED with the dependent variables (motivation, business strategy and community 

resources), control or independent variables (residential location, demographic variables, human 

capital and financial capital to perform a regression analysis. This methodology will be utilized 

in Study I. However, we disagree with Liu on the reasoning for business strategy. For Black 

American entrepreneurs, there is no tie to a home or ethnic land, and there are limitations to only 

having minorities as the target market, which is discussed in the paper.  

Necessity vs. Opportunity Entrepreneurship  

 Fairlie and Fossen (2020) utilize empirical evidence from global datasets from Germany 

and the United States to define necessity vs. opportunity entrepreneurship. There is no consensus 

in the academic literature on the operational definitions.  In the introduction, when discussing 
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opportunity vs. necessity entrepreneurship, the authors state: "The basic distinction is that some 

entrepreneurs create businesses when they see a business opportunity whereas other 

entrepreneurs are forced into starting a business out of necessity because of the lack of other 

options in the labor market" (Fairlie & Fossen, 2020, 1). The researchers examine the current 

definition based on the question, "Are you involved in this start-up to take advantage of a 

business opportunity or because you have no better choices for work?" asked by the Global 

Entrepreneurship Monitor (GEM). The researchers find fault with the definition for two reasons, 

the question is subjective and not present in most available datasets. By creating an empirical 

definition and utilizing questions or constructs readily available in most datasets, the researchers 

propose a better understanding of necessity vs. opportunity entrepreneurship.  

 The researchers decided that the definition for necessity and opportunity entrepreneurs 

should be based on the previous employment status. Therefore, necessity entrepreneurs would be 

classified as unemployed. Opportunity entrepreneurs would be classified as wage/salary workers, 

enrolled in school or college or not actively seeking employment (Fairlie & Fossen, 2020). After 

testing the definition against the datasets, the findings demonstrate that in the United States, 80 

percent of entrepreneurship is based on opportunity and in Germany, that figure increases to 90 

percent.  This is important because understanding the reasons that entrepreneurs start their 

businesses does have an impact on the economic outcomes.  

 This research relates directly to the survey question for, please rate the reasons for 

starting the business. Study I will combine the reasons and categorize them as necessity vs. 

opportunity based on Liu (2012). Table 5 shows the ten responses and categorizes each as 

necessity, opportunity or unsure.  
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Table 5. Reasons for Starting Categorized as Necessity, Opportunity or Unsure 
 

Reasons for Starting Necessity, Opportunity or Unsure 
1. Wanted to be my own boss flexible 

hours Opportunity (Autonomy) 
2. Balance work and family Opportunity (Autonomy) 
3. Opportunity for greater income Opportunity (Wealth) 
4. Best avenue for my ideas / goods / 

services Opportunity (Autonomy) 
5. Unable to find employment Necessity 
6. Working for someone else didn’t appeal 

to me Opportunity (Autonomy) 

7. Always wanted to start my own business Opportunity (Achievement) 
8. An entrepreneurial friend or family 

member was a role model Unsure 
9. Wanted to carry on the family business Unsure 
10. Wanted to help and/or become more 

involved in my community Opportunity (Achievement) 
 

We believe that the motivations and necessity vs. opportunity are important to include 

because entrepreneurs have different reasons for starting, and the more all researchers can learn 

and understand will ultimately help add to the body of academic literature. 

Push-Pull Entrepreneurship 

Are there gender differences in motivation? Kirkwood (2009) utilized qualitative 

methodology to determine if men and women share the same or different motivations outlined in 

the theory of push-pull entrepreneurship. Kirkwood begins by stating that there are different 

reasons that people become entrepreneurs. Next, she reviews the push-pull theory and makes a 

case for exploring women entrepreneurs' motivations based on the number of women who are 

starting businesses. She also explores if women are choosing entrepreneurship due to women 

hitting a glass ceiling in their workplaces. As noted above, previous research shows that 

entrepreneurs who start businesses based on pull factors tend to be more successful than those 

who started based on push factors. Kirkwood’s rationale for conducting semi-structured 
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interviews is to understand entrepreneurship better and avoid missing rich data that cannot be 

captured through surveys and quantitative methods. Kirkwood identifies 75 participants and 

conducts one-on-one, 90-minute interviews to learn more about men and women who have 

started businesses in New Zealand.  The interviews are recorded, and Nvivo software is used to 

code and analyze the results to determine themes.  

Kirkwood's (2009) exploratory gender comparative qualitative study demonstrates rigor 

and serves as a model for this researcher's work for Black American business owners. Rather 

than just comparing differences between genders, this research aims to identify within-race 

variances between the participants. The only requirement for participation was that the 

interviewee self- identify as a Black American business owner. The interviewees were allowed to 

have other employment and be shareholders who partially owned business. 
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CHAPTER 3 

QUANTITATIVE STUDY 

 
Background 

The researcher for Study I is a practitioner whose experience working with minority and 

women entrepreneurs led to the desire to study how to better impact the field by increasing the 

success rate for business owners. Initially, it was believed that the research questions would be 

best answered using qualitative methods. Qualitative methods seek to answer how and why 

questions about the chosen topic and usually are classified as action research, case studies, 

ethnographic research, or grounded theory. Quantitative studies work to answer who, what, and 

where questions by identifying relationships between variables – in this case the relationship 

between Black business owners, reasons for starting businesses, access to capital and the type of 

social capital or community resources used to start and grow the business. Therefore, Study I 

will utilize a quantitative approach, following the line of research set by Bento and Brown 

(2021), Liu (2012) and Fairlie and Fossen (2020). 

To answer these questions, a survey methodology was utilized. Surveys are commonly 

used to measure people's opinions, knowledge and response to a variety of topics. To correctly 

measure a survey, it is necessary to utilize statistics to analyze the responses. Therefore, the 

survey answers have to be coded into numerical values to perform the statistical analysis. The 

goal of the survey was to answer the following research questions: 

1. What are the reasons that Black people start businesses? 

2. How do Black business owners capitalize their businesses? 

3. Do Black business owners consistently seek or consistently have access to 

trusted business technical assistance?  
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4. How do Black business owner’s score on Bento and Brown’s racial capital 

theory scale? 

Surveys are a proven tool that does this because when designed, implemented and analyzed 

correctly, surveys provide researchers. Czaja & Blair (2005) have identified five steps necessary 

to administer a survey properly:  

1. Survey design and preliminary planning 

2. Pretesting 

3. Final survey design and planning,  

4. Data collection and data coding,  

5. Data-file construction, analysis and final report  

The target population for the survey was Black American business owners in the United States 

who are over the age of 18. The goal was to collect 100 – 300 surveys. The survey was 

disseminated using the internet utilizing convenience and snowball sampling methodologies.  

After receiving Temple University's Institutional Review Board (IRB) approval, we 

utilized the recruitment scripts and emails to contact potential survey participants. (Notice of IRB 

approval is located in Appendix B). We also used a combination of convenience and snowball 

sampling. Convenience sampling is based on availability, and snowball sampling is when one 

study leads to another (Myers, 2020). We successfully utilized existing social and professional 

networks to recruit participants to take the survey through social media (LinkedIn and Twitter) 

and targeted recruitment emails to Black American business owners and organizations that serve 

Black American businesses. The target organizations included: the American Enterprise 

Organization (AEO), The U.S. Black Chamber of Commerce, the NAACP and the National 

Urban League. The researcher successfully contacted the Montgomery County Maryland chapter 
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of the NAACP, and the survey was disseminated to their members. We did contact two other 

organizations, but they did not disseminate the survey. In addition, one organization did not 

respond to the targeted email. 

The final version of the survey consisted of 37 questions.  Initially, the survey was 

designed by combining existing questions from the U.S. Census Bureau's 2020 Annual Business 

Survey (ABS) and GfK's 2012 Outlook on Life survey that measured social and political 

attitudes. As long as the surveys are not copyrighted, this is an acceptable action because it tests 

the validity and reliability of previous researchers (Czaja & Blair, 2005). In addition to providing 

demographic information, each of the research questions will be addressed through questions 

that ask about company information, owner characteristics and business processes. Additionally, 

there is a question that measures systematic racism.  

For pre-testing, the survey was provided to ten people with roles related to the small business 

community as business owners, consultants and program managers. After receiving feedback on 

the survey, minor changes were made. The changes made to the existing survey questions were 

to narrow choices, provide clarity, and modify how races and ethnicities are described. These 

changes are designed to help with ease of understanding and shorten the amount of time needed 

to respond. We also changed the order of the questions based on the priority of the information 

we are interested in collecting in case respondents did not complete the entire survey. 

Additionally, after using Qualtrics software to design and disseminate the survey, additional 

changes were made based on the automated recommendations to improve the survey.  

 While this phase of the research utilized quantitative methodologies, the long-term goal 

of the research is to analyze the research questions using a mixed-methods approach to tell the 

entire story with data and narrative. Utilizing a mixed-method approach is becoming more 
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widespread among academic researchers because, "the rationale for mixing both kinds of data 

within one study is grounded in the fact that neither quantitative nor qualitative methods are 

sufficient, by themselves, to capture the trends and details of a situation" (Ivankova et al., 2006). 

Therefore, for the next phase of the dissertation, we will conduct qualitative research and utilize 

a similar outreach strategy that will allow previous survey participants to participate in the semi-

structured interviews for Study II. 

Conceptual Model and Hypothesis 

As noted above, systemic racism can be defined as "the socially organized set of 

practices, attitudes and ideas that deny African Americans and other people of color the 

privileges, dignity, opportunities, freedoms and rewards that this nation offers to white 

Americans (Feagin, Vera & Batur, 2001)." The role of systemic racism impacts education, 

housing, income, financial services and access to basic amenities – grocery stores, banks, 

pharmacies and restaurants. When applied to business ownership, the consequences of systemic 

racism can impact the assets available to start and grow the business, negative perceptions by 

potential customers, and access to social networks that can help with business advice and growth. 

Black Americans continue to pursue entrepreneurship in increasing numbers despite these 

challenges, although they still lag their white counterparts.  

Utilizing the responses from the survey will allow testing of the following hypotheses: 

H1: Black American business owners in Study I will vary in their perceptions of systemic 

racism. Black Americans are not a monolith and have varying experiences that shape 

their views of racism and how it has impacted them individually, as business owners and 

U.S. citizens.  
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H2:  A majority of Black American business owners in Study I will report that they 

started their business based on opportunity and not necessity.  

H3: A majority of Black American business owners in Study I will use professional 

experience or internet research for business technical assistance when starting their 

businesses. To get started, they will use their experience and the internet and research 

issues as they occur.  

H4: A majority of Black American business owners in Study I will use federal 

government or nonprofit resources for business technical assistance when maintaining 

their businesses. As Black American business owners are exposed to the small business 

community, they will learn about the resources available and utilize them to grow or 

maintain their existing business. 

H5: Black American Business owners in Study I will use personal checking or savings 

accounts and/or credit cards as capital resources to start their businesses. This prediction 

is based on the inequalities related to wealth and unequal access to capital markets and 

services.  

Methods 

Dependent Variables  

The five dependent variables are:  

1. Reasons for starting the business. The reasons are measured through the following ten 

statements using Likert scale: 

• Wanted to be my own boss flexible hours 
• Balance work and family 
• Opportunity for greater income 
• Best avenue for my ideas / goods / services 
• Unable to find employment 
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• Working for someone else didn’t appeal to me 
• Always wanted to start my own business 
• An entrepreneurial friend or family member was a role model 
• Wanted to carry on the family business 
• Wanted to help and/or become more involved in my community 

 
The Likert scale allowed the answers were: “Extremely Important” (5), “Very Important” (4), 

“Moderately Important” (3), “Slightly Important” (2) and “Not at all” (1). The scale for the 

reasons will range from 10 – 100.  

2. Systemic racism is measured following the exact methodology of Bento and Brown 

(2020) page 25 states: 

“Summation of six questions measured racial capital. The questions were designed to 

measure symbolic or modern prejudice among whites (Henry and Sears 2002; 

McConahay and Hough 1976; Sears and Henry 2003): (1) “Society has reached the point 

where Blacks and Whites have equal opportunities for achievement.” (2) “Over the past 

few years, Blacks have gotten less than they deserve.” (reverse coded) (3) “Irish, Italian, 

Jews, and many other minorities overcame prejudice and worked their way up. Blacks 

should do the same without any special favors.” (4) “It’s really a matter of some people 

not trying hard enough; if Blacks would only try harder they could be just as well off as 

Whites.” (5) “Generations of slavery and discrimination have created conditions that 

make it difficult for Blacks to work their way out of the lower class” (reverse coded) (6) 

“Discrimination against Blacks is no longer a problem in the U.S.” The response metric 

was: 1. “Agree strongly,” 2. “Agree somewhat,” 3. “Neither agree nor disagree,” 4. 

“Disagree somewhat,” and 5. “Disagree strongly”. We think blacks who reject symbolic 

or modern prejudice believe in the significance of systemic racism. Consequently, we 

assert they have high levels of racial capital. The summated scale ranged from 6 = low 
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belief in the significance of systemic racism to 30 = high belief in the significance of 

systemic racism.” 

3. Resources to start – there are choices for resources to start: 

• Personal Experience 

• Internet Research 

• Paid Business consultants 

• Non-Profit Organizations 

• Federal, state or government resources 

• Formal or informal board of advisors 

Based on the literature, the responses were segmented into categories, internal resources 

(professional experience and internet research), external resources (paid consultant and 

informal/formal board of directors) and community resources (non-profit organizations and 

federal, state or local resources). The range of values will be 1 – 3.  

4. Resources to maintain – the choices for resources to maintain are: 

• Professional Experience 

• Internet Research 

• Paid Business consultants 

• Non-Profit Organizations 

• Federal, state or government resources 

• Formal or informal board of advisors 

Based on the literature, the responses were segmented into categories, internal resources 

(professional experience and internet research), external resources (paid consultant and 
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informal/formal board of directors) and community resources (nonprofit organizations and 

federal, state or local resources). Therefore, the range of values will be 1 – 3.  

5. Capital resources – the choices for capital resources are: 

• Personal checking and/or savings accounts 

• Credit Cards 

• Home Equity 

• Retirement Accounts 

• Personal Loans from a financial institution 

• Business Loans from a financial institution 

• Loans from friends or family 

The respondents could choose up to seven responses. Each response was assigned a value of one. 

Therefore, the range was 1 - 7.  

Demographic Data – Independent Variables  
 

1. Age – measured in bands.  

• Under 18 

• 18 - 24 

• 25 - 34 

• 35 - 44 

• 45 - 54 

• 55 - 64 

• 65 - 74 

• 75 - 84 

• 85 or older 
 

2. Gender (man = 0, woman = 1) 

3. Veteran (no = 0, yes = 1) 
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4. Education 

• no high school (0),  

• high school (1) 

• some college (2) 

• Associate's Degree (3)  

• Bachelor’s Degree (4) 

• Master's Degree (5)  

• Doctorate Degree (6)  

• Professional Degree (7) 

5. Marital Status 

• Married (1) 

• Never married (0) 

• Divorced (0) 

• Separated (0) 

• Widow (0) 

6. Number of Adults in the household over 18 

7. Number of Children in the household under 18  

Analysis and Results 

The final version of the survey was 37-questions (see Appendix A), comprising five 

categories: research questions, business verification, business information and demographics.  

Participant recruitment began on Tuesday, March 30, 2021, and continued until July 10, 

2021, utilizing the recruitment strategy identified in the Methodology section. There were 81 

survey responses. It is important to note that the Qualtrics software converts responses in 
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progress to recorded responses after seven days, even if the participant has not completed the 

entire survey. Twenty surveys were incomplete, and that included nine with "no" as a response to 

the question do you currently have a business and did not provide a response to Q2 ("when did 

you open and close your last business?") Three unique responses came from the same I.P. 

address. One was invalidated because the survey was incomplete. The sample size for each 

question ranged between 57 - 59 respondents because each respondent did not answer every 

survey question. When utilizing a convenience sample methodology, it is not desirable to 

calculate a response rate because the methodology recognizes that the data collected is not 

intended to be a representation of the population. However, because we do not have an accurate 

count of how many people were invited to take the survey due to the convenience and snowball 

sampling method, we cannot provide a response rate.  

Business Ownership Verification 

The business verification questions on the survey were intended to determine if the 

business was registered with the federal and local government, the location of the business and a 

description of the location as urban, suburban or online/internet only. The intent was to ensure 

that the respondents were not 1099 contractors who may exclusively work for one large company 

or participate in the gig economy. There were 59 responses to the business verification questions. 

57 of the respondents were currently in business. One respondent was a franchise, and one 

respondent did not answer the question – is your business a franchise? 53 of the respondents 

were registered with the local and/or state government and 54 have been issued an EIN or federal 

tax I.D. The business location options were online/internet only, rural, suburban and urban. 15 

were online only, 1 rural, 12 identified as suburban and 31 identified as urban. 17 states and the 

District of Columbia were identified as the business location for 58 of the respondents. The 
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following states were included as locations: Arizona, Delaware, Florida, Georgia, Illinois, 

Indiana, Maryland, Michigan, Mississippi, New Jersey, New York, North Carolina, 

Pennsylvania, Tennessee, Texas, Virginia and Washington. The business verification questions 

did not undergo statistical analysis.  

Business Type Data 

The business information questions help determine the primary business activity, 

previous business ownership, the field of work/industry prior to owning the business, types of 

customers and types of workers. There are 57 - 59 responses, and some respondents did not 

provide answers. With the comparison of the primary business activity to the field of work (or 

industry) prior to owning the business, the variables were considered an exact match (true), 

partial match, not a match (false) or unsure. The prior business ownership options were: this is 

my first business, my other business is no longer in operation, my other business was purchased 

by another company or my other business is operating and I still own it. The customer types 

were: U.S. Federal Government, State and local government, including school districts, 

transportation authorities, etc., other businesses, including distributors of your product(s), Other 

organizations (foreign governments, nonprofits, etc.) and/or individuals. The type of worker's 

options were: full time, part time, day laborers, temporary staff, leased staff and contractors. 
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Table 6. Business Type Data Survey Responses 
 

Category N % 
Primary Activity vs. Prior field of work 57  
TRUE 13 26 
FALSE 36 52 
Partial 5 14 
Unsure 3 8 
Type of Customers 120 N/A 
US Federal Government 14  
State & local Government 20  
Other Businesses 26  
Other organizations 19  
Individuals 41  
Workers 59  
Yes 29  
No 30  
Types of workers 46 N/A 
Full time 16  
Part time 11  
Day Laborers 1  
Temporary Staff 3  
Leased Staff 1  
Contractors 21  
Prior Business Ownership 59 N/A 
This is my first business 32  
Other business not in operation 16  
other business purchased by an individual 1  
other business purchased by a company 5  
other business is still operating and I own it 5  

 
 

Discussion 

 
H1: Black American business owners will vary in their perceptions of systemic racism. Black 

Americans are not a monolith and have varying experiences that shape their views of racism and 

how it has impacted them individually, as business owners and U.S. citizens.  
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Table 7. Racial Capital Measures  

  
Mean  

Human capital N= 59 
Less than high school (0), High school (1), Some college 
(2), Associate's Degree (3), Bachelor’s Degree (4), 
Master's Degree (5), Doctorate Degree (6), Professional 
Degree (7) 5.6779661  
Financial capital N=56  
Assets (0 = no assets; 3 = living quarters owned, money 
invested in stock market, and income above sample 
median 2.41071429  
Systemic Racism N= 59  
Belief in systemic racism (6 = low; 30 = high) 27.37  

 
 

The result impacted the ability to perform more statistical analysis on the data set because 

the lack of variance caused Systemic Racism to become a constant or continuous variable. While 

the statistical analysis was not an option, this result will be researched more for Study II. Some 

of the areas to explore include how does systemic racism impact Black business owners as 

individuals and business owners. 

Additionally, while the sample is not representative, the data differ with Bento and 

Brown (2020) regarding the types of Black Americans who choose self-employment. This 

sample has higher levels of education, higher personal income and higher assets. These findings 

support the need for more research on the variance within the Black American entrepreneurship 

community.   

H2: A majority of Black American business owners will report that they started their 

business based on opportunity and not necessity. 

The mean for all reasons combined was inconclusive. After calculating the mean for each 

individual reason, "unable to find employment" had the lowest mean. "Unable to find 

employment" correlates with necessity entrepreneurship. Therefore, H2 is supported.  
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Table 8. Reasons for Starting the Business Descriptive Statistics 

Reasons Mean 
All Reasons 32.71 
Unable to find employment 1.47 
Family Business 1.49 
Role Model 2.58 
working for someone else didn't appeal 3.29 
Community 3.40 
Balance Work and Family 3.65 
Always wanted to start my own business 3.84 
Wanted to be my own boss/flexible hours 4.20 
Best avenue for my ideas/goods/services 4.27 
Opportunity for Greater Income 4.51 
  n= 55 

 
Although the hypothesis is supported, the question deserves additional research because 

Fairlie and Fossen (2020) discuss the lack of objectivity in the statement, "unable to find 

employment." Different questions that could have been asked include: 

1. Were you unemployed prior to starting your business? 

2. Did you start your business to leave a hostile or unproductive or workplace? 

3. Did you leave your previous position to avoid termination or an adverse employment 

action?  

H3: A majority of Black American business owners will use professional experience or internet 

research for business technical assistance when starting their businesses. 
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Table 9. Resources Utilized to Start the Business Survey Responses 
 

Resources Number 
  n = 60 

Internal Only 27 
External Only 0 
Community Only 0 
Combination of Internal and External 7 
Combination of Internal and 
Community  13 
Combination of External and 
Community  0 
Combination of All Resources 13 

 
While this was the predicted result, it is interesting that the majority of respondents are not going 

into the same business activity as their prior field of work.  

 

Table 10. Primary Business Activity vs. Prior Field of Work Survey Responses 
 

Category N % 
Primary Activity vs. Prior field of work 57  
TRUE 13 26 
FALSE 36 52 
partial 5 14 
unsure 3 8 

 
H4: The majority of Black American business owners will use federal government or non-profit 

resources for business technical assistance when maintaining their businesses.  

 

More research needs to occur to study the percentage of businesses that utilize business 

technical assistance resources versus those that do not. Business technical assistance is valuable 

and can help improve business outcomes, therefore more business owners need to be aware of 

the free or lost cost resources. 
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Table 11. Resources Utilized to Maintain or Grow Business Survey Responses 

Resources Number 
  n = 60 

Internal Only 19 
External Only 0 
Community Only 0 
Combination of Internal and External 7 
Combination of Internal and Community  16 
Combination of External and Community  0 
Combination of All Resources 18 

 

H5: Black American Business owners will use multiple sources of capital to start their 

businesses.  

More research is needed surrounding the impact of utilizing personal resources to start 

businesses to understand the long-term impact.  

To conduct a regression analysis, it is necessary to have variance. To have statistical 

significance there has to be a minimum of 10 responses per co-variant (Siegel, 2016). The only 

independent variable that had a minimum of 10 responses for each co-variate was gender and the 

number of adults in the household over the age of 18 (including the respondent). Women were 

overrepresented in the sample.  To attempt to increase the variance within the sample to have 

statistically significant results, Table 13 combined some of the bands within the independent 

variables. The independent variables that were combined are age, educational attainment and 

marital status. Liu (2012), discussed in the literature review, utilizes the same ranges for age 

(based on life stages) and educational attainment.     
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Table 12. Sources of Capital Survey Responses with Descriptive Statistics 

Sources of Capital     Count 

Personal checking and/or savings accounts       51 

Credit Cards       22 
Home Equity        6 

Retirement accounts       11 

Personal loans from a financial institution        6 

Business loans from a financial institution        4 

Loans from friends or family       14 
Total      114 

Mean   

    1.93 
Median        2 
Mode        1 
Range        4 
Minimum        1 
Maximum        5 
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Table 13. Dependent Variable Survey Responses  
 

Independent Variables 
Number of responses, n = 59 unless 

otherwise noted 
Gender   
Male 16 
Female  43 
Age   
under 18 0 
18 - 24 1 
25- 34 7 
35 - 44 29 
45 - 54 10 
55-64 9 
65-74 2 
75 -84 1 
85 and above  0 
Hispanic, Latino or Spanish 
Origin   
yes  2 
No 57 
Veteran Status   
Yes 9 
No  50 
Educational Attainment   
high school diploma or GED 1 
some college 3 
associates degree 1 
bachelor's degree 15 
master's degree 0 
professional degree 32 
doctorate degree 7 
Marital Status   
Married 30 
Widowed 0 
Divorced 6 
Separated 1 
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Table 13. (continued) 
 

Independent Variables Number of responses, n = 59 unless 
otherwise noted 

Never Married 22 
Number of adults in the 
household over 18 (including 
yourself) n=58 

1 12 
2 33 

3 or more 13 
Number of children in the 
household under 18.  

None 36 
1 9 
2 10 

3 or more 4 
 

Unfortunately, this methodology to increase statistical significance only impacted one 

additional independent variable – marital status.  This research did not provide a hypothesis or 

any literature about the impact of marital status on entrepreneurs. Therefore, no additional 

statistical analysis of the data was conducted.   
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Table 14. Independent Variable Survey Responses 
 

Independent Variables 
Number of responses, n = 59 

unless otherwise noted 
Gender   
Male =0 16 
Female =1  43 
Age   
< 34 8 
35 - 54 39 
> 55 12 
Hispanic, Latino or Spanish 
Origin   
Yes  2 
No  57 
Veteran Status   
Yes  9 
No  50 
Educational Attainment   
high school or GED 1 
post high school  19 
postgraduate 39 
Marital Status   
Currently or previously married 37 
Never Married 22 
Number of adults in the household 
over 18 (including yourself) n=58 

1 12 
2 33 

3 or more 13 
Number of children in the 
household under 18.   

None 36 
1 9 
2 10 

3 or more 4 
 



40 
 

Chapter Summary 

Study I utilized five research questions with hypotheses to gather data about Black 

American business owners through a 37-question survey to learn more about their experiences 

and views related to: racial capital, reasons for starting businesses, resources utilized to start the 

business, resources utilized to maintain or grow the business and capital resources used. Each 

research question corresponded to academic literature and theories and could have been studied 

independently. While there were not enough responses to conduct a robust quantitative analysis, 

the comprehensive survey's findings provided more information about Black American business 

owners.  A summary of the research questions, hypotheses, results and findings are shown in 

Table 15. 

 

Table 15. Study I’s Research Questions, Hypotheses, Results & Findings 

Research Question Hypotheses Results Findings 

Systemic Racism Variance Unsupported 

100% of 
respondents believed 
in systemic racism 

Opportunity vs. 
Necessity Opportunity Supported 

Wealth, Autonomy, 
Respect and 
Achievement 

Resources to Start Personal Resources Supported Personal Resources 

Resources to Grow Community Resources Supported 
Community 
Resources  

Capital Resources  Personal Assets  Supported 

Checking & Savings 
Accounts, Credit 
Cards  

 

 

Of the five hypotheses, only one was unsupported – that Black American business 

owners would vary in their experiences with systemic racism and every respondent would not 

acknowledge it. With scores higher than 16 on the scale of 6 – 30, all 59 respondents 
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acknowledged systemic racism.  Initially, this finding seemed significant among academic 

research. However, when compared to non-academic research, the survey responses are 

consistent with national surveys completed by the Pew Research Center (2019), the Kaiser 

Family Foundation (2015) and NPR (2021) where Black Americans acknowledge that they have 

been subject to racial discrimination.  

The non-academic surveys found: 

• 76% of 1,518 Blacks Americans surveyed in a nationally representative sample of 6,637 

respondents experienced discrimination or have been treated unfairly because of their 

race or ethnicity at least from time to time (Pew Research Center 2019) 

• 35% of 500 Black Americans surveyed in a probability-based random digit dial telephone 

sample of 1,951 respondents say they have been victims of racial discrimination at some 

point in their lives, denying them opportunities in housing or employment. (Kaiser 

Family Foundation, 2015)  

• 61% of 137 Black Americans surveyed in a poll of 1,249 U.S. adults responded with 

often or sometimes to the survey question, “Thinking about your own life, have you 

personally experienced discrimination or been treated unfairly because of your race 

or ethnicity?” (NPR, 2021) 

While systemic racism focuses on society, and racial discrimination focuses on the 

individual, the national survey results confirm Study I's responses for the acknowledgment of 

unfair treatment based solely on race among Black Americans. Furthermore, that finding bridged 

the gap between academics and practitioners. Additionally, it is important to note that the survey 

was administered after the murder of George Floyd by a police officer in May 2020.  Since that 

time, there has been a renewed interest on the impact of systemic racism on Black Americans 
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and that could be a factor for why the survey respondents had a higher mean than the 

respondents analyzed by Bento & Brown (2021) from the 2012 GfK Outlook on Life Survey.   

 
Table 16 shows that when comparing Study I's responses for racial capital to Bento & 

Brown (2020), there are significant differences in human (education) and financial capital.  

Bento & Brown found: 

With data from the 2012 Outlook on Life Surveys, we found human capital associates 
inversely with self-employment status among working blacks, adjusting for financial 
capital, racial capital, and control variables. Specifically, respondents who completed 
“Less than high school” were more likely to be self-employed than their college-educated 
peers. We speculate self-employment offers an alternative to low-status and low-wage 
paid employment typically available to those with low educational attainment (2020).  

Table 16. Comparison of Responses for Racial Capital  

Racial Capital Measures 

 
Miles 
(2021) 

Bento & Brown  
(2020) 

  
 n=63 (self-employed 

respondents) 
Human capital n = 58  
Less than high school (0 = no; 1 = yes) 0.0 0.15 
High school (0 = no; 1 = yes) 0.02 0.31 
Some college (0 = no; 1 = yes) 0.05 0.33 
Bachelor’s degree or higher (0 = no; 1 = 
yes)  

 
0.93 0.21 

Financial capital n=56  
Assets (0 = no assets; 3 = living 
quarters owned, money invested in 
stock market, and income above sample 
median 

 
 
 

2.41 1.21 
Racial capital n=59  
Belief in systemic racism (6 = low; 30 = 
high) 

 
27.37 22.32 

 

The sample size for Study I was not a nationally-representative sample. However, the 

findings provide data in an under-researched area for Black American business owners with 
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higher human and financial capital. This finding, coupled with the increase in Black American-

owned businesses (see Table 3 - Growth of Black American Owned Firms), present many 

potential questions. For Study II, the research will utilize semi-structured interviews and 

replicate Study I three of the four questions about the reasons and motivations for starting a 

business, the resources used and the perception of systemic racism at three distinct points – at the 

last employer, when starting the business and currently in the business.  While a formal research 

question about securing capital is not asked, it is expected to be addressed through the other 

interview questions.  Further researching these questions and determining if there is relationship 

between business starts and the perception of systemic racism could help add to the model for 

why Black Americans start businesses and potentially build on the existing theory about 

necessity versus opportunity entrepreneurship.   
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CHAPTER 4 
 

QUALITATIVE STUDY 

 
Background 

Diversity, equity, and inclusion (DEI) initiatives have existed in the American workforce 

for companies with more than 15 employees since the Civil Rights Act of 1964, making it illegal 

to discriminate based on race, color, religion, sex, and national origin. This law was important in 

the workforce because it provided protections for employees throughout the life cycle of working 

for someone else - hiring, firing and promotions. Despite being 13 percent of the U.S. 

population, only 8 percent of Black Americans are professionals in the U.S. workforce. As Black 

American professionals attempt to climb the corporate ladder, only 7.4 percent are managers, 3.3 

percent are executive or senior officials and managers (EEOC 2018), and only four (less than one 

percent) are CEOs of Fortune 500 companies. In addition to lack of representation in those labor 

categories, there are also disparities in pay for Black American employees. In the 2021 2nd 

quarter median usual weekly earnings report for full-time wage and salary workers, the U.S. 

Bureau of Labor Statistics found that when compared to 1 dollar that White men earn, Black 

women earn 0.67 cents and Black men earn 0.79 cents. (U.S. Bureau of Labor Statistics 2021)  

To address the lack of Black Americans in management, some companies have instituted 

policies or initiatives that foster mentoring, resource groups for networking, leadership training 

to advance and increase Black Americans (Dobbin, F. et al. 2007, Beckwith et al. 2016, Ramirez 

2000). Companies also offer anti-bias/anti-racism training for all employees to combat common 

stereotypes or misconceptions that Black Americans (and other minorities) encounter, whether 

conscious or unconscious (Sue 1991 & Zelevansky 2019). Unfortunately, these programs have 

not caused substantial increases in advancement for Black Americans in management (Dobbin, 
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F. et al. 2007, Noon 2018, Metinyurt, T. et al. 2021), and systemic racism continues to impact 

daily work activities. Anand and Winters (2008) conclude their research by stating:  

Although conclusive data on the effectiveness of modern-day diversity training is still 

lacking and very much needed, many major corporations believe that such training is an essential 

component to the success of their human resource strategies as well as to their overall business 

outcomes.  

Hom et al. (2008) conducted a statistical analysis to determine exit and quit rates based 

on data from 20 corporations for 475,458 professionals. The study found that women quit more 

than men and that minorities quit more than non-minorities. One theory is that quitting early in 

less than six years could be linked to the type of job and lack of education.  

As noted in chapter 1, the increase in Black American businesses has been captured 

through census data (see Table 3 – Growth of Black American Owned Firms). In addition, Table 

17 shows increased education levels based on data from the National Center for Education 

Statistics (NCES). There has been an increase in each degree category for Black Americans 

between the 2000-2001 and 2015-2016 academic years. 

Table 17. Increase in Black American Post-Secondary Degrees  

 
Type of Degree 

      2000 -2001 
Academic Year 

     2015 – 2016  
Academic Year 

 
Increase (percentage) 

Post-secondary 
Certificate 99,400 162,400 63,000 (63%) 
Associate degree 63,900 134,000 70,100 (110%) 
Bachelor’s Degree 111,300 194,500 83,200 (75%) 
Graduate Degree 38,900 88,800 49,900 (128%) 
Doctorate Degree 7,000 13,400 6,400 (91%) 

 
More businesses are being formed and higher education levels for Black Americans, but 

there is a lack of academic research dedicated exclusively to Black American business owners. 

Crump et al. (2009) conducted a comprehensive literature review on the top 26 journals for 
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entrepreneurship to identify how many research articles and presentations were focused 

exclusively on Black American entrepreneurship. After conducting a quantitative analysis of 

5,909 papers published between 1995 – 2006, only 13 focused on Black American entrepreneurs. 

The paper also provided examples of differences in results between Black American and non-

Black American business owners as reasons to increase the research solely focused on this 

group.  

Framing the Investigation 

Using the research framework research developed by Fairlie and Fossen (2020), 

motivations for starting a business are classified into two categories - necessity or opportunity. 

Research on necessity vs. opportunity stems from motivations or reasons for going into business. 

In the infancy of entrepreneurship as an academic discipline, researchers focused on determining 

successful entrepreneurs' characteristics or personality traits. When this research proved hard to 

capture because of the variance among successful entrepreneurs' characteristics and personality 

traits, the better question to research became what are the reasons and motivations for starting a 

business?   Motivations can be intrinsic, extrinsic or a combination of both. The intrinsic and 

extrinsic can be further categorized as push versus pull dynamics. Push (job dissatisfaction, the 

changing world of work, helped by the employer, children) vs. pull (independence, money, 

challenge/achievement, opportunity, lifestyle) leads to necessity (push) vs. opportunity (pull). 

Opportunity is when there is a business idea. Necessity is based on unemployment or 

underemployment. Studies show that necessity entrepreneurs do not have the same success as 

opportunity entrepreneurs (Hessels et al. 2008, van der Zwan et al., 2016).  The lack of exclusive 

research on Black entrepreneurs, the increase in education and businesses created and the 

inconclusive evidence on the impact of diversity, equity and inclusion initiatives leads the 
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researcher to qualitatively ask Study I questions for Study II – what are the reasons and 

motivations that you started your business? What resources did you use to start your business? 

What is your perception of systemic racism?  

A limitation of Fairlie and Fossen's (2020) research on necessity versus opportunity 

entrepreneurship is that the categories represent a binary option because the goal was to use 

existing survey questions to analyze the theory. Therefore, some of the work done previously 

(Kirkwood 2009) had an expanded definition of necessity to include job dissatisfaction, the 

changing world of work, helped by the employer and children were not included as options for 

survey responses. Additionally, Fairlie and Fossen (2020) wanted to use, "objective information 

and not open to interpretation by survey respondents" therefore, unemployment status was 

deemed most suitable for defining necessity entrepreneurs. For Study II, exploring the 

motivations and reasons that Black Americans start businesses can determine if the terms 

necessity and opportunity capture the experiences of Black American entrepreneurs. The 

responses could be helpful because they can be utilized to supplement business technical 

assistance resources and to determine the types of experiences encountered in the workplace 

prior to starting their businesses.  

Kirkwood's (2009) exploratory gender comparative qualitative study demonstrates rigor 

and serves as a model for this researcher's work for Black American business owners. Rather 

than just comparing differences between genders, this research aims to identify within-race 

variances between the participants. The only requirement for participation was that the 

interviewee self-identify as a Black American business owner. In addition, the interviewees were 

allowed to have other employment and be shareholders who partially owned business. 
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Methodology 

An emerging method within qualitative analysis is pattern matching. Pattern matching 

can be utilized as logic and a technique (Bouncken et al., 2021). Pattern matching intends to 

demonstrate more rigor and, when used as a technique, provide a more straightforward path of 

steps that researchers utilized throughout their studies (Sinkovics, 2018). As logic, pattern 

matching is designed for the researcher to describe and identify patterns accurately and to allow 

other researchers to follow and even replicate the research process. There are three categories of 

pattern matching – full, partial and flexible.  

Full pattern matching consists of four steps – developing theory, making a model, 

defining the pattern and matching it to expected patterns based on data (Sinkovics, 2018). It is 

more complex because it can utilize multiple theories and the researcher's data determines which 

theory is best. Partial pattern matching has two approaches – top-down or bottom-up (Bouncken 

et al., 2021). The top-down approach utilizes connections between existing literature to create 

research questions. The bottom-up approach is similar to grounded theory, "a qualitative research 

method that seeks to develop a theory that is grounded in data systematically gathered and 

analysed" (Myers, 2020). Flexible is a mix of partial and full because, "it allows the interaction 

of a deductive and inductive components, thus combining rigor with a high level of flexibility" 

(Bouncken et al., 2021, 1). For Study II, flexible pattern matching is ideal because this 

methodology allows for exploration and theory development (Bouncken et al., 2021), utilizing 

both inductive and deductive methods to potentially build theory by providing an explanation for 

reasons that Black Americans start businesses while attempting to confirm the constructs 

necessity versus opportunity entrepreneurship based on Fairlie and Fossen (2020).  
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Although flexible pattern matching is a relatively new methodology, the combination of 

rigor and elements of induction and deduction makes it ideal for exploring the research question 

further because it can potentially identify and fill gaps for Black American entrepreneurs. 

Inductive questions will lead to potential theory based explicitly on the interviewee's 

experiences. Therefore, the interview questions must be direct and designed to learn more about 

motivations and reasons for starting and perceptions of systemic racism. The deductive questions 

will confirm or deny the existing theories and provide additional data for future researchers to 

use.   

Data Analysis 

For the inductive elements of Study II that focus on if the binary choices necessity and 

opportunity apply to Black American entrepreneurs, we utilized the boilerplate developed by 

Pratt (2009) that identified the best practices for inductive, qualitative research. Those practices 

are about overall research design and contain elements that should be included to demonstrate 

rigor in the final research paper. The best practices are for researchers are explained in depth 

throughout the paper, and the titles of each section are: 

1. Discuss why the research is needed 

2. Explain if you are building new theory or elaborating existing theory 

3. Explain the context and unit of analysis 

4. Explain how data was gathered for findings 

5. Show data in a smart fashion 

6. Put data in the body and tables 

7. Think about organizing figures 

8. Think about telling a story 
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Following this boilerplate template will help provide readers with a well-written study that can 

be utilized as an outline to conduct further qualitative research based on the results, analysis and 

conclusion. 

For the deductive elements of Study II, Pearse (2019) has developed a framework that 

outlines seven steps that researchers can utilize for flexible pattern matching. The seven steps 

listed in the article on pages 145 - 152 are:  

1. Developing a conceptual framework (research question) 

2. Identifying the research propositions 

3. Developing the code book 

4. Question matrix  

5. Data collection 

6. Analysis 

7. Reporting 

The framework for applying those seven steps to Study II is explained below and includes the 

information shown in Tables 18 and 19. 

   The conceptual framework for the deductive research in Study II examined the research 

question, is there a relationship between perceptions of systemic racism and starting a business? 

The combination of inductive and deductive questions required the researchers to plan how to 

analyze the data.   

Table 18 shows the relationships between the type of primary question inductive 

(building theory to add an additional category based on systemic racism) or deductive 

(elaborating on existing theory to confirm necessity versus opportunity or elements of racial 

capital), and the way that the researcher analyzed the responses given during the interviews.  
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Table 18. Interview Question, Pattern-Matching Type & Method of Analysis 

Interview Question Inductive or Deductive How to Analyze 

1.     Can you tell me about the last job you 
held before starting your business? Inductive 

N/A - Collecting 
Characteristics of 
Interviewees 

2.     Did you experience any of the 
following examples of racial 
discrimination while at work? Inductive 

Yes or No + Look for 
patterns/themes 

3.     With the concerns you have identified, 
were there any internal resources available 
for you to address your concerns? Inductive Yes or No 
4.     What motivated you or what are the 
reasons you opened your business? 

Deductive (Fairlie & 
Fossen) Necessity or Opportunity 

5.  Do you think that your perception of 
systemic racism played any role in why 
you started your own business? Inductive  

Yes or No + Look for 
patterns/themes 

6.     Do you pay yourself? 
Inductive  

Yes or No + If yes, does it 
exceed and if not, what is 
the % of Previous Income 

7.     Have any programs or organizations 
designed to help minority owned 
businesses helped you to start, grow or 
maintain your business? Deductive (Liu) Yes or No 
8.     What does success look like for you as 
a small business owner? Inductive  Look for Themes/Patterns 
9.     Have you had any challenges or 
setbacks that you think weren’t related to 
your perception of racism, systemic or 
other?  

Inductive and Deductive 
(Bento & Brown) 

Inductive - Look for 
Themes/Patterns 
Deductive – yes or no 

10.     If you were offered a full-time 
position that met or exceeded your current 
salary, would you close your business to 
pursue the opportunity? And why or why 
not? 

Deductive (Bento & 
Brown) 

Yes or No and look for 
themes/patterns 

11. Do you think that your perception of 
systemic racism plays a role in your 
current small business? Inductive  

Yes or No and look for 
themes/patterns 
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The codebook for the Q4, "What motivated you or what are the reasons you opened your 

business?" is presented in Table 18. Q4 is based on theories for opportunity versus necessity 

entrepreneurship (Fairlie & Fossen, 2020). Fairlie and Fossen define necessity entrepreneurship 

as being unemployed or underemployed. Opportunity is defined as starting a business to serve a 

niche or underserved market with a business idea that is a solution to a problem. The majority of 

academic research on entrepreneurship and small business ownership has been generalized for all 

people regardless of race or ethnicity and research specifically for Black American business 

owners may lead to different conclusions.  

 

Table 19. Coding Memorandum for Deductive Questions 

Code N O TBD 
Label Necessity Opportunity  

Definition underemployment or 
unemployment  

 
business idea 

 

Description of Occurrence 
when you are 
unemployed or 
underemployed  when you start a business 

 

Qualifiers and exclusions 

provide income to meet 
basic needs and/or 
necessities that include: 
rent/mortgage, food, 
utilities, transportation, 
etc. 

provide a service or sell a 
product with a niche or 
underserved market 

 

Data examples to verify the code 

 job dissatisfaction, 
changing world of 
work, helped by 
employer, children 

 
 
independence, money, 
challenge/achievement, 
opportunity, lifestyle 

 

 

The column labeled TBD in Table 19 is for the code that will hopefully emerge during 

the interview process. Developing the definition, description of occurrence, qualifiers and 

exclusions and data examples to verify the code is based on the interviewee's answers to the 
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inductive questions. To properly utilize the flexible pattern matching technique, it is important to 

be open-minded and let the codes emerge from the data. Additionally, the interviews, coding and 

analysis must occur in an iterative fashion where we did not wait until all interviews were 

complete to analyze the data. By analyzing the data and the literature, we had the opportunity to 

build theory. We knew when we reached saturation, and additional data collection did not result 

in new insights or themes.  

After transcribing the interviews and editing for clarity, the first analysis was first cycle 

coding. There are numerous approaches for first cycle coding, and the approach that best fits is 

In Vivo coding. In Vivo coding, "uses words or short phrases from the participant's own 

language in the data record as codes" (Huberman et al., 2020, 65) and is appropriate "for 

beginning qualitative researchers learning how to code data, and studies that prioritize and honor 

the participants' voice." (Huberman et al., 2020). The next analysis is pattern codes or second 

cycle coding, "a way of grouping those summaries into a smaller number of categories, themes, 

or concepts." (Huberman et al., 2020). To assist with coding the data into categories, themes and 

concepts, the 11 interview questions were divided into three categories: previous employer (Q1 

and Q3), perceptions of systemic racism (Q2, Q5 and Q11) and current small business (Q4, Q6, 

Q7, Q8, Q9, Q10).  

To analyze the pattern matching logic for the deductive interview questions, it was 

necessary to review the succinct summaries to determine if the data confirms or denies the 

theories. Bouncken et al. explain that "the analysis process in flexible pattern matching is 

iterative and involves back and forth between theoretical patterns and the empirical data to 

discern the observed patterns. (Bouncken et al., 2021, 264) Therefore, it was necessary to 

complete the analysis soon after each interview. If there are significant differences between 
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theory and empirical data, it was necessary to go back to the literature to gain better insights into 

the data. The significant differences can also be utilized for theory development. 

Data Collection 

Due to COVID19, the interviews were conducted virtually via Zoom. The recording and 

transcription features were utilized. An added benefit to utilizing Zoom is that there were no 

geographical boundaries. While the initial goal was to conduct 30 interviews, the iterative 

process of conducting and analyzing the interviews can be determined if the saturation point – 

where no additional insightful information is being collected—has been met. As the researcher 

and interviewer, we must understand and follow the best practices for conducting interviews. In 

addition to developing the interview questions, we also utilized resources to practice and 

improve interviewing techniques to meet the standards for academic research. Similar to Study I, 

the interview questions were pre-tested by a small group of trusted advisors to receive feedback. 

To increase the reliability and validity of the interview data, we used an interview 

protocol that consisted of asking the same questions in the same order with each interviewee. We 

conducted 25-, 60-,  90-minute, semi-structured interviews that were a combination of open-

ended, pre-formulated questions that allowed more information to flow freely, allowing 

additional questions and more feedback from the interviewee. The complete interview protocol, 

provided in Appendix D, included the questions in Table 18 and additional prompts that were 

designed to be thought provoking and had the interviewee discuss their last job in corporate 

America, the reasons or motivations for starting their businesses and their definitions of success 

while reflecting on how their perception of systemic racism may have impacted their decision 

making throughout the different phases. At the end of each interview, a summary sheet was used 
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to provide additional details to identify any challenges or concerns. We also used a weekly data 

log to stay organized.  

It was necessary to re-engage with Temple University's IRB and amend the previous 

protocol to conduct the interviews. One important area to note is that the interviews were 

confidential, and the participants had to sign a consent form (see APPENDIX C). After receiving 

Temple University's Institutional Review Board (IRB) approval, we utilized recruitment scripts 

and emails to contact potential interview participants. We re-engaged with existing professional 

and social networks to recruit participants to participate in the interviews utilizing LinkedIn and 

Twitter platforms and sending targeted recruitment emails to Black business owners.   

During the interview period, it was essential to safeguard the data through password-

protected files and work to de-link identifying information about the interviewees. In the study 

analysis, discussion and final reports, pseudonyms were used to disguise identifying information 

for the interviewees.  

The interviews started shortly after the modified IRB documents were approved (See 

Appendix D) on January 21, 2022. With a significantly shorter interview period, the goal of 

conducting 30 interviews remained the same. The interview period was from January 23 – March 

12, 2022. The participants were identified using a combination of convenience and snowball 

sampling. Convenience sampling is based on availability, and snowball sampling is when one 

study leads to another (Myers 2020). We successfully utilized existing social and professional 

networks to recruit participants in interviews through social media (LinkedIn) and targeted 

recruitment emails to Black American business owners. The only requirement for participation 

was that the interviewee self-identify as a Black American business owner. In addition, the 
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interviewees were allowed to have other employment and be shareholders who partially owned 

businesses, including these parameters allowed for a diverse group of interviewees.  

Each interview was conducted on the Zoom © platform using the above protocol. In 

addition to providing videoconference capabilities, the platform also offers a transcription 

service. Each interview was recorded for video and audio and then transcribed. The transcripts 

were saved as vtt files, and it was necessary to download and clean the transcripts. The 

transcripts were cleaned using Microsoft Word ©. There are three options for transcriptions are 

verbatim, edited and intelligent. The transcripts were edited for clarity, all identifying 

information for the participants was removed, and pseudonyms were used to protect the 

participant's privacy. Then the text was converted into tables and entered into Microsoft Excel © 

for analysis. It is important to note that the computer utilized for analysis automatically encrypts 

downloaded files for security. Any interview files shared with the committee were password 

protected and sent utilizing best practices for safeguarding information. The final interview 

questions can be found in Appendix F.  

Data Sources 

 The total number of participants for Study II was 25. The answers to question one 

allowed the researcher to learn more about the participants' demographics. All of the participants 

(n = 25) identified as Black Americans. Twenty-three identified as the sole owner of the 

company. Two identified as shareholders and were considered owners for this research. There 

were seven men (28 percent) and 18 women (72 percent). Using the EEOC definitions to classify 

their previous roles: 11 (44 percent) were executives, five (20 percent) were managers, eight (32 

percent) were professionals and one (4 percent) was a sales worker (EEOC 2018).   Their time in 

business ranged from less than one year through 35 years. 23 (92 percent) of the participants 
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operate their businesses full time. Two participants (8 percent) have full-time employment and 

operate their businesses on a part-time schedule. 12 (48 percent) of the participants have full-

time employees. The number of employees varies significantly from three to over 200.  13 

participants (52 percent) operate as solo entrepreneurs. The participants worked in various 

industries, and their businesses were primarily located in urban cities or areas in Maryland, 

Michigan, New Jersey, Pennsylvania, Virginia and Washington, D.C.  

Analysis and Results 

The interviews with the respondents were thoughtful, diverse and insightful about their 

experiences at their last employer and as business owners. The questions were analyzed in three 

areas: previous employer (Q1 and Q3), perceptions of systemic racism (Q2, Q5 and Q11) and 

current small business (Q4, Q6 – Q10). The inductive and deductive analysis of each category 

will help to build theory and confirm if existing theories from Fairlie and Fossen (2020), Liu 

(2012) and Bento and Brown (2021) are supported or unsupported. 

Previous Employer (Q1 and Q3)  

The previous employer questions provided demographic and background data about the 

respondents. Using the job categories as defined by the EEOC (EEOC 2018) demonstrated that 

none of the respondents were entry level workers who chose self-employment as an alternative to 

"low-status and low-wage paid employment typically available to those with low education 

attainment" as discussed in Bento and Brown (2021). The respondents' previous roles were 

defined as: professionals, managers, executives and a sales worker.  

Q3 was asked to determine if the participants had access to internal resources at their last 

employers to address any of the issues shared during the interviews. 13 respondents (52 percent) 

said yes, two (8 percent) said sometimes and 10 respondents (40 percent) said no.  
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Some of the respondents who stated yes shared: 
 

 (With) employees there's almost a culture like you never take off, you NEVER take off 
because when you take off, you're taking a day off from these children who need someone 
showing up for them. (P11, Barbara, female executive, education) 
 
The company, I really admire this about it as a small business. The company had all of 
the appropriate protocols, handbooks and policies. Despite having that level of 
performance review, every employee had to sign that they get read the handbook, I mean 
it all of those things were in place, but what was not in place was an adherence to those 
best practices. The practices in place were what you would see at a much larger firm that 
had over 2500 or maybe even 10,000 employees. (P12, Janice, female professional, 
consumer healthcare) 
 
I decided to do my hair in braids, and I remember a manager something about my hair. I 
knew it wasn't appropriate. I spoke to my manager and I spoke to someone in HR and 
they basically downplayed the issue. (P9, Farrah, female executive, banking) 

 
Some of the respondents who said no stated: 

I come from an era where you have to fill you have to fill yourself, you have to fill your 
own cup. People aren't sitting around going well, what can we do to fill Katie’s cup 
today. (P21, Katie, female executive, media company) 
 
Other peers, but there was only interestingly, as I mentioned there's only three or four the 
one time, free to the advocate for African American executives - two of us in the 
SPECIFIC DEPARTMENT which made us unique. (P18, Jeffrey, male executive, 
telecommunications) 
 

The respondents who shared sometimes stated: 

On occasion, he would bring in some expert to talk about diversity. (P15, Laura, 
professional education) 
 
And when I talked to her about it (specific work incident), she said, “oh no this company 
doesn’t condone this.” And I said, they might not condone it but it’s happening. (P8, 
Virginia, female professional, Information Technology) 
  

The responses to Q3 regarding internal resources potentially demonstrate that companies 

have implemented procedures to encourage diversity and discourage racism. However, the 

existence of the policies and procedures does not ensure compliance by all company employees. 

Therefore, policies and undesirable behaviors and actions towards Black American employees do 
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co-exist in many employment places. The response from P8, Virginia, captured this eloquently in 

her response to a human resources employee whom she recalled saying, "Oh no, this company 

doesn't condone this" in response to the unequal treatment she received as a co-op employee, and 

she said, "They (company) might not condone it, but it's happening." Additionally, having access 

to internal resources did not equate to finding resolutions to issues. In some cases, the 

respondents' concerns were dismissed, and the culture of the workplace discouraged the 

respondents from utilizing policies designed to provide relief.  

Perceptions of Systemic Racism (Q2, Q5 and Q11)  

The perception of systemic racism questions (Q2, Q5 and Q11), were designed to 

qualitatively examine the racial capital component of Bento and Brown's (2021) racial capital 

theory that quantitatively measures human, financial and racial capital. The analysis for each 

question was inductive, and it was necessary to develop themes based on the In vivo coding of 

the responses. The researcher identified 34 subthemes. The subthemes were grouped based on 

similarities together categorized to build a theory that answers the research question, is there a 

relationship between the perception of systemic racism and the opening of businesses owned by 

Black Americans? 

 When comparing the yes or no responses about the perception of systemic racism during 

the three periods, 13 participants (54 percent) perceived systemic racism during each period. One 

(4 percent) did not perceive systemic racism during any of the three periods. The other 11 

participants had varying perceptions of systemic racism during the three periods that consisted of 

three (12 percent) who perceived it at their last employer, one (4 percent) who was unsure of 

their perception at their last employer, one participant (4 percent) who perceived it indirectly and 

six (24 percent) who did not perceive systemic racism at their last employer. This is important 
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because it demonstrates variance among how Black Americans perceive systemic racism during 

the three distinct periods. 

In their own words, the experiences of the participants who perceived systemic racism at 

their last job as an employee (Q2) included inappropriate jokes, colleagues unwilling to 

collaborate and lack of sincerity in serving urban populations and they stated: 

“Being at a conference for COMPANY and it's a cocktail reception at a museum and he 
makes a joke with another guy about my resemblance of Cedric the Entertainer.  Many 
people wouldn't be offended by that. I'm a person that my pride, if I have any, it is about 
my competence and being (perceived) as a jokester (or) a buffoon to get along in 
corporate America is something that I’ve always hated.” (P14, Martin, male, executive at 
a large finance company)  

“We had to deal with account managers who dealt with bigger accounts, like a 
CONVENIENCE STORE CHAIN in this area, or a PHARMACY CHAIN you know it 
seemed that, of course, a lot of those, if not all of those account managers were not us.” 
(P4, Bobby, male sales manager) 

“You have staff who don't want to work for you, because they don't feel like you should be 
able to tell them what to do, you have attorneys who don't want to work for you, if you 
have clients, you feel like they don’t want to work with you. (They say) who is the little 
brown girl telling me what to do? But at the end of day, I will have the last say because 
it's my clients.” (P24, Jackie, female shareholder at a Global Law Firm) 

I thought, more than a few of them were there just to say that they had worked in an 
urban community, so they can apply for law school, grad school or something. There was 
some issue with their sincerity about being in that community and, on occasion, if a 
student came to me and said, whatever they said, that made me go talk to the teacher. 
Because it was an open community, they would go cry to the executive director (and the) 
executive director would come talk to me about my tone. (P15, Laura, female professional 
in education) 

 
The experiences of the seven participants who did not perceive systemic racism included 

responses about the differences between internal and external interactions, being referred for the 

position and experiences working for minority owned businesses: 

In the company itself no, I did not. From outside sources definitely but, not within the 
company.  Actually, they were very welcoming and a lot of the guys in the field kind of 
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took me under their wing and really showed me how projects ran – so, that's where I 
learned. (P10, LeAnne, female, executive, construction industry) 

Not at all. As a matter of fact, I was referred to him, the executive Vice President, by a 
religious group.  He accepted me and treated me very, very nicely.  He even attempted to 
help my wife get a job. (P17, Alan, male executive, trade association) 

When you work for a Black woman owned company and you're a Black woman, the 
inferential biases don't tend to be as big of an issue day to day. (P21, Katie, female 
executive, media corporation) 

 

One participant who was unsure about her perception of systemic racism at her last employer 

stated:  

I would say I don't know if it was race related or you know just people hating in general, 
but I did go through a lot… When I do get the title, or whatever you want to call it, being 
the team lead, that's when everybody in the office, including the men, started a rumor... 
(P7, Alice, female sales worker at a small business) 
 

One respondent who perceived systemic racism indirectly by observing how other colleagues 

were treated stated: 

I really didn't have any problems… in most cases, I think in most cases it was pretty fair 
and policies and procedures and things. But all in all, there were some instances where 
some African American individuals did receive treatment that was say not fair. (P5, 
William male manager at a non-profit organization) 

 

The respondents were subjected to behaviors by subordinates, peers and managers that 

included: inappropriate jokes, being overworked, work conflicts, being stereotyped and toxic 

work environments. The lack of Black American professionals, managers and executives in the 

workplace demonstrates that non-Black employers and employees can be ignorant and unaware 

of cultural competency to interact and respect Black American peers in regular, day-to-day 

interactions. The exposure to this type of behavior did impact the mental and physical health of 

the respondents. Ultimately, specific workplace incidents, which included the behaviors noted 

above at the current or previous employer, did lead to the resignation or dismissal. Those events 
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caused nine respondents to start their own businesses. These subthemes can be categorized as the 

theme, lack of cultural fit. 

 When asked, do you think that your perception of systemic racism played any role in why 

you opened your business (Q5), 17 respondents (68 percent) said yes, 6 respondents (24 percent) 

said no and two (8 percent) were unsure or stated somewhat.  Some of the respondents who 

responded yes recalled their previous work experiences and the overall lack of diversity and 

stated:  

Systemically I felt the pinch, the squeeze for 10 and a half years that I worked in the 
agency setting that was predominantly white, had no Black leadership. They were there, 
the type of organization unfortunately they do a lot of good in the community, but they're 
always losing Black leadership. (P1, Mary, female professional healthcare provider) 

  
As I matured, I realized that I was just a number when I was hired. I was brought in as a 
diversifying factor in the department and what led me to that was as the organization, as 
our section begin to grow and there became the organizational changes. The new 
positions and the new people were all senior level.  And they were coming in at higher 
GS levels and I got put into a box to where I had hit the top, I had hit as far as I could go 
without a degree. (P2, Erica, female, professional federal government)  

 
Yes, with photography there's systemic racism in every visual like arena that you can 
think of. So, I never wanted to expand my portfolio, I never wanted to you know be a 
broad photographer for everyone, no I photograph Black women. (P6, Ruth, female 
professional human resources) 

 
The one respondent who said somewhat stated: 
 

I think it is somewhat, because I wanted to see more of my people involved in the 
company.  My long-term goal is to get more youth involved in construction. It is a dying 
industry you know when it comes to trade skills, you know people. You know, for years, it 
was everybody goes to college, you know well, not everybody needs to go to college, not 
everybody wants to go to college, and this is a great industry for young people to learn a 
skill that pays extremely well and especially in our area, you know the cost of living is so 
high in this area.  And it's a great way to give them an opportunity to stay in their 
hometown learn a skill and do well.  (P10, LeAnne, female executive, construction 
industry)  
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Some of the statements given by the respondents who said no were based on family needs and a 

specific work incident:  

I think it was more concerned with how to create some type of balance. I knew I wanted 
to continue to work. But now the responsibilities for my children - I needed to be home. I 
can't be away. (P16, Sarah female executive, nonprofit sector) 
 
No, I don't think so, I think I started my own business, and all of this ugliness (specific 
work incident with direct manager) that was going on. I never had any issues. I actually 
had a really good relationship with the CEO with the Vice President. (P13, Leslie, female 
manager, federal government sector) 
 

Some of the respondents' answers were coded into the subthemes previous work 

experiences, raising children, didn't like the direction of the company and the desire to serve the 

community. Those subthemes are constructs for Fairlie and Fossen's (2020) theory on necessity 

and opportunity entrepreneurship (discussed in more detail in the literature review and below for 

Q4) and in the push and pull theory of entrepreneurship (Kirkwood 2009). The previous work 

experiences are detailed and classified as a theme in Q2. The remaining subthemes for the 

perception of starting a business are lack of support, lack of advancement opportunities and lack 

of diversity. Together these subthemes can be classified as the theme lack of workplace 

resources.    

When asked about perceiving systemic racism in their current business (Q11), 21 

respondents (84 percent) said yes, one (4 percent) said perhaps and three (12 percent) said no.  

Some of the responses for yes included: 
  

It’s really around the barriers to entry getting (access to people at federal agencies). (P2, 
Erica, female professional, federal government sector) 
 
Absolutely, to the point where I know that we (Black Americans) are on purpose not 
getting all the information about what we talk about to people (financial literacy). (P4, 
male Bobby, sales manager)  
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I refuse to ask for that award.  Because of all is going to do is put a target on my back - 
that's my racism influence. (P14, male Martin, finance industry)  

Yes, I do.  We (participant and a friend) talked about people trying to negotiate with us, 
you know, like no. Look at my website, this is the cost and this is what I would like you to 
pay. People try to negotiate. I don't think that people value my service. (P15, Laura, 
female professional in education) 

 
The respondents who said no stated: 
 

I'm trying not to let it. You know I hope it doesn't. (P7, Alice, female sales worker at a 
small business)  
 
No, but that might be, because the majority of our clients are minority owned businesses. 
Even those companies that are not minority owned businesses, they still have a lot of 
respect for me because of what we've done for them. (P13, Leslie, female manager, 
federal government sector) 
 
You know I am of the mindset you go create the opportunity for yourself. it's up to you to 
go make talk to those individuals that you think you can do business with. (P17, Alan, 
male executive, trade association) 

 
The respondent who said maybe stated: 
 

Instead of focusing on the person's ethnicity, you should focus on the product and some of 
us do, and some of us don't.  If you have a good product and you're respectable and I like 
it, I'm buying it. But if you're disrespectful, I don't care if you're black, white or whatever 
I'm not patronizing your business. (P22, Kayleigh, female professional, adult education) 

 
The respondents' answers were coded into the subthemes barriers to industry, ignored by 

peers, perception of perfection, and lack of value. These subthemes can be classified as the 

theme invisibility. Some of the other subthemes coded from the respondents' answers reflect the 

disparities between Black and non-Black businesses captured by Fairlie and Robb (2007) and 

discussed in Study I.   

With responses that ranged from perceiving systemic racism at all points to not 

perceiving racism at all, it is evident that how you experience systemic racism can potentially 

impact your day-to-day experiences. Only one respondent (4 percent) answered no to all 

systemic racism questions. Alan (P17) is a male, executive in the federal government sector who 
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was referred to his last position by clergy, started his business to spend more time with his 

children (necessity) and believes that, "I am of the mindset you go create the opportunity for 

yourself. it's up to you to go make talk to those individuals that you think you can do business 

with."  

Alice (P7), is a female who was a sales worker in her last role, was unsure about systemic 

racism while employed. She stated: 

“I don’t know if it was race related or you know just people hating in general. But I did 
go through a lot that kind of pushed me to really start thinking about starting my own 
business.” 
 

She followed up by saying:  
 

“Before that I actually was working in what I felt was a racially charged environment, 
where I had to deal with like jokes and things like that at all times so that come into work 
at this job and you know my first day, I'm being shown this you know anti-racism, 
discrimination, video you know it's kind of like a breath of fresh air.” 

 
When Alice started her business, she mentioned her last job and stated: 
 

“I don't like always being in a box and monotony, so I would be you know when it was 
time for a team meeting, I’m coming in with all these ideas and they're looking at me like 
why?” 

 
As she reflected on her perception of systemic racism in her current business where she 

supports business executives, she recalled the outcome of helping a non-black woman start a 

business in the same industry with similar offerings and price structures:  

 
And you know I trained her better than I trained anybody, gave her documents, 
everything that I had because she kept asking.  Some people asked one or two questions 
and I'll give them, but she wanted play by play, so I gave her play by play… You know 
she's been running her business for a little bit of time and she's almost at the same level 
of success and I am after me being in business and seven years and so it's hard for me to 
look at that and not think that there is a difference there, that is disheartening to me.  

 
Her perception is that this is a challenge or a setback that is not related to racism.  



66 
 

Ruth (P6) is a female who was a professional in human resources at her last employer. 

She is one of 13 respondents perceived systemic racism at all three points and she owns two 

businesses. In response to Q2 she stated, “absolutely there were biases and I don't know that they 

were always in you know intentional or known.” Her response to Q5 was that she wanted to, “be 

able to provide a livable wage you know and not be one of those INDUSTRY, that is just in it for 

the money, but in it to care for (employees). For Q11, she stated: 

“I don't know, it's just hard. Certain people just have this mindset or whatever and feel 
like they can talk to anybody just any old kind of way. I’ve dealt with that, but I’ve 
handled it and those people are no longer near BUSINESS 2, so I also will fight the good 
fight in person.” 
 

While acknowledging systemic racism she actively works to change perceptions in both of her 

businesses. 

Current Small Business Q4, Q6 – Q10 

The final focus of the study was to understand more about the participants current 

business – why did they start (Q4), do they pay themselves (Q6), have they utilized any 

resources for technical assistance (Q7), how they define success (Q8), challenges or setback not 

related to systemic racism (Q9) and would the close their business for a self-defined perfect 

opportunity (Q10).   

Some of the responses for motivations or reasons for starting (Q4) included: 
 

For the longest time that I did not want to be working for anyone, and it may have been 
because I saw my mom retire at 40. Maybe it has something to do with my dad owning 
property or my grandfather having multiple businesses, so I get it honest, it's in my blood.  
I knew I wanted to do INDUSTRY because it just really makes me happy, you know.  I 
like seeing how it makes people feel, that it feeds me. (P6, Ruth, female professional, 
human resources) 
 
The continuous change in leadership was one of those driving factors for me. The 
inconsistency and seeing how the people that came in and out of the federal agencies and 
would want to kind of shake things up and change things was one of those major driving 
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factors of why I felt like I wanted to work with the government on my own terms. (P2, 
Erica, female professional, federal government) 
 
I just needed to make daycare because my children were in daycare and daycare was 
almost $1,000 a week. I rewrote my resume so many times I lost my childcare subsidy. 
My salary increased quickly and I lost government assistance - food stamps, Medicaid 
and childcare assistance. I just got this huge jump but now I gotta pay daycare. All of this 
money but I just needed to make daycare. (P11, Barbara, female executive, education) 
 
I’ve always wanted like before I even went to graduate school for DISCIPLINE, I’ve 
always wanted to start my own business, I always saw myself starting my own private 
practice merging MULTIPLE DISCIPLINES.  You know, and I like to do a variety of 
things, so it included teaching it included. (P1, Mary, female professional, healthcare) 
 
The motivation was me wanting to get away from the grind of meetings traveling being 
away from my family. (P4, Bobby, male sales manager)  
 
I'd always done side work, and so my husband and my family said you could actually 
start your own business.  You're making all this money for everybody. (P13, Leslie, 
female manager, federal government sector) 
 
I was just working down the list of tasks that we agreed I would do, but I was very 
flexible in the process of getting my business going.  I always had a mindset to do that. 
(P14, Martin, male executive, financial institution) 
 
Okay well, I just believe I’m a better business owner. I'm not a good employee, not that I 
don't do my job. (P15, Laura, female professional, education) 

 
Additionally, nine participants cited specific work incidents that led to their resignation or 

dismissal.  

(In response to a toxic work environment) I was like okay, let me start with HR, let me 
talk to them, let me file my FMLA, just in case these folks start asking me questions about 
the medical stuff because that was a problem.  I needed accommodations because of 
COVID and the surgeries and my health was getting worse, I'm also a diabetic.  I went to 
my doctor I got all the paperwork…. The way they ended it I submitted my letter of 
resignation to them. (P1, Mary, female professional, healthcare provider) 
 
COMPANY was beginning to change their mission and begin to change their focus and 
other kinds of things like that. So, I thought it would be a time for me to kind of retire and 
explore other opportunities. (P5, William, male manager, nonprofit organization) 
I never forgot what happened. what it taught me was not to work for other people… never 
even thought about things I could do, but not so much start a business. You know, in my 
mind, I was supposed to go to college and get a job, even though I didn't enjoy working. 
(P8, Virginia, female professional, Information Technology) 
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I found out that my supervisor was intimidated (white male). Planting seeds of doubt in 
the organization about me. that's when I put in my resignation. (P13, Leslie, female 
manager, federal government sector) 
 
When I put my resignation, and I know it was because I was angry, it was because they 
had done something and I was like I’ve had enough.  I was staying for the kids (charter 
school students) not from me, I left for me. (P15, Laura, female professional, education) 
 
You now have three letters of resignation from me (due to workplace incidents) I’ve left 
my job, at this point. (P19, Samantha, female manager, real estate developer) 
 
That experience with that last supervisor I just felt it was a premonition, so to speak, or 
the universe was talking to me and because I feel when the universe talks to you, it 
speaks. (P22, Kayleigh, female professional, adult education) 
 
My executive director came in one day and told me I was fired. She fired my whole staff. 
…. I said well, obviously, I’m not going to go back to work with somebody (because) I 
can't go through this again. You know I'm just going(to start) over (with) my own 
company, so they all (staff) came with me. (P23, Oprah, female executive, healthcare) 
 
OK, so the reason why I was in my business was due to the job before the one we just 
talked about where I was program manager for a major corporation. I was responsible 
for leading projects. I learned what the salaries were among the people doing the work 
and that motivated me to begin looking at going into business for myself… my salary was 
not right and again, I was the only African American supporting that program. (P25, 
Quincy, male executive, federal government sector) 

 
As discussed in Study I, Fairlie and Fossen (2020) theorize that all businesses start as a 

necessity or opportunity. Fairlie and Fossen quantitatively analyzed survey answers and only 

included unemployment as the construct for unemployment to test the theory. The push and pull 

theory of entrepreneurship (Kirkwood, 2009) expands the definition of necessity to include: job 

dissatisfaction, the changing world of work, helped by the employer and children. By expanding 

the constructs for necessity, the respondents' answers deductively support the Fairlie and 

Fossen's (2020) theory that reasons or motivations can be classified as necessary or opportunity. 

However, when analyzing the responses inductively, nine respondents' responses that could be 

classified as job dissatisfaction are due to specific work experiences at a previous employer. 
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Those experiences relate to the perception of systemic racism. It can be inferred that the 

perception of systemic racism could be a reason that Black Americans start businesses.  

 Q6 asked the participants if they paid themselves. Twenty-four of the respondents (96 

percent) pay themselves. The one participant (4 percent) who does not pay himself is semi-

retired, and the lack of business income does not impact his personal finances. Of the 22 

respondents who pay themselves and work in their businesses full time, 20 of their salaries meet 

or exceed their salary at their last employer. The two who do not work in their businesses full 

time have achieved salaries that exceeded their salaries at the last employer. At this time, one 

works full time to support a program that helps her positively impact businesses in her 

geographical area and works in her business less than 10 hours per week. The other has 

experienced cyberbullying in her online business and purposefully reduced the number of clients 

served, and set boundaries to balance her full-time employment and business. The three 

remaining participants who do not have salaries that exceed their previous salaries, two 

participants receive financial assistance from their spouses, family, and friends. One participant 

has significantly reduced their expenses and is content due to the mental health benefits and 

peace of mind that the business provides.  While the sample is not representative, this result 

supports the closer examination of the revenue and salaries of Black American businesses.  

 Q7 asked the participants if they utilized any programs or organizations to help start, 

grow or maintain their businesses. Six participants (24 percent) did not utilize programs or 

organizations, but two of them did receive assistance from individuals with business knowledge. 

19 participants (76 percent) utilized programs and organizations to receive business technical 

assistance, access financial capital through grants and loans, and receive certification as minority 
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owned business to access local, state and federal government contracts.  This result supports 

Liu's (2012) theory that businesses that utilize the resources have increased success rates.  

Q8 had two parts and asked the respondents to define and give examples of success in 

their small businesses. All of the respondents provided examples of success and some the 

responses stated that success (is): 

For me (success is), the opposite of burnout. There has got to be some reciprocity in the 
relationship. I do know and I anticipated that I’d be working harder and feel that I’d be 
working harder, at least initially and establishing that and I do feel that weight, but the 
difference is the payback and return like I feel like I get something out of it, I get joy I get 
peace of mind.  (P1, Mary, female professional, healthcare) 
 
Success looks like me being able to show up on a day-to-day basis and advocate for 
closing the wealth gap; connecting the dots for small and medium sized businesses for 
those different socio-economic statuses under the minority class.  I’m showing them that 
we have access, helping them to close the gaps in their infrastructure and their 
companies so that they are able to build capacity and serve the federal government from 
a contractual standpoint. (P2, Erica, female professional, federal government) 
 
Where I'm at success means I have total control of my time. that's been there with my 
family to spend it with whomever I want to spend it with. (P4, Bobby, male sales 
manager) 
 
Success for me is, I would love to like go through the process of being certified as a 
minority owned business to start competing for government contracts. To me success is 
getting out of that hustle mindset. (P11, Barbara, female executive, education) 
 
Business owners to be profitable, be able to pay all our bills, have a cushion, have a 
stable cash flow and make a difference in our community. I want to not only make a 
difference, individual lives, but in the community's life as well, do some projects that 
make a difference, especially in this pandemic. Our youth has been greatly impacted. (I 
want to) give them places to go and actually safely play, that type of thing.  So, that's 
what success means to me now. (P10, LeAnne, female executive, construction industry) 
 
From a pure business and financial standpoint, I thought that (success) would mean 
being able to get to the $100 million mark in net profit… I don’t want to say that the 
goals are changing, but I've had scaling in front of me for the last couple of years and 
knowing the compound growth rate that I need and the effort that it's going to take to 
achieve that. Scaling today, with the runtime that I have left, I’m kind of shifting that a 
little bit. (I want) successors to bring their children into the business and into their 
respective divisions. I’m constantly passing that torch and getting ready. (P14, Martin, 
male executive, financial institution) 
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Some of the examples of the successes shared by the respondents stated: 

 
We have work. I mean I take care of my team and pay them pay high rates. (P3, James, 
male professional, nonprofit sector)  
 
Learning the things that I’ve learned and actually being able to put those things into play 
and I’m seeing the fruits of my Labor… There's definitely been not just growth in my 
business but growth in me as an individual learning how to be a boss.  Hiring people 
under my own capacity and being able to train them to run my business, the way that I 
want and expect it to be. (P7 Alice, female sales worker) 
 
My revenue that's increased every year. Through government shutdowns, no matter what 
was going on. Someone asked me, when we entered COVID, was it a big deal? No, I’ve 
been in telework mode since 2009.  Some of my clients I’ve never met in person I’ve 
never seen. I don't even know what some of them like because some may not even have 
LinkedIn profile photos up. (P12, Leslie, female manager, federal government sector) 
 
I've received awards from some of the small business organizations. I have been on Good 
Day DC (a news show). I have product placement now in various locations. (P22, 
Kayleigh, female professional, adult education) 
 
There are two things going on here, you know, because it's not all about the money for 
us. The non-financial reward of seeing someone be successful, understanding of how to 
actually do business with the government and experience substantial growth. They've (the 
clients) been quite successful and they've grown and hiring people and getting larger 
office space and things along that line. (P5, William, male manager, nonprofit sector) 
 
These examples of success expanded beyond money and included supporting employees, 

growing their businesses, having free time, being healthy (mentally and physically). All of the 

respondents could define and had examples of success. The theme for the responses is business 

satisfaction.  

Q9 asked the respondents if they faced any challenges or setbacks that were not related to 

their perception of systemic racism. 21 (84 percent) answered yes. 4 (16 percent answered no), 

but two of the examples were related to systemic racism and not included as responses for this 

question. The responses ranged in type and included examples of health challenges, external 
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challenges outside of their control and internal challenges related to communication and self-

confidence. Some the respondents who experienced challenges or setbacks stated: 

Probably the obvious would be the (chronic health disease). (P4, Bobby, male sales 
manager) 
 
Sometimes we can carry internalized racism and we don't realize it. We, especially in the 
Black community, don't give grace to Black women because a lot of black women never 
got grace. When I went to therapy and I started giving myself grace, it became so much 
easier to give others grace.  My business model is focused on Black women… I want to 
help you but, I’m a person I’m not a corporation. (P11, Barbara, female executive, 
education) 
 
I’ve had setbacks that were just based on my poor decision making going to go on down 
the wrong road.  (P25, Quincy, male executive, federal government sector) 
 
The money, it's been a setback.  Because my space requires a whole lot of money so 
there's opportunities I have not been able to go after because I just don't have the capital 
or haven’t been able to go secure the capital to go after those opportunities. And it isn’t 
always racism, a woman ISM or whatever is causing it it's just a small business I don't 
have the ability to go get $5 million to go do a project right now. (P19, Samantha, female 
manager, real estate development) 
 
…I have a reputation of being a very hard negotiator. I’m not running for most popular, 
so I’m sure things that I've been left out or not successful because of the few customers 
that I didn't see eye to eye with.  I know they chose to do business with different entities. 
(P18, Jeffrey, male executive, telecommunications) 

 
Some of the respondents who said no stated: 
 

I can't think of anything I really can't. You know, because every day I know. You know 
folks walk around say how blessed they are and I think I am blessed because I have not 
had the (bad) breaks. (P13 Leslie, female manager, federal government sector) 
 
You know I’m really happy today (when) I tell you that I've been fortunate.  In looking at 
the brighter side of life. The darker parts of it, I have accepted. Things will happen to me 
as well as for me.  And I just concentrated on the things that were happening for me. And 
the things that are happening for me was I with the grace of God, I had grace with 
people. (P17, Alan, male executive, trade association) 

 
This is an expected result because examining the perception of systemic racism does not negate 

challenges and setbacks that occur for business owners.   
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Q10 asked the respondents if they would close their businesses to pursue an opportunity 

that met or exceeded their current salary and was a dream “queen or king of the universe” 

position where they would fulfill professional goals or dreams. 5 (20 percent) responded yes. 3 

(12 percent) responded maybe. 17 (58 percent) responded no.   

 
Some of the respondents who said yes stated: 
 

It would have to have most of the touch points of what we discussed. It couldn't just be 
(about) money because money can be a poor indicator of what the experience is like. 
Would you take $5 million to go in the snake pit? It won't matter.   It would have it make 
me financially secure enough to make a choice to give up my firm had been even where it 
is right now. (P21, Katie, female executive, media corporation) 
 
Yes. Because my business is a service-based business. And because my business is 
resume writing. Honestly, like, I feel like y'all are bullying me, and I can write my resume 
to get whatever job I want. I’ve scaled back immensely like after being bullied. (P11, 
Barbara, female executive, education) 

 
The three who responded maybe stated: 
 

Maybe - Depends On the situation. And what the task was what tasks were involved in, 
and what was the mission of the organization.  I could have walked out the door and 
made more money but it wasn't about money. (P5, William male manager at a non-profit 
organization) 
 
To help run a specific program for Black and brown (people) they're (Grant funder) 
doing more of those, so I think that could happen. I'm a full-time position working for 
them (now), so, I would take it. The salary would have to be super, super high, so it 
would have to be that $250,000 with a team. (P9, Farrah, female executive, banking) 
 
 I'll be honest, it would be more for health and stress. I had breast cancer at the end of 
last year, so I had a mastectomy two weeks ago. My husband says the stress is not 
helping you. So, if I had that opportunity, right now, it may be a possibility. Because I’m 
just thinking, is this worth it, is there a way for me to balance this and my health? If I was 
given the opportunity to balance them both, it would be definitely something that I will 
entertain but I can't say 100%. But I would entertain it. (P10, LeAnne, female executive, 
construction industry) 

 
Some of the respondents who said no stated: 
  

We live in a world where you don't have to make that choice. Right now, you’d have to 
come at me with money and I don't know, but it's not gonna just be the money. I will have 
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to have a board position and be a philanthropist. With that money comes a certain level 
and responsibility, and I don't know that I will be willing to accept it. I know what 
sacrifice looks like for money and there's certain things that I’m not willing to sacrifice. 
(P20, Katherine, female manager, Information Technology) 
 
I did that.  I’m never doing that again. You can be given a blank check, but a blank check 
at what cost? (P12, Janice, female professional, consumer healthcare) 
 
Well, it's not just my salary, if you think about the revenue that's generated. I’m the voice 
for the clients.  It would have to be my salary and more because you think about the 
people I pay. So, I don't know I mean if the right opportunity came alone and had some 
good perks with it, but I can still sit right here in my home office and work for myself. 
(P13, Leslie, female manager, federal government sector) 
 
I've been offered it numerous times actually and now back working with the firm I left. 
They tried to get me to come work for them full time and I said no. Now, I'm just working 
with them as a consultant. (P19, Samantha, female manager, real estate developer) 
 
 

Similar to the discussion on the previous employer area, this finding does not support 

Bento and Brown's (2021) theory that self-employment is an alternative to "low-status and low-

wage paid employment typically available to those with low education attainment." While the 

elements of the racial capital theory (human capital, financial were not examined in Study II, 

based on the responses, it can be inferred that the majority of respondents had a higher human 

capital.   

Over the interview period, the researcher spent more than 40 hours speaking with the 

respondents and learning more about their experiences. The qualitative data provided insight for 

an in-depth analysis and discussion.  

Discussion 

 When examining the answers to the research question about what Black American 

business owners say about their perception of systemic racism and their reasons for opening of 

businesses -- the analysis indicates there should be more research that collects data to confirm or 
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challenge the potential theory about exiting corporate America and starting a business based on 

the themes lack of cultural fit, lack of workplace resources and lack of visibility for Black 

American business owners.   

 The majority of people who work in corporate America spend a minimum of 40 hours at 

their jobs.  That amount of time represents 24 percent of the 168 hours that exist in a 7-day week. 

Therefore, when working it is necessary to interact with colleagues and other stakeholders to 

successfully complete their job duties.  The way that colleagues interact and behave develop the 

workplace culture. Lack of cultural fit included the subthemes inappropriate jokes, being 

overworked, work conflicts, being stereotyped and toxic work environments. DEI initiatives and 

human resources departments seek to implement policies that encourage diversity and discourage 

unprofessional behavior, but the behaviors exhibited as offensive to Black Americans are often 

subjective and that can leave problems unresolved. Over time, the unresolved issues can lead 

bigger issues or cause job dissatisfaction which can lead to starting a business. The interview 

with Martin (P14, male, executive at a large finance company), where he discussed his 

resemblance to a famous comedian, is an example of the lack of cultural fit and demonstrates 

how the experience can be frustrating and can be a factor when deciding to leave corporate 

America.  

 Lack of workplace resources includes the subthemes lack of support, lack of 

advancement opportunities and lack of diversity. To start a business, it is necessary to provide a 

product or service that is viable, desirable and reliable. If Black American workers do not have 

support, opportunities for advancement and see themselves represented in various levels within 

the corporation where they are employed, it can lead them to believe that it may be better to start 

their own businesses despite the challenges that exist with entrepreneurship.  Oprah (P23, female 
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executive, healthcare) demonstrated that because she started her own business after being fired, 

“…obviously, I’m not going back to work with somebody (because) I can’t go through this 

again.”  Additionally, nine of the interviewees started their businesses due to a specific work 

incident that included being fired. Therefore, the lack of support in the workplace can be a factor 

when deciding to start a business. 

 Lack of visibility includes the subthemes barriers to industry, ignored by peers, 

perception of perfection and lack of value. Academic research and practical experience have 

shown that in addition to having an idea that is viable, desirable and reliable, it is also necessary 

to have three forms of capital – education, financial and social.  While many of the interviewees 

have substantial educational and financial capital (as demonstrated through their work histories 

and salaries that meet or exceed their last corporate salary), lack of social capital is an underlying 

cause of lack of visibility. The barriers to industry and being ignored by non-Black peers is 

directly connected to lack of social capital and not having the network or connections to grow 

their businesses and identify potential customers. Erica, (P2, female professional, federal 

government sector), stated, “It’s (systemic racism) really around barriers to entry getting (access 

to people at federal agencies).” With perception of perfection and lack of value, many 

interviewees felt that they had to show their professional achievements and accomplishments to 

justify their values or pricing. Laura (P15, female professional, education) has stated to potential 

customers who have been provided quotes for services, “Look at my website, this is the cost and 

this is what I would like you to pay.” Alice (P7, female sales worker) shared her business plan 

with a non-Black business owner and noted that after three years in business compared to her 

seven years in business, “…she’s almost at the same level of success as I am… so it’s hard for 

me to look at that and not think there is a difference there.” The lack of visibility has an impact 
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on success because it is a challenge to identify potential customers and then convince them that 

your pricing is valid.  

There is an overlap between themes of lack of cultural fit, lack of workplace resources 

and lack of visibility because systemic racism is like an undercurrent in the ocean, while it 

cannot be seen on the surface, what goes on below can always pull you under. Whether Black 

Americans are trying to excel in corporate America, start businesses as an alternative to working 

in corporate America or working to grow their businesses, in addition to normal challenges of 

being an employee or a business owner, systemic racism continues to ebb and flow and can be an 

unknown factor that hinders success.  
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CHAPTER 5 

CONCLUSION 

 

Conducting academic research is more of a circular process than it is linear. Participating 

in an accelerated degree program during the COVID 19 pandemic created unknown challenges 

for the students and faculty. However, the dissertation was completed within the program 

timeline with dedication and determination to succeed from all involved parties. Both studies 

provided insight into Black American business owners. While the total sample size is not 

representative, it does shed insight on the successes and areas of opportunity for Black American 

business owners. It provides numerous possibilities for the research to continue in the future.  

Findings 

Study I tested five hypotheses to learn more about Black American business owners. Four 

of the hypotheses were supported and showed that the respondents believed: they started their 

businesses based on opportunity, they used their personal resources (previous knowledge and 

internet research) to start, they used community resources (business technical assistance from 

state and local governments and non-profit organizations) as their businesses grew. The majority 

utilized personal assets (checking & savings accounts and credit cards) to start their businesses. 

The hypothesis that was not supported related to the belief in systemic racism. The average score 

was 27.37 (on a 6 – 30 point scale) for the belief in systemic racism, indicating a strong belief 

among the 59 survey respondents. The data was gathered through a 37-question survey, and 

quantitative methods were utilized to conduct the analysis. Unfortunately, the lack of variance 

for the question related to the belief in systemic racism caused a lack of variance, and the 

statistical analysis was limited. Although the sample size for Study I was not a nationally 
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representative sample, the findings provide data in an under-researched area for Black American 

business owners with higher human and financial capital. This finding, coupled with the increase 

in Black American-owned businesses (see Table 3 - Growth of Black American Owned Firms), 

allowed the researcher to design Study II to build on the findings and learn more about Black 

American business owners through semi-structured, one-on-one interviews. 

 In Study II, the researcher interviewed 25 Black American business owners and asked 11 

questions about their previous employer, perceptions of systemic racism and current small 

business. The data was qualitatively analyzed by using the In vivo coding technique to 

deductively confirm the theories of Bento and Brown, Liu and Fairlie and Fossen and inductively 

develop themes to build theory on the potential relationship between the perception of systemic 

racism and starting a small business. Thirty-four subthemes were coded from the interviews. The 

subthemes confirmed the deductive theories and the remaining subthemes were grouped together 

as constructs for that theorize the relationship between the perception of systemic racism and 

starting a small business. The constructs are lack of cultural fit, lack of business resources and 

lack of visibility. When reviewing both studies, three primary conclusions can be made. 

Black American businesses need more access to trusted business technical assistance. 

1. Black American businesses need more access to trusted business technical assistance. 

2. Black American businesses need more access to financial capital to start, improve and 

grow or scale their businesses. 

3. Black Americans interested in succeeding and excelling in corporate America need 

pathways to access professional, management, executive and presidential positions within 

Fortune 500 corporations. Yet, as of March 20, 2022 there are only four Black American 
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CEOs – Rosalind Brewer of Walgreens Boots Alliance, Thashunda Brown Duckett of 

TIAA, Marvin Ellison of Lowes' and Rene F. Jones of M&T Bank.   

Limitations 

The timeline to complete the executive doctor of business administration program is 

limited to staying on track to graduate within 3 years. Due to the lack of academic research 

dedicated exclusively to Black American business owners, the researcher could not identify an 

existing data set that addressed the areas she was interested in studying. As a practitioner, the 

researcher can clearly identify the need for correlation between the research questions. However, 

as an academic researcher, the necessity of academic sources to demonstrate rigor is challenging 

due to the lack of research. 

Utilizing the snowball and convenience sampling methods that started with the 

researcher's professional network, women were oversampled, and the success rate, based on 

revenue and salary, appears to be higher. In addition to utilizing the researcher's professional 

network, another reason could be the high percentage of businesses that were primarily located 

in urban areas throughout the United States. While this research does add to the academic 

literature on Black American businesses, the response rate for the surveys and number of 

interviews conducted is not statistically representative for national or regional trends. 

It is also important to note that there is a large population of Black American owned 

businesses that are located in the southern region of the United States. With the exception of 

survey respondents located in Washington, D.C. and Maryland, the lack of interviews with Black 

American owned businesses located below the Mason-Dixon line could have impacted the 

responses. Further research could include geographical boundaries to determine if success rates 

are consistent throughout the United States. 
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Contribution to Literature 

This research can significantly contribute to the literature because it studies Black 

American business owners. In addition, this work will help provide additional resources on why 

Black Americans choose entrepreneurship. By analyzing and understanding why businesses start, 

the capital used, and the business technical assistance resources, academics and practitioners can 

work together to identify best practices that encourage the creation and growth of successful, 

sustainable Black American-owned businesses.  

 Initially, the researcher was hesitant to ask questions about Black American business 

owners' perception of systemic racism because she did not want to cause them to relive 

unpleasant experiences. However, the researcher deemed the questions important because it is 

necessary to have examples that demonstrate the harm caused by exposure to systemic racism in 

the workplace. Having this information can help build case studies that can help eradicate the 

harm caused and help educate non-Black Americans on how to build professional relationships 

with Black Americans in the workplace. 

Applications for Practice 

Based on the study's conclusions mentioned earlier in this chapter, below are three 

solutions to improve business outcomes for Black American business owners and create paths to 

success for Black Americans who work in corporate America. 

1. An exclusive study for Black American business owners is long overdue without 

comparison to non-Black business owners. Whether it is conducted by the federal 

government or through a public-private partnership, at a minimum, a survey with the 

number of respondents greater than or equal to a representative sample needs to be 

conducted to learn more about Black American businesses. Completing an academic 
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analysis, whether quantitative, qualitative or mixed methods, theory can be confirmed or 

built upon to develop learnings and appropriate solutions that could help to improve the 

outcomes for Black American business owners.    

2. The substantial interest in creating equity for Black American business owners needs to 

go further than providing business technical assistance programming by developing 

solutions that can be easily implemented. The suggestions include:  

a. Putting money directly into hands or bank accounts without passing the funds 

through an intermediary who would take a fee.  

b. Providing access to vetted mentors who can provide business technical assistance  

c. Providing access to potential board members and business technical assistance in 

the form of accountants, certified business advisors, insurance agents, bankers and 

real estate agents to provide them with a board of advisors that can provide 

guidance and help the owner learn how to grow properly and scale their business.  

d. Developing objective measures that can track the successes and failures of the 

program.  

3. The field of diversity, equity and inclusion (DEI) continues to grow in the United States. 

By expanding employee resource groups and annual performance plans to include 

providing Black Americans with a mentor and/or advocate and utilizing a performance 

development plan, Black Americans can potentially have access to advancing in the 

workplace. Business ownership should not be the default option when Black Americans 

perceive systemic racism in the workplace. 
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Applications for Policy 

There are many regulations, policies and procedures that exist that could help to improve 

outcomes for Black American business owners. Enforcing or better utilizing the existing 

framework can prevent reinventing the wheel.   

There are numerous businesses, non-profit organizations and local, state and federal 

government resources that provide business technical assistance. However, there is not a 

standard or certification that all providers must have to verify that the information being 

provided is relevant, truthful and intended to accurately help the small business owner. The 

federal government, specifically the SBA, should implement a mandatory certification similar to 

the U.S. Department of Housing and Urban Development’s National Housing Training that all 

requires all housing counseling agencies to undergo mandatory training to receive federal 

funding. Something similar for all organizations who provide business technical assistance could 

help ensure that providers have the necessary skills to help business owners.  Additionally, 

funding should be increased for federal agencies that provide grants to business technical 

assistance organizations and for Community Development Financial Institutions (CDFIs) that 

provide microloans to small business owners.   

The Biden-Harris administration has recently increased the federal contracting 

participation goals from 5 percent to 11 percent for small, disadvantaged businesses. The policies 

need to be examined because there is not parity among all of the designated race/ethnicities and 

entity owned firms (National Hawaiian Organizations, Indian Tribal Organizations and Alaskan 

Native Corporations) have an unfair advantage with increased sole source limits that allow them 

to receive up to 100 million dollars per contract without having to compete against other firms. 

That has led to an imbalance with contract awards and skews the performance metrics. The 



84 
 

contracting awards need to be reviewed for each race and ethnicity category to determine 

contracting dollars and ensure that each category is meeting the mandatory participation goals.   

If we can acknowledge that systemic racism impacts each and every Black American, 

studying how it impacts each facet of everyday life through research dedicated specifically to 

Black Americans, can help to create solutions to help alleviate the impact and increase the 

success rates that lead to equity, equality and the pursuit of life, liberty and happiness.   

 
 
 
 
 

 
 

 
  



85 
 

REFERENCES CITED 

 

Anand, R., & Winters, M. F. (2008). A retrospective view of corporate diversity training from 

1964 to the present. Academy of Management Learning & Education, 7(3), 356-372. 

Bates, T., (1995).” Small businesses appear to benefit from state and local governments’ 

economic development assistance.” Urban Affairs Review, 31(2), 206–225.  

Bates, T., (1995). “Why do Minority Business Development Programs Generate so Little 

Minority Business Development?” Economic Development Quarterly, 9(1), 3–14.  

Beckwith, A. L., Carter, D. R., D.M., & Peters, T. (2016). The underrepresentation of African 

American women in executive leadership: What’s getting in the way? Journal of Business 

Studies Quarterly, 7(4), 115–134.  

Bento, A., & Brown, T. N. (2021). Belief in systemic racism and self-employment among 

working blacks. Ethnic and Racial Studies, 44(1), 21-38. 

Blackmon, D. A. (2009). Slavery by another name: The re-enslavement of black Americans from 

the Civil War to World War II. Anchor.  

Bouncken, R. B., Qiu, Y., Sinkovics, N., & Kürsten, W. (2021). Qualitative research: extending 

the range with flexible pattern matching. Review of Managerial Science, 15(2), 251-273. 

Carter, D. R., & Peters, T. (2016). The underrepresentation of African American women in 

executive leadership: What’s getting in the way. Journal of Business Studies 

Quarterly, 7(4), 115-134. 

Cooper, A. C., Gimeno-Gascon, F. J., & Woo, C. Y. (1994). Initial human and financial capital 

as predictors of new venture performance. Journal of business venturing, 9(5), 371-395.  



86 
 

Crump, M. E., Singh, R. P., & Wilbon, A. D. (2009). Assessing the Black Entrepreneurship 

Literature: What’s known, and who’s informing?. Washington Business Research 

Journal, 1(1), 101-116. 

Czaja, R. & Blair, J., (2005). Designing Surveys. Pine Forge Press 2nd Ed.  

DiJulio, B., Norton, M., Jackson, S. &. Brodie, M. (2015). Kaiser Family Foundation/CNN 

Survey of Americans on Race. https://files.kff.org/attachment/report-survey-of-

americans-on-race Accessed October 11, 2021 

Dobbin, F., Kalev, A., & Kelly, E. (2007). Diversity management in corporate 

America. Contexts, 6(4), 21-27. 

Fairlie, R. W., & Robb, A. M. (2007). Why are black-owned businesses less successful than 

white-owned businesses? The role of families, inheritances, and business human 

capital. Journal of Labor Economics, 25(2), 289-323. 

Fairlie, R.W. and Fossen, F.M. (2020), "Defining Opportunity versus Necessity 

Entrepreneurship: Two Components of Business Creation," Polachek, 

S.W. and Tatsiramos, K. (Ed.) Change at Home, in the Labor Market, and On the 

Job (Research in Labor Economics, Vol. 48), Emerald Publishing Limited, Bingley, pp. 

253-289.   

Feagin, J.R., Vera, H., & Batur, P. (2001) White Racism: The Basics. New York: 

Routledge. 

Getter, D. E. (2015, January). The Effectiveness of the Community Reinvestment Act. Library of 

Congress, Congressional Research Service. 

Gold, S. J. (2016). A critical race theory approach to black American entrepreneurship. Ethnic 

and Racial Studies, 39(9), 1697-1718.  



87 
 

Hale, Kori. (2021). Goldman Sachs and JPMorgan Look to Avoid Racial Equity Audits. Forbes. 

https://www.forbes.com/sites/korihale/2021/04/12/goldman-sachs-and-jpmorgan-look-to-

avoid-racial-equity-audits/?sh=2ae7d6f55630 

Harper-Anderson, E.L. & Gooden, S.T., (2016). Integrating Entrepreneurship Services into Local 

Workforce Development Systems: Who is Doing It and How, Journal of 

Poverty, 20:3, 237-260.  

Hom, P. W., Roberson, L., & Ellis, A. D. (2008). Challenging conventional wisdom about who 

quits: Revelations from corporate America. Journal of Applied Psychology, 93(1), 1. 

Horowitz, J.M., Brown, A., & Cox, K. (2019). Race in America 2019. Pew Research Center. 

Accessed October 11, 2021. https://www.pewresearch.org/social-trends/2019/04/09/race-

in-america-2019/#fn-26104-1  

Huberman, A. M., Miles, M. B. & Saldana, J. (2020). Qualitative data analysis: A methods 

sourcebook. SAGE Publications, Inc.  

 
Hudson, D., Sacks, T., Irani, K., & Asher, A. (2020). The Price of the Ticket: Health Costs of 

Upward Mobility among African Americans. International Journal of Environmental 

Research and Public Health, 17(4), 1179.  

 
Ibrahim, A. B., & Goodwin, J. R. (1986). Perceived causes of success in small 

business. American journal of small business, 11(2), 41-50. 

Ivankova, N. V., Creswell, J. W., & Stick, S. L. (2006). Using mixed-methods sequential 

explanatory design: From theory to practice. Field methods, 18(1), 3-20.  



88 
 

J.P. Morgan Chase. JPMorgan Chase Commits $30 Billion to Advance Racial Equity. (2020). 

https://www.jpmorganchase.com/news-stories/jpmc-commits-30-billion-to-advance-

racial-equity  

Kirkwood, J. (2009). Motivational factors in a push‐pull theory of entrepreneurship. Gender in 

Management: An International Journal.  

Lewis, V. L., & Churchill, N. C., (1983). The Five Stages of Small Business Growth. Harvard 

business review, 61(3), 30-50. 

Liu, Cathy Yang. 2012. The Causes and Dynamics of Minority Entrepreneurial Entry. Journal of 

Developmental Entrepreneurship, 17 (1), 1250003.  

McDonnell, J.A., (1999) Defense contract management agency: A history of defense contract 

administration. Targeted News Service 

Merriam-Webster. (n.d.) Entrepreneur. In Merriam-Webster.com dictionary. Retrieved June 10, 

2021, from https://www.merriam-webster.com/dictionary/entrepreneur  

Metinyurt, T., Haynes-Baratz, M. C., & Bond, M. A. (2021). A systematic review of 

interventions to address workplace bias: What we know, what we don't, and lessons 

learned. New Ideas in Psychology, 63, 100879. 

Montanaro, D., (2021). Where Views on Race and Police Stand a Year After George Floyd’s 

Murder. NPR. Morning Edition. Accessed on October 11, 2021. 

https://www.npr.org/2021/05/17/996857103/poll-details-the-very-different-views-of-

black-and-white-americans-on-race-and-p  

Myers, M. D. (2020). Qualitative Research in Business and Management. Sage Publications 

Limited. 



89 
 

NCRC, (2019) Disinvestment, Discouragement and Inequity in Small Business Lending 

https://ncrc.org/disinvestment/  

Noon, M. (2018). Pointless diversity training: Unconscious bias, new racism and agency. Work, 

employment and society, 32(1), 198-209. 

Nopper, T. K. (2011). Minority, black and non-black people of color: ‘New’color-blind racism 

and the us small business administration’s approach to minority business lending in the 

post-civil rights era. Critical Sociology, 37(5), 651-671. 

Ogbolu, M. N., Singh, R. P., & Wilbon, A. (2015). Legitimacy, attitudes and intended patronage: 

Understanding challenges facing black entrepreneurs. Journal of Developmental 

Entrepreneurship, 20(01), 1550007. 

Pearse, N. (2019). An illustration of a deductive pattern matching procedure in qualitative 

leadership research. Electronic Journal of Business Research Methods, 17(3), pp143-154. 

Peterson, D.M., & Mann, C.L. (2020) Closing the Racial Inequality Gaps The Economic Cost of 

Black Inequality in the U.S. Citi GPS: Global Perspectives & Solutions 

https://www.citivelocity.com/citigps/closing-the-racial-inequality-gaps/  

Ramirez, S. A. (2000). Diversity and the boardroom. Stanford Journal of Law, 

Business & Finance, 6(1), 85 – 134. 

Robinson, J., Blockson, L., & Robinson, S. (2007) Exploring stratification and entrepreneurship: 

African American women entrepreneurs redefine success in growth ventures. The 

ANNALS of the American Academy of Political and Social Science, 613(1), 131-154.  

Robnett, B., & Tate, K., (2012) Outlook on Life Surveys,. Ann Arbor, MI: Inter-university 

Consortium for Political and Social Research [distributor], 2015-01-16.  



90 
 

Shelton, L. M., & Minniti, M. (2018). “Enhancing Product Market Access: Minority 

Entrepreneurship, Status Leveraging, and Preferential Procurement Programs. Small 

Business Economics, 50(3), 481-498.  

Siegel A, F., (2016). Practical Business Statistics. Elsevier 

Sinkovics, N. (2018). Pattern matching in qualitative analysis. The Sage Handbook of Qualitative 

Business and Management Research Methods, 468-485. 

Sonfield, M. C. (2016). America’s largest black-owned companies: A 40-year longitudinal 

analysis. Journal of Developmental Entrepreneurship, 21(01), 1650007. 

Sue, D. W. (1991). A model for cultural diversity training. Journal of Counseling & 

Development, 70(1), 99-105. 

United States Census Bureau, “About Annual Business Survey (ABS)” Retrieved from 

https://www.census.gov/programs-surveys/abs/about.html  

United States Census Bureau,”2020 Annual Business Survey” Retrieved from 

https://www2.census.gov/programs-surveys/abs/information/abs_2020.pdf  

United States Census Bureau,” Initial Letter” Retrieved from 

https://www2.census.gov/programs-surveys/abs/information/Initial_Letter.pdf  

United States Department of Education, National Center for Education Statistics. (2019). Status 

and Trends in the Education of Racial and Ethnic Groups 2018 (NCES 2019-

038), Degrees Awarded 

United States Equal Employment Opportunity Commission, EEO-1 Component 1 Data 

Collection, retrieved from https://www.eeoc.gov/statistics/employment/jobpatterns/eeo1  

  



91 
 

United States, Office of the Press Secretary. (2021). Biden-Harris Administration Announce New 

Actions to Build Black Wealth and Narrow the Racial Wealth Gap [Fact Sheet]. The 

White House https://www.whitehouse.gov/briefing-room/statements-

releases/2021/06/01/fact-sheet-biden-harris-administration-announces-new-actions-to-

build-black-wealth-and-narrow-the-racial-wealth-gap/ 

Van Praag, C. M. (2003). Business survival and success of young small business owners. Small 

Business Economics, 21(1), 1-17.  

Zelevansky, N. (2019). The big business of unconscious bias. The New York Times. 
 

           
 
 
 
 
 
 
 
 
 
 
 

 
  



92 
 

APPENDIX A 

SURVEY QUESTIONS 

The questions in this survey are adapted from the 2020 Annual Business Survey conducted by 

census.gov and the 2012 Outlook on Life Surveys conducted by the GfK Knowledge Network on 

the Behalf of the University of California Irvine.  

 
1. Do you own a business? 
2. If no, when did you open and close your last business? (MM/DD/YEAR) – (MM/DD/YEAR)   
3. Is your business a franchise? 

4. Is your business registered with the local and/or state government? 
5. Do you have an EIN or a federal tax ID? 
6. Which state is your business headquartered in? 
7. Would you consider where your business is located to be?  

• Rural 
• Suburban 
• Urban 
• Internet/Online Only  

8. Reasons for Owning the business  

Reasons 
Extremely 
Important 

Very 
Important 

Moderately 
Important 

Slightly 
Important 

Not at all 
Important 

Wanted to be my own boss      
Flexible hours      
Balance work and family      
Opportunity for greater 
income      
Best avenue for my ideas / 
goods / services      
Unable to find employment      
Working for someone else 
didn’t appeal to me      
Always wanted to start my 
own business      
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An entrepreneurial friend or 
family member was a role 
model      
Wanted to carry on the 
family business      
Wanted to help and/or 
become more involved in my 
community      

 
9. Other (please explain) 
10. What is your primary business activity? 
11. Prior Business Ownership 
12. Field of Work (or Industry) prior to owning the business? 
13. Types of Customers  
14. Do you have any federal certifications? 
15. Which Certifications? 
16. Do you have any workers 
17. Types of Workers 
18. How Many workers do you have? 
19. What sources of capital did you use to start your business? 
20. Primary Income Source - Does this business provide the owner’s primary source of personal 

income? 

21. Which of the following income groups includes your personal income 
22. Living Quarters 

23. Do you personally, or jointly with a spouse, have any money invested in the stock market right 
now - either in an individual stock or mutual fund? 

24.  Please rate the following statements 
 

Statements 
Strongly 
Agree 

Somewhat 
agree 

Neither 
Agree 
nor 
disagree 

somewhat 
disagree 

strongly 
disagree 

Society has reached the 
point where Blacks and 
Whites have equal 
opportunities for 
achievement           
Over the past few years, 
Blacks have gotten less 
than they deserve            
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Irish, Italian, Jews, and 
many other minorities 
overcame prejudice and 
worked their way up. 
Blacks should do the 
same without any special 
favors            
It’s really a matter of 
some people not trying 
hard enough; if Blacks 
would only try harder, 
they could be just as well 
off as Whites            
Generations of slavery 
and discrimination have 
created conditions that 
make it difficult for 
Blacks to work their way 
out of the lower class            
Discrimination against 
Blacks is no longer a 
problem in the U.S            

  
25. Political conservatism 
26. What resources did you utilize to start your business? 
27. What resources do you use as you operate your business? 
28. Age 
29. Ethnicity 
30. Hispanic, Latino or Spanish Origin 
31. What is your gender? 
32. US Citizen 
33. Are you a veteran? 
34. Education attainment 
• Less than high school 
• High school 
• Some college 
• Associate’s Degree 
• Bachelor’s degree  
• Master’s Degree 
• Doctorate Degree  
• Professional Degree, beyond a Bachelor’s Degree (for example, MD, DDS, DVM, LLB, JD)  
35. Marital Status 
36. Number of adults in the household over 18 (including yourself) 
37. Number of children in the household under 18 
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APPENDIX B 

IRB APPROVAL 
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APPENDIX C 

CONSENT FORM WITH WAIVER OF ANONYMITY 

 

This consent form was adapted from the consent form that Dr. Matt Wray shared with his 

Advanced Qualitative Methods’ students during Fall 2020.  

TITLE: Black Entrepreneurship and Racial Capital 

Name, title, temple University, phone number 

I am currently engaged in a study of systemic racism and Black American entrepreneurs. To gain 

further insight, I would like to have you complete my survey and then ask you a series of 

question about your experiences related to being a Black American business owner and systemic 

racism. There are no right or wrong answers with these open-ended questions. I just want to 

understand your point of view. The interview will last approximately 30 – 60 minutes. 

Efforts will be made to limit your personal information, to people who have a need to 

review this information. We cannot promise complete secrecy. For example, though the study 

team has put in safeguards to protect your information, there is always a potential risk of loss of 

confidentiality. Organizations that may inspect and copy your information include the IRB, 

Temple University and it’s affiliates, and other representatives of these organizations, and the 

Office of Human Research protections. 

I welcome questions about the study at any time. Your participation in this study is on a 

voluntary basis, and you may refuse to participate at any time without consequence or prejudice.   
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APPENDIX D 

IRB MODIFICATION APPROVAL 
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APPENDIX E 

INTERVIEW PROTOCOL AND PROPOSED INTERVIEW QUESTIONS 

 

Interview protocol 
 

1. Thank the interviewee for agreeing to participate 

2. Reiterate the consent agreement 

3. Ask if the interviewee has any questions before we get started 

4. Review the survey questions/answers 

5. Interview questions 

6. Ask if there are any additional comments that the interviewee would like to share 

7. End of interview 

Proposed Interview Questions 
 

1. Can you tell me about the last job you held before starting your business? 

a. How long were you with the company? 

b. Did you have/receive performance reviews? 

c. Did you receive a promotion? 

d. Did you manage people? 

e. Who did you report to? 

f. Something about minorities and gender 

2. Did you experience any of the following: 

a. Unconscious bias  

b. Microaggressions 

c. Burnout 
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d. Health issues  

3. With the concerns you’ve identified, were there any internal resources available for 

you to address your concerns? 

4. What motivated you or what are the reasons you opened your business? 

5. Do you think that your perception of systemic racism played any role in why you 

started your own business? 

6. Do you pay yourself? 

a. If yes, does your salary meet or exceed your previous salary? 

i. What frequency? (daily, weekly, bi-weekly, etc.) 

b. If no, how do you pay your monthly obligations? 

i. How many months/years can you continue to do this?  

7. Have any programs or organizations designed to help minority owned businesses 

helped you to start, grow or maintain your business? 

8. What does success look like for you as a small business owner? 

a. Can you describe your successes? 

9. Have you had any challenges or setbacks that you think weren’t related to racism, 

systemic or other?  

10. If you were offered a full-time position that met or exceeded your current salary, 

would you close your business to pursue the opportunity? And why or why not? 

11. Do you think that your perception of systemic racism plays a role in your current 

small business? 
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APPENDIX F 

FINAL INTERVIEW QUESTIONS 

 
1. Can you tell me about the last job you held before starting your business? 

a. How long were you with the company? 

b. Did you have/receive performance reviews? 

c. Did you receive a promotion? 

d. Did you manage people? 

e. Who did you report to? 

f. Can you provide a breakdown of your department based on race/ethnicity and 

gender? 

2. Did you experience any of the following? 

a. Racism, sexism, ageism, or microaggressions 

b. Burnout or health issues  

3. With the concerns you’ve identified, were there any internal resources available for you to 

address your concerns? 

4. What motivated you or what are the reasons you opened your business? 

5. Do you think that your perception of systemic racism played any role in why you started your 

own business? 

6. Do you pay yourself? 

a. If yes, does your salary meet or exceed your previous salary? 

i. What frequency? (daily, weekly, bi-weekly, etc.) 

b. If no, how do you pay your monthly obligations? 

i. How many months/years can you continue to do this?  
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7. Have any programs or organizations designed to help minority owned businesses helped you 

to start, grow or maintain your business? 

8. What does success look like for you as a small business owner? 

a. Can you describe your successes? 

9. Have you had any challenges or setbacks that you think weren’t related to racism, systemic 

or other?  

10. If you were offered a full-time position that met or exceeded your current salary, would you 

close your business to pursue the opportunity? And why or why not? 

11. Do you think that your perception of systemic racism plays a role in your current small 

business? 

 

 


