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ABSTRACT
    The Strategic Framework for Women’s Enterprise (2003) states ‘A fundamental cultural change in attitudes to women in business needs to begin with education’; a theme that resounds within the developing EU employment framework as well as UK national, regional and sub-regional policy initiatives. It is recognised that there are many attempts to introduce enterprise and related issues within the curriculum. It is also recognised that although women often achieve better qualifications at school and in higher education, self-employment and enterprise are very rarely a choice made by young women. Consequently, policy stresses the need to build gender awareness into curriculum and education initiatives. In 2005 the MizBiz project funded by the European Social was launched at MMU Cheshire led by the Centre for Social Inclusion in collaboration with the Department of Business and Management Studies.  The project specifically addresses the needs of women entrepreneurs within the South Cheshire region, an initiative designed to encourage and support female entrepreneurship. An important facet of this initiative looks at the specific educational needs of the female entrepreneur and as a result of preliminary research undertaken as part of the MizBiz project a module, aimed specifically at potential and existing female entrepreneurs within the local community and the University, was found to be instrumental in addressing these specific issues. Consequently this paper examines the educational needs of female entrepreneurs and undergraduates and formulates a module comprising of a variety of flexible delivery methods including lectures, seminars, and workshops, which will address female specific issues in terms of barriers to entry to self employment. The module specification will be developed taking into account previous studies in the field, feedback from MizBiz events and will employ results from the authors’ own empirical studies involving barriers to females engaging in entrepreneurship. It is envisaged that from this unique educational opportunity online mentoring and networking groups will emerge, which will encourage, support and enhance the female entrepreneurial spirit.
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LITERATURE REVIEW

     There have been vast amounts of literature outlining the development of women’s roles within the workplace and although participation of women within the workforce has increased dramatically there are still some professional areas, which are deemed to be primarily male.  Many theories have been put forward as to the reasons why women do not enter certain professions, why they do not attain the relevant qualifications, achieve promotion, start up their own businesses and attain their true potential. It is important to look at these issues to understand the perspectives of female entrepreneurs in the business community today.

Childhood 
     Childhood and the attitudes of those around us influence the decisions made as an adult regarding career and life style choices.   Barbara White said that a number of women were openly discouraged from gaining qualifications, being steered towards early employment whilst their male siblings were supported and openly encouraged.  It is clear that the attitudes towards male siblings within the family are primarily different ‘men are ascribed dominant status at birth, and then use overt power to maintain this inequality between the sexes.  Dominant members are punished if they support a member of the sub-dominant group.  The sub-dominant group is kept in place by being labelled sub-standard and being ascribed appropriate sex roles.’  (White, 1994, P.144) 
     From birth male children are told directly or indirectly that they are the dominant gender and that women are the sub-ordinate group.  The conflict between men and women is subtle and submerged in tradition with women appearing not to have challenged this to any great extent.   ‘The sub-dominant are said to be preoccupied with survival and adopt a strategy of accommodation, whereby they accept the dominant group’s definition of the relative status of each group.  Members of the muted group accommodate to the extent that they define their own aspirations in terms of the dominant group goals.  This has the effect of reducing identification with their own group.’  (White, 1994, P.144)  Indeed women’s actions appear to support this unspoken hierarchy within the family and society in general.

Traditional Education and Early Years
     It has been well documented that women have different expectations and differing experiences within education than their male counterparts.  In early learning children of both genders are identified and treated differently.  These differences continue within secondary education with subjects taken at GCSE showing quite a distinct division between the genders with sciences, maths, IT and physical sciences being male dominated and the arts, languages and biological sciences being female.  Females are now outperforming males in the number of A level passes they are achieving and clearly outperforming males in the number of GCSE’s they are attaining at grades A-C

     However although the attainment of females in school has increased, females are still more likely to choose professions which are traditionally seen as female vocational areas,  ‘The choice of subjects for GCSE and A levels along gendered lines is linked to and reflected in their choice of career.  Although more young women than young men go on into further education, their courses are likely to lead to clerical, catering or caring qualifications.  Young women who leave school and enter employment are less likely to have day or block release.’ (Coates, 1994, P.29)

Training 
     In this context training should not be confused with traditional pre-eighteen education, in which both genders participate.  When we look at the participation of women in training, organisational training is largely male orientated as often employers see money invested in women’s training as a waste of resources.  In addition training which is offered to all employees is often only available at times, which are incompatible with female responsibilities.  ‘Although many women hold higher academic qualifications than their male peers, women in employment generally receive less training than men.  Employer attitudes discriminate against women by assuming that money spent on training them will not be well invested; many courses are held at locations or times unsuitable for part-timers and working mothers, and women themselves often do not make a point of requesting training.  This creates problems when women are seeking promotion, because their employer views them as being less well-skilled than their male counterparts.’ (Flanders, 1994, P.9)  

     Women are guilty of self-discrimination; therefore, it is not just necessary to offer vocational training to female employees but to ensure that their attitude towards training and promotion is encouraged.  It is argued that if women are to evolve and become an equal force within employment they need to receive gender specific development both internally and externally.  Marilyn McDougall showed that 40% of organisations highlighted the need for women only training to dissolve the inherent gender thinking within the female workforce. ‘Women do indeed have special or particular training needs and that ‘they’ve been affected by social circumstances in which they grew up as girls and adults’. (McDougall, 1994, P.38)  It is important that women take part in personal and vocational development programmes to ensure full utilisation of a valuable resource.  However, some training departments see women only training as yet another citation of women being seen as inadequate and lacking, preferring to keep with mixed gender training.  This raises the issue of separate training appearing to positively discriminate towards women and therefore the issue of women being promoted for reasons other than merit.

     As regards employability, research by HECSU (The Higher Education Careers Service Unit, 2004) indicated that more women than men felt they needed a degree to obtain their job, and significantly more women than men felt they needed a professional qualification or postgraduate qualification to obtain their current employment. This is interesting to note that women believe they need more qualifications to be employable and to achieve the position they have and yet earn less. This confirms Brown et al’s point (2003) that women may be making themselves more employable by pursuing a university education but conversely they may not always get the type of work that is associated with a degree as those positions are often picked up by men. Women tend to apply for the jobs they think they are capable of getting, and as gender socialisation has influenced the labour market for so long, then the prophecy becomes self-fulfilling. So although there is much regarding the fact that higher education may enhance the employability of graduates (Mason and Williams, 2003, Brown et al 2003, HECSU, 2003), there is also the issue that women still feel the need to attain more in terms of qualifications in order to reach the same position as men, and also may still not be seen as being as employable because of the inherent gender socialisation in the workplace.

Motivations and Role Conflict 
   The attitude of women to employment has raised discussions suggesting that women’s motivation to work differs from their male counterparts, ‘One explanation given to account for the low proportion of women in top jobs is that women do not have the same motivations to work as men have.  It is suggested that women are not as committed to work as men, and that they work for less serious reasons.’ (White, 1994, P.114)  However, this is not necessarily so; ‘The results of the review showed that the empirical data contradicted all these assumptions and that the motivation of both sexes were more similar than stereotypes would suggest.’(White, 1994, P.114)
     Studies have shown that women were just as career minded and motivated but that their pattern and structure of work needed to reflect their life issues, e.g. women take more career breaks, mostly to look after children and family.  It was clear from the studies that this is the case, but there are differences in the parameters in which they work, prioritising their tasks and commitments in a different way to that of their male counterparts.  They are clearly as effective in achieving their work-based tasks as males but approach work commitments in a different way.    Women have traditionally been penalised for taking career breaks, ‘The findings forming the study indicate that the challenges women experience, in trying to achieve their career aspirations, are mainly social-cultural, and psychologically deeply rooted in their traditional values and practices.’ (Balalusea, 1998, P.28)  

     Professional women are often seen as a failure because they do not perform their traditional domestic role of homemaker and mother, others, who are married, failed to shed any of their traditionally female domestic duties.  Females making career choices have more external pressures on them to juggle their conflicting roles, whereas males have an unspoken understanding they will be able to give uncompromising attention to their career.  ‘The implication is that the choice to pursue her career has constrained other choices concerning family and marriage.  This demonstrated a range of role conflict inherent in deeper family career commitment.  (Balalusea, 1998, P.29)  White says in her books: ‘These perceptions place home and the family primarily in the domain of the feminine role and may place pressure on women to sacrifice their career for their family.  It appears that, although women can add the role of career woman they have difficulty in shedding the roles of housewife and mother.’ (White, 1994, P.188) 
Traditional Work Characteristics and Behaviour  

     It is argued that in order to succeed, traits, which are considered normal and desirable, must be emulated.  Maupin and Lehman ask in their study: ‘is it possible for women (and men) to enter contemporary accounting organisations (particularly with power structures) without conforming to the stereotypic ‘masculine model’.’(Maupin, 1994, P.427. Not just within the accounting profession but also within the workplace generally male dominated behaviour patterns are rewarded and seen as positive traits.  Maupin identifies four traits, the need to be different and stamp masculinity on their actions, the need to be superior to others, the need to be independent and self-reliant and finally having the competitive drive.  In identifying the typical masculine traits the extremes of male behaviour are exaggerated and when a similar process is applied to female employees the assumptions that male and female employees are vastly different becomes self-fulfilling.  Stereotyping employees and job roles becomes a negative process, as gender bias may not ensure the optimum use of staff resources.  Davidson & Cooper in their book say: ‘Women are on the horns of a dilemma’ when it comes to assertiveness power-seeking behaviour.  If a female manager does not display the kind of behaviour that is traditionally associated with successful management, then the male managers will feel she is not a very effective manager.  On the other hand, if she does, many male colleagues will see her … as ‘hostile, maladjusted and over controlling’, that is ‘too often’ ‘leadership’ qualities for a man are judged as traits of hostility and aggression in a woman’.  Nevertheless, research indicates that women managers who adopt modes of assertive behaviour report increased confidence and effectiveness’. (Davidson, 1992, P.62)  Hull and Umansky said: ‘The results suggest that the male managers evaluated the female as less effective than the male because she exhibited behaviour that conflicted with her predefined gender stereotype.’ (Hull, 1997, P.520)  

Mentoring and Networking  

     The majority of employers and senior managers within the UK are male.  Women who have made it to top management often talk about feeling isolated and experiencing a lack of support in their role as manager.  Many expressed the desire for mentoring as they had risen through the ranks, but with mixed and patchy availability.  Although the situation is gradually improving the small number of female managers means that senior women have little time to act as mentors to their subordinate females. ‘Junior women required nurturing of attitudes and characteristics that would allow them to succeed in the organisation whereas male counterparts exhibited personalities that made it easier to advance.’ (Cullen, 1993, P.132)   ‘It is possible that public accounting female protégés may differ from male protégés in the type of mentoring they receive, and this difference may be related to the higher turnover rate experienced by females in public accounting.’(Anderson, 1994, P.720)  It is clear that sufficient and relevant mentoring may be patchy or impossible, with women relying on informal networks for support.  ‘If you are looking for a mentor in your own organisation you may have little choice of gender, since there are still more men than women in senior positions.  In particular, if you are a lone women working among men you might have a male mentor in your company, but you might also want to find a lone woman mentor, someone who knows how isolated you can occasionally feel because of the strong male culture all around you.  In this case you have to rely on your networks.’ (Segerman-Peck, 1991, P.70)
     The development of support systems and networks has become a feature of many academic and management theories, which may improve the chances of new business start-up, it is therefore, not surprising that the need for networks supporting both traditional and alternative enterprises has become a feature of regeneration programmes.  

     The implementation of social and business networks to encourage economic development and entrepreneurship within the community has been documented as a positive influence providing support mechanisms and allowing external organisations to attain access to groups.  Few women meet other women in business, perhaps because of the location in which they work, with lack of time being given as a reason, also the disinclination to talk to other female entrepreneurs for fear they would be bossy or overbearing.  Shorthall S (2002) argues that traditional  organisations are gender biased because they follow the structure of their role within the community

     Research carried out by the Women’s Enterprise Development through Small Enterprise highlighted the following factors when looking at a successful women’s network.  In order to encourage and develop women entrepreneurs’ participation in rural or business networks and to enable support mechanisms to be accessed it is important that women are recruited to networks and made aware of programmes available.  This can be achieved through support from local government groups encouraging women to move into new employment areas, which may have been traditional male dominated.  These networks need to be sustained by an organising body and must ensure that prospective entrepreneurs have access to training for business activities and ICTs.
Barriers to Women Starting their own Business
     Winn (2004) found that both men and women start up in business as they desire control and autonomy and women particularly wish to make some sort of social contribution as well as financial gain. This desire to make a contribution other than financial could also influence attitudes to start up as well as growth which in turn may influence the way in which a woman may run her business. A study undertaken by Storey and Strange (1991) cited in Freeman and Varey (1998) found that male entrepreneurs were motivated by market factors such as growth and competitiveness, whereas women were more motivated by factors such as low staff turnover and strong customer relationships i.e. non-market factors. They do not necessarily equate growth with success. Referring to risk, Brindley (2005) points out that growth is a risk factor and as such women may be less inclined to follow a growth strategy, as it could impact on the very relationships that she deems to be important within the business, i.e. employee, customer relationships. However, it could also be that the risk of growth could place pressure on other aspects of a woman’s life external to the business so creating too great a perceived risk to family, or to personal relationships etc. and so too could be seen as a further barrier to women succeeding in their own business.
     However in Ljunggren and Kolvereid (1996) the findings point to the fact that women perceive themselves as having higher entrepreneurial abilities than men do, and higher perceived control as well as drive. The conclusion drawn is that women go through a more rigorous self screening process than do men, which could be a reason for fewer start-ups, as they only set up in business if they feel confident to do so. This could also be why so many women rely on strong family and social support when starting up in business as Ljunggren and Kolvereid (1996) point out. Linking in with this is the issue of confidence, and as indicated by Brindley (2005) women with a lower level of confidence may be more risk averse than those who have higher confidence levels. However, Ljunggren and Kolvereid (1996) contradict this and suggest that their research indicates that confidence is no longer a problem, and that a key factor in successful management of a small business is the requirements women place upon themselves. It could be, then that women take on the full force of the responsibility of running a small business, particularly in terms of ‘nurturing’ and social support offered as previously discussed (Moore et al, 2005) including their employees’ security, well being etc, and as such find that this proves to be too great a pressure.  So too are there further barriers that make the running of a small business an issue regardless of skills. Lack of experience and lack of expertise are also seen as being barriers to women starting up in business (Brindley 2005, Mirchandani 1999, Winn 2004). 
    Much of the above is derived from comparisons between male and female entrepreneurship, and male and female skills. Mirchandani (1999) points out, however, that by highlighting barriers that women experience, there are almost assumptions that these barriers can be removed by something the woman ‘does’ or ‘learns’ or by making changes in behaviour. Therefore the onus is on the women to change rather than for the existing structures to be changed. Woodd (2000) too points out that masculine values prevail, and that greater weight is still given to masculine traits, so creating further barriers preventing women from starting up their own business. 
     When taking all the barriers into consideration, it is not surprising that women’s perceptions of risk may be different to those held by men. Consequently how they deal with the perceived risks or barriers may be different to men. The self-screening process they go through may be a way of attempting to reduce the risk in their own minds.  Their attitude to growth may be an attempt to reduce the impact on personal, family and social relationships should the business become too demanding. So too, the need for support networks and mentoring may in some way go to mitigate the perceived risk. It is within this context of the woman attempting to minimise the risk that we see the role of Higher Education emerging. Expertise and experience were identified as key factors in business start-up, and so the opportunity to achieve qualifications and represent in tangible terms an ‘ability’ and achievement could be seen as a way of reducing risk for the woman and building up her expertise. Women will also be ready to ‘learn’ to accommodate a system that reinforces the values, norms characteristics and socialisation factors that require women to change rather than the system itself. 
     Higher Education therefore could play an important role in developing women entrepreneurs. But what is that role? How far are universities seeking to develop the opportunities that women present to the workplace and are they recognising and addressing the barriers that may exist for women taking their position in the workplace? Or is it perpetuating a system that is resistant to changes that are taking place?

Changes in H.E 
    However, the many changes in HE are impacting on how universities can in reality respond to the needs of all its stakeholders, as demands now come from many directions. Changes are evident with the marketisation of universities as many struggle to meet recruitment targets and so begin to promote themselves heavily. Competition increases and there becomes a fight to be the ‘best’, recruiting the ‘best academics’ in order to generate research income (Brown et al 2003). As a consequence, the ‘best’ university can be selective in their recruitment of students, and reputation, which is all important, becomes further enhanced.  The result of these changes is that there is less inclination towards equity, student needs are less likely to be addressed and that specific sectors of society, including women, are not catered for despite the policy of widening participation. Alternatively, those able to recruit the ‘best’ students are universities with the best reputation and so have no need to apply widening participation policies. That can be left to the ‘poorer’ universities and the notion of what is ‘best’ is perpetuated.
Is it also the case that universities themselves hold masculine values that dominate and so the traditions continue to be male, and are reinforced accordingly? Priola’s work (2004) discovers how gender identities in higher education are reproduced and so too are gender related expectations of managerial behaviour. This would tend to support the idea that the masculine values that dominate are recreated in HE. Using statistics provided by HESA (2000) she points out that in the UK 63% of academic staff are men, which again would lead to the tendency to recreate male values throughout the system. Indeed female students are likely to respond accordingly to this and Peter’s work (2000) regarding mature women studying at HE level indicates this, as she found that many of the women would place themselves in subordinate positions to the lecturers in terms of being both a student and a woman despite extensive knowledge and experience. Citing Belenky et al (1986) she states that “women experience themselves as mindless, voiceless and subject to the whims of external authority” (p15) and how lack of self-confidence in women will often cause them to remain silent. Citing Baxter-Magolda (1992) she states that students who see themselves subordinated in this way are less likely to believe that they have a contribution to make and the existing values continue to be reinforced. Babayan (2001), although referring to the Higher Education system in Armenia, states that “the methodology of the higher educational institutions completely rejects the gender ferment. Moreover, these institutions disseminate the gender asymmetry, favouring the patriarchal model of behaviour for the younger generation. The very structure of the higher educational institution and the distribution of career hierarchies within them demonstrate the male model of administration and domination of men” (p61). 
The MizBiz Project 
     The MizBiz project is an attempt to address the issues as outlined in the above discussion that 
confront women as they move into education and then onto entrepreneurship. The MizBiz Project was launched in September 2005, funded by the European Social Fund to address the needs of a specific region, namely South Cheshire where no such support exists at the moment. The project is managed by the Centre of Social Inclusion at Manchester Metropolitan University and is supported by the department of Business and Management where the project will operate.  MizBiz was designed to offer an accessible socially inclusive, regional service for women built on research that had identified the challenges and barriers faced by women moving into a learning situation and then onto developing their own business. The aim was to provide an integrated framework to build capacity in entrepreneurship, employability and professional skills that would address equal opportunities and widening participation. Consequently in easing the transition into education a key element of the project is to offer flexibility, with flexible part time study available consisting of units that are primarily face to face delivery but are supported by online delivery to improve accessibility of learning. 
     It is also recognised that many women may want to continue their learning and the programme is designed to allow for seamless progression throughout the Higher Education programmes from HNC through to Master’s level if required. 
     Building strength through partnership and support has been identified in the literature as a key factor, and the programme encourages the development of support networks. As part of this support online mentoring would play a vital role with appropriate mentors (enrolled from the business events) being teamed up with mentees to offer ongoing advice and encouragement. The literature review and research undertaken as part of the MizBiz project have identified those issues that need to be addressed in order to ease the transition for women into entrepreneurship. The following sections outline the approach used and the results of the research.
METHODOLOGY
     A key element identified by the research is the need for gender specific entrepreneurship training so as to ease the transition into entrepreneurship.  Consequently further research was undertaken to identify the nature of the gender specific training.

     Primary research has been undertaken amongst 100 attendees at MizBiz events, using questionnaires to explore the issues that women in small businesses face when considering start up or growth. Feedback was also obtained from guest speakers and organisations. The results of the primary research coupled with the findings of the literature review have identified the direction that the female only training should take as identified below
FINDINGS

     The female only entrepreneurship module has been developed and will function in four ways; to raise awareness of the unique attributes and characteristics of the female entrepreneur, to provide skills and knowledge which address female entrepreneurial issues and encourage, to create and raise awareness of female specific networking organisations and finally to enable the creation of a mentoring system by matching potential entrepreneurs with gender and area specific mentors.  The aim of this module is to facilitate the creation of new female enterprises and increase awareness of female entrepreneurs in the South Cheshire area.  A proportion of the input will be from support agencies, thereby raising the participants’ awareness of support agencies and other female run enterprises in the South Cheshire area.

     The module will be preliminarily delivered via six one-day sessions over a twelve-month period allowing the participants to build and develop their skills and knowledge over time in a flexible manner.  The participants will be issued with a portfolio, which will build into their own personal reflective resource.  Each session will have three facets; a formal practical delivery of the issues being covered during the session, an exhibition of relevant supporting agencies and other local female entrepreneurs, and a personal reflective element enabling the participant to highlight areas which need development thereby facilitating the development of their knowledge and skills. 

     A key feature of this module is that participants will include successful female entrepreneurs, potential female entrepreneurs, from a wide variety of areas, and undergraduate and post graduate students attending MMU courses. This serves to encourage entrepreneurship amongst students whilst at the same time developing potential mentors. 
Session 1 – Nature of Female Entrepreneurship

     This initial session will introduce the module and its elements and look at the nature of female entrepreneurship.  It will highlight the unique characteristics of the female entrepreneur and their approach to entrepreneurship and self-employment, covering issues of risk, work/life balance, education, skills and access to finance etc.
      The session will be delivered by lecturers and guest speakers who will highlight specific areas which need addressing.  Guest speakers will include local female entrepreneurs from a variety of backgrounds who will talk about their experiences of business start-ups and growing a business.  The exhibition area will include both local female entrepreneurs and support agencies such as Business Link, Banks, Accountants, PR businesses, IT companies, advertising agencies etc.  Wherever possible the support agencies will be run by females and It is hoped that by having support agencies and other female entrepreneurs the seeds of networking and mentoring will be sown for later on in the module.

Session 2 – Networking

      The session will be delivered by lecturers and guest speakers from female specific networks, such as WIRE, AWE and Prowess etc. This session will look at traditional networking opportunities, highlight the need for gender specific networking, look at how to network and how these networks can support and help female enterprises.  The exhibition area will include both local female entrepreneurs and networking agencies such as the ones listed above.  The session itself will have networking opportunities built in and it is hoped that the later sessions within the module will also act as networking opportunities.  From this it is proposed that an online networking system can be developed and that initial participants will be active members of the MizBiz network and attend these sessions when the module is run in later years, thereby growing the network.

Session 3 – Mentoring

     The session will be delivered by lecturers and guest speakers who will look at the features of a good mentoring system and the need for gender specific mentoring.  

     It is hoped from this session that an online mentoring system can be developed and that by the end of the session we will have a number of potential mentees who can be matched with our mentors.  A mentor-training course has already been delivered as part of a mentoring training scheme within MMU and a number of mentors are currently ready to be matched with their mentees.  As the module develops it is hoped that participants of this module will put themselves forward as future mentors.

Session 4 – Skills

     This session will be delivered by lecturers and guest speakers who will look at the skills required to be a successful entrepreneur such as motivation, self-efficacy, confidence, presentation skills, teamwork, interpersonal skills etc. The initial part of the day will allow the participant to identify their weak areas so that they can focus on their own development needs.  The main body of the day will be divided into training and development sessions covering all kind of skills areas, which the participants can elect to attend according to their requirements.  The exhibition area will include female entrepreneurs and training agencies that can offer additional training in the skills areas, which can be attended at a later date.

Session 5 - Business Planning

     This session will be delivered by lecturers and guest speakers and will look at the elements of a good business plan and highlighting the essential issues, which must be dealt with, if the plan is to be successful; for example the business idea, location, marketing and advertising, production, IT, legislation, finance and costing.  The guest speakers will give their experiences of business start-up and expansion highlighting their potential stumbling blocks and how they overcame initial teething problems.  The exhibition area will include support agencies and businesses that can supply the knowledge required to produce a professional business plan, such as IT experts, accountants, advertising agencies etc.  Participants will reflect on their knowledge and highlight areas which may need development or where they may need to employ outside agencies to carry out aspects of their business plan.  Those areas requiring development can be addressed in Session 6.
Session 6 – Knowledge

     This session will be delivered by lecturers and guest speakers and will again give an overview of the elements of a good business plan and knowledge areas required to start up and grow a successful business.  The main body of the day will be divided into sessions covering the main knowledge areas such as IT, Finance and Costing, Legislation, Marketing and Advertising, Production, Human Resource Management etc.  Participants will attend the sessions, which Session 5 has identified as being areas of weakness, in order to develop a full understanding of all the major business areas. The aim of the sessions is, not to necessarily enable them to complete the task themselves, but to ensure that they have a basic knowledge of the subject and have the ability to seek advice or employ an outside agency to complete the necessary tasks.  The exhibition area will again have female entrepreneurs and will have service providers, such as personnel companies, accountants, legal advisers, IT training services etc. in order for the participants to access knowledge areas.

CONCLUSION
     Despite the move to widening participation, universities are generally not focussing on women as a particular group, even though there are more women in higher education than men, (Equal Opportunities Commission, 1996 cited in Peters 2000) and the values and structures that exist continue to be laden with masculine values. Although many departments and centres may have attempted particular initiatives it is debatable whether a university system as a whole (let alone the higher education system) has adapted to meet the specific needs of women in an attempt to develop those skills that are so highly sought after by the workplace. Funding only highlights the problem. Due to lack of sustained funding, projects are taken up by interested individuals or departments, and then come to an end and so are unable to address the system as a whole. And so despite attempts described above and despite the fact that across universities in some faculties or departments there may be a higher proportion of women there are still certain masculinities that predominate.
      The MizBiz project cannot hope to address the issues rose regarding the university system as a whole, but can address on a more practical level those issues that women face when making the decision to move towards entrepreneurship. By developing a module that can be mainstreamed, sustainability is more likely to be achieved. The formulation of the MizBiz online networking and mentoring scheme will also encourage ongoing participation and support for female entrepreneurship in a more sustained way. Since this module is part of a larger project which encourages both female entrepreneurship and widening participation, it is hoped that the female entrepreneurs will be inspired to participate in other university modules and that the female students will be inspired to pursue entrepreneurship.
FURTHER RESEARCH AND DEVELOPMENT
     This module will be introduced in the 2006/7 academic year and it is hoped that this will be run annually.  During each session a feedback sheet will be given to participants and any issues dealt with and any resulting modifications made to the delivery and structure.  

     It is hoped that the MizBiz project will enable the University to develop a female entrepreneur online networking and mentoring facility, which will support female entrepreneurs within the South Cheshire area.

REFERENCES

Anderson, John, C; Johnson, Eric N. and Reckers Philip M. J., 1994, ‘Perceived Effects of Gender, Family Structure and Physical Appearance on Career’ 

Babayan, S (2001) ‘The Reconstruction of Society’s Gender Culture Through Higher Education in Armenia’ International Journal of Sociology and Social Policy Vol. 21 (1/2) pp 57-67

Baxter-Magolda, MB 1992, ‘Knowing and Reasoning in College’, San Francisco, Jossey- Bass, cited in  Peters H (2000) ‘Realising What I Truly Am. Mature Women Into Higher Education’ Equal Opportunities International Vol. 19 Number 2/3/4 
Belenky, M F, Clinchy, B M, Goldberger, N  R and Tarule, J M 1986, ‘Women’s Ways of Knowin’g, New York: Basic Books cited in Peters H (2000) ‘Realising What I Truly Am. Mature Women Into Higher Education Equal Opportunities International Vol. 19 Number 2/3/4 
Brindley, C (2005) ‘Barriers to Women Achieving Their Entrepreneurial Potential: Women and Risk’ International Journal of Entrepreneurial Behaviour and Research Vol. 11 No. 2
Brown, P, Hesketh, A, and Williams, S. (2003) ‘Employability in a Knowledge Driven Economy’ (1) Journal of Education and Work, Vol. 16 No 2 pp 107-126
Colling, Trevor and Dickens, 1998, ‘Selling the Case for Gender Equality; Deregulation and Equality Bargaining’.  British Journal of Industrial Relations, 36:3 Sept. P.389.

Cullen, Deborah L. and Luna, Gaye. 1993.  ‘Women Mentoring in Academe: addressing the gap in higher education’, Gender and Education, Vol. 5, No. 2.

Bryce. Jacky. 1999, ‘Under Educating Women; Globalizing Inequality’, Open University Press.

Coates, Maggie, 1994, Women’s Education, Open University Press

Davidson, Marily J. and Cooper Cary L., 1992, ‘Shattering the Glass Ceiling.  The Woman Manage’r. Paul Chapman Publishing Ltd
Equal Opportunities Commission (1996), ‘Facts about Women and Men in Great Britain’, Manchester: EOC.

Flanders Margaret L., 1994, ‘Breaking Through.  The Career Woman’s Guide to Shattering the Glass Ceiling’. P9.
Freeman. S., and Varey, R., (1998) ‘Women Communicators in the Workplace: Natural Born Marketers.’ Journal of Marketing Practice: Applied Marketing Science Vol. 4 No. 5

Gorard, Stephen, 2001, ‘Investigating the Patterns of Differential Attainment of

Boys and Girls at School’, British Educational Research Journal, Vol. 27, No. 2. P.126.
Grant, Rosemary, 1989, ‘Heading for the top – the career experiences of a group of women deputies in one LEA’.  Gender and Education, Vol. 1, No. 2, P119.
Higher Education Careers Service Unit (2004). ‘Seven Years On - Graduate Careers in a changing Labour Market’
Hull, Rita F. and Umansky, Philip H. 1997. ‘ An Examination of Gender Stereotyping as an Explanation for Vertical Job Segregation in Public Accounting.  Accounting’, Organisations and Society, Vol. 22, No. 6, P.520.
Ljunggren E and Kolvereid L (1996) ‘New business formation: does gender make a difference?’  Women in Management Review Vol.1 (4) pp. 3-12.

Mason, G and Williams, G. (2003) ‘How Much Does Higher Education Enhance The Employability Of Graduates?’ Summary report to HEFCE
Maupin, J. Rebekah and Lehman, Cheryl R. 1994, ‘Talking Heads: Stereotypes, Status, Se-roles and Satisfaction of Female and Male Auditors’.  Accounting Organisations and Society, Vol. 19, No. 4/5, P.427.
McDougall M (1994) ‘Equal Opportunities Versus Managing diversity; Another Challenge for Public Sector Management’
Mirchandani K (1999) ‘Feminist insight on gendered work: New directions in research on women and entrepreneurship’.  Gender, Work and Organisation Vol. 6(4)pp. 224-235.

Moore S, Grunberg L, Greenberg E, (2005) ‘Are female supervisors good for employee job experiences, health, and wellbeing?’  Women in Management Review Vol. 20 No. 2, pp. 86-95

Peters H (2000) ‘Realising What I Truly Am. Mature Women Into Higher Education’. Equal Opportunities International Vol. 19 Number 2/3/4 
Priola V (2004) ‘Gender and feminine identities – women as managers in a UK academic institution’ Women in Management Review Vol. 19 No 8 pp. 421-430

Rubery, Jill, 1992, ‘Pay, Gender and the Social Dimension to Europe’.  British Journal of Industrial Relations. 30:4 Dec. P.614.
Dr. Seggerman-Peck, Lilly M., 1991, ‘Networking & Mentoring, A Woman’s Guide’. Piatkus.
Shorthall S, 2001, ‘Women in the Field: Women Farming Organisations’. Gender Work and Organisations Vol. 8, No. 2, April 2002, P144-181.

Shorthall S, 2002, ‘Gendered Agricultural and Rural Restructuring; A Case Study of Northern Ireland’, Sociologia Rurialis, Vol. 42, No. 2, P160-175.
White, Barbara, 1994, ‘Women’s Career Development’.  A Study of High Flyers, Blackwell Press.

Storey, D.J. and Strange, A. (1992) ‘Entrepreneurship in Cleveland’1070-1982: A Study of the Effects of Enterprise Culture, Warwick Business School cited in Freeman. S., and Varey, R., (1998) ‘Women Communicators in the Workplace: Natural Born Marketers.’ Journal of Marketing Practice: Applied Marketing Science Vol. 4 No. 5
Winn, J (2004) ‘Entrepreneurship: not an easy path to top management for women’. Women in Management Review Vol. 19 No 3 pp. 143-153
10
OCTOBER 15-17, 2006

GUTMAN CONFERENCE CENTER, USA

