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Abstract - Women micro entrepreneurs (MEs) play a vital role in every economy. Most of the women MEs encounter 
challenges in the survival of enterprise despite numerous development progrmmes available for promoting them. Thus, the 
puzzle needs attention is whether such programmes are not sufficient enough for promoting talents of women MEs. 
Accordingly, present study addresses the question: to what extent the existing support programme shave facilitated in talent 
promotion of women MEs. This is a qualitative enquiry focusing on the context of a developed economy where development 
programmes are readily available. The study finds that women MEs take attempts by themselves for talent promotion, 
however, the existing support systems are serving at lower levels of entrepreneurial needs. The study emphasizes the need of 
diversifying support systems for catering to diverse needs of the women MEs.   
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I. INTRODUCTION 
  
An increasing trend of women’s participation in 
economic activities has been noted in many parts of 
the globe. Women’s contribution to economic 
development through involvement in micro 
enterprises (MEs) have been praised not only in 
developing economies, but also in developed 
economies. At the same time, sustainability of 
women’s MEs have been challenged everywhere in 
the globe.This reveals the necessity of promoting 
talents of women MEs in enterprising. In response to 
this, evidences prove that government authorities 
have been sensible in addressing the promotional 
needs of women’s enterprises throughout past 
decades. Especially, developed economies have taken 
diverse measures to promote women in MEs (Sato, 
2013; Small and Medium Enterprise Agency, METI, 
2017). Then, the paradox remains for scholarly 
attention is to what extent these national efforts have 
been engaged in real talent promotion of women MEs 
and what are the prospects of such efforts in a 
developed economy. Despite some of the attempts in 
researching into talent management in SMEs, such as 
nature of talent management in SMEs (Festing, 
Schäfer & Scullion, 2013); talent management 
practices in SMEs (Phoemphian, Sakulkoo, &Tubsree, 
2015); how talent management applies in medium 
scale enterprises (Valverde, Scullion & Ryan, 2013); 
talent management messages in SMEs 
(Bish&Jørgensen, 2016); talent development and 
employee retention in SMEs (Ngozi, 2016); and 
talent retention in SMEs (Wee, 2013), there seems a 
dearth of revelations on how talent promotion takes 
place and/or supportive in women’s micro enterprises 
(MEs). Thus, aim of this study is to explore the 
support extended for talent promotion of women MEs 
in a developed economy context. Literature in 
Japanese context evidences to the country’s 

commitment to support micro enterprises in 
managing, surviving, resourcing, and developing 
business (Sato, 2013; Small and Medium Enterprise 
Agency, METI, 2017). Accordingly, present study is 
conducted in the Japanese context. 
The structure of the paper is as follows. The 
following section reviews the meaning of the concept 
of ‘talent’ in relation to enterprising, talent 
management, talent development and talent retention 
and present the working definition of talent 
promotion for the present study. Then, the paper 
elaborates briefly the method adopted in conducting 
the research. Next, it presents the results of the study 
and conclude with a few implications for policy 
makers. 
 
II. REVIEW OF LITERATURE 
 
2.1 Talent Management, Talent Development and 
Talent Retention 
‘Talent’ is the highest level of potential through 
which individuals make differences or contributions 
to organizational performance, and thus it means 
‘high-value staff’, ‘high performers’ and/or ‘high-
potentials’ in organizations(Iles, Chuai&Preece, 2010, 
p.127). Thus, talent is proven to be an essential asset 
for the development of an enterprise.Talent 
management at individual level, and talent 
development and talent sourcing at organizational 
level, have been well discussed and debated as 
imperatives in the process of human resource 
development (HRD) as well as human resource 
management (HRM) in organizations (Iles, 
Preece&Chuai, 2010).  Talent management means the 
‘systematic attraction, identification, development, 
engagement/retention and deployment of those 
individuals with high potential who are of  particular 
value to an organization’ (Iles, Chuai&Preece, 2010, 
p.127). Further, talent development has been 
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identified as “the way towards changing a firm, its 
workers, its partners, and gatherings of individuals 
inside it, utilizing arranged and spontaneous 
learning…which is to accomplish and keep up a 
competitive advantage for the company” (Ngozi, 
2016, p.130). Not only talent development but also 
talent retention has been critical, especially in small 
and medium scale enterprises (SMEs), and so, talent 
has become the most important source of 
organization sustainability of SMEs (Wee, 2013). 
 
2.2 Working Definition for Talent Promotion 
‘Talent promotion’, which could be treated as a 
macro level human resource practice, can be defined 
in the context of a business involvement as; 
“providing opportunities to grow while enhancing 
knowledge, skills and experiences in the business”. 
Talent promotion would be strongly needed for the 
minority groups those attempt to sustain their 
business among a competitive majority. 
 
2.3 Talent Promotion for Enterprising 
Talent of entrepreneurs is essential for enterprise 
survival and increasing the competitive advantage for 
the business (Phoemphian,Sakulkoo&Tubsree, 2015). 
Thus, talents needed for entrepreneurs have been seen 
from different angles. Talent in Spanish medium-
sized firms is identified in terms of commitment, 
motivation, loyalty and close involvement of 
employees with the company, besides their just being 
capable of carrying out the job (Valverde, Scullion & 
Ryan, 2013).The level of development of 
entrepreneurs has been defined through different 
types of skills along with four dimensions such as 
technical skills, managerial skills, entrepreneurial 
skills and personal maturity (Lichtenstein & Lyons, 
2001). Phoemphian, Sakulkoo and Tubsree (2015) 
find that talent development in SMEs include training, 
adding challenging tasks, coaching and mentoring, 
and on the job training. In a more broader view, 
Ngozi (2016) reports that talent development includes 
changing a firm, its workers, its partners, and 
gatherings of individuals inside it, utilizing arranged 
and spontaneous learning towards the achievement of 
goals and accomplishing competitive advantage for 
the business. These talents seemdifficult to be 
acquired individually in isolation, especially for 
women and minority groups in a community, without 
sufficient facilitation for talent promotionsupported 
by responsible authorities. 
 
III. RESEARCH METHOD 
 
3.1 Research Strategy 
 
Present study was conducted as part of a survey 
focusing on the effects of institutional environment 
on women-led MEs performed in Japan in 2017 

(July-September). A qualitative approach was 
adopted in probing in to the research questions, 
utilizing semi-structured, in-depth, exploratory 
interviews.  
 
3.2 Respondents 
Main respondents of the study were Japanese female 
micro entrepreneurs based in Tokyo. In addition, 
officers at two business support centers and a service 
provider for women micro entrepreneurs were 
interviewed for data collection. The main respondents 
were approached through local community, 
exhibition centers, entrepreneur award runners-up, 
and interviewees themselves (snowballing), and the 
cases were selected conveniently irrespective of the 
industry, nature of business, age, and specific location.  
 
3.3 Data Collection and Analysis 
This exploratory study used interviews and formal 
discussions for collecting data. The interviews 
enabled to listen to the real experiences of women 
micro entrepreneurs and the experts in the field. The 
interview guide, prepared for women micro 
entrepreneurs prior to the field survey, addressed the 
themes; (a) reason/s for business start-up, (b) 
entrepreneurial talent/potential possessed at the start-
up, (c) talent promotions needed, (d) regulatory 
support experienced vis-à-vis talent promotion (e) 
professional skill development and knowledge 
acquisition supported, (f) problems encountered, and 
(g) intention for growth and problems foreseen.     
 
In most of the cases, the interview guide was sent to 
the respondents by e-mail prior to the date of 
interview. Formal discussions with the officers at 
business support centers were held on prior 
appointments and based on a semi-structured 
interview guide. One interview with a service 
provider for women micro entrepreneurs was also 
held in Tokyo in terms of collecting data from the 
view point of a private expert in the field. Interviews 
were held in Japanese language.The data were 
transcribed, translated in to English language, and 
sent back to the interviewees for checking. Thereafter, 
a several rounds of reading of the recorded data led to 
identification of few themes which helped compiling 
the results of this study. 
 
IV. RESULTS 
 
Profile of the respondents and the major findings are 
presented in the following sections. 
 
4.1 Profile of the Respondents 
 
Profile of the respondents is presented in the table 1 
below.

Profile of the respondents is presented in the table 1   
below. 
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Table 1: Characteristics of respondents and their enterprises 

 
4.2 Self-acquired Talents 
Almost all women MEs interviewed in the study had 
prior engagement in similar business activities prior 
to the start-up either as an employee of another 
enterprise or in terms of her own hobby.Thus, the 
self-identified potential/talent was evident at the point 
of business start-up. This already possessed talent has 
strengthened the competitive advantage for women 
MEs to start and further sustain in the business. 
Majority of the respondent MEs showed their 
enthusiasm to be more educated in the same field , 
especially with business skills. Some of them had 
already participated in short-courses or further 
learning activities by themselves. However, none of 
them revealed any support for talent promotion 
provided by government authorities. Nonetheless, 
there seemed ample opportunities open up for women 
MEs to make use of in such individual efforts. 
Majority of women MEs stated/agreed that talent 

promotion is essential for them to grow in the 
business. Most of the skill development programmes  
 
supported by the central government, prefectural 
government or other agencies were mainly focusing 
individuals at the start-up stage of the enterprises. 
 
4.3 Nature of Support Available 
As is understandable even in common sense, the 
infrastructural and technological environments in 
developed economies have created a level of 
significant facilitation for women MEs, making it a 
completely different case for this constituent group 
when compared to that in developing economies. As 
revealed through findings, there are a wide range of 
supportive systems available for micro entrepreneurs 
(irrespective of the gender) in Tokyo metropolitan 
area and the surrounding prefectures. Such services 
include supports for business planning, educating of 
available supportive agencies, arranging experience 
sharing sessions conducted by successful 
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businessmen/women, and directing towards some 
financial supports are among these supports. Thus, 
the available supports mainly (or completely) focus 
on providing guidance for starting a new business 
rather than promoting the existing enterprises. As 
revealed, talent promotion has never being an agenda 
in such programmes.    
 
4.4 Normative Environment for Talent Acquisition 
Even though the experience of gender equality was 
reported by none of the women MEs interviewed, 
however still, gender neutrality and cultural 
impartiality could be seen in its normative 
environment. Young women in MEs are eager to 
acquire more knowledge in the business profession 
and try their best to become a part of the social nest. 
They look forward to develop their businesses 
gradually, if not at a higher speed. The expectations 
of women MEs in young generations seem to be more 
dynamic, seeking flexibility, work-family balance 
and social interactions when compared to the 
conventional women MEs belonged to comparatively 
older generations. Thus, talent promotion seems to be 
a possible and needy HR development practice for 
women MEs.   
 
4.5 Need of Diverse Talent Promotion 
Programmes 
The study found that, in contrast to the male 
counterparts, women MEs tend to form diverse 
business models at the business field. However, the 
authorities have not been sensible enough to cater to 
these diverse business models with diverse talent 
promotion packages. Thus it seems a real need in the 
women entrepreneur community. 
Most of women MEs interviewed revolve around 
easy-to-enter, easy-to-continue and slow-growing 
enterprises. Therefore, talent promotion would prove 
to be a measure for sustaining women MEs even in 
developed contexts. 
 
CONCLUSION AND IMPLICATIONS 
 
Conclusion 
Despite the use of several micro and meso level 
practices in contemporary work organizations for 
developing human resources, taking actions for 
‘promoting’ talents of human resources at micro level 
enterprises seems to be an important need for national 
economic development of any country. Thus, 
promoting talents of women MEs for sustainable 
business enterprising seems to be a crucial need of 
the day. Further, talent promotion can be recognized 
as a measure to be taken at national policy level, and 
subsequently, adopting such policies to the 
betterment of needy constituents becomes a partial 
responsibility of a national government.  
Implications 

Present study provides a few implications. Despite 
the fact that sufficient attention should be exerted on 
promoting financial, intellectual and social capital for 
women in MEs in developed economies, it is equally 
important to pay enough attention to the talent 
promotion of such needy constituents. Thus, the 
significance of been sensitive to the diversity of needs 
of women MEs with different demographic profiles 
and creating a mechanism for responding to such 
demographic profile-driven needs would be 
suggestible as policy implications. 
Limitations and Directions for Further Research 
Present study conducted the exploration in a single 
context. However, there can be different support 
systems available for women MEs at different 
contexts. Further, cultural limitations also could have 
impacted the result of the study. Thus, there is a 
possibility that a cross cultural exploration would 
bring some more insights into the matter of 
investigation.  
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