
fpsyg-11-01556 July 1, 2020 Time: 18:38 # 1

ORIGINAL RESEARCH
published: 03 July 2020

doi: 10.3389/fpsyg.2020.01556

Edited by:
Sukanlaya Sawang,

Coventry University, United Kingdom

Reviewed by:
Jen-Chia Chang,

National Taipei University
of Technology, Taiwan

Etienne St-Jean,
Université du Québec à Trois-Rivières,

Canada

*Correspondence:
Martin Mabunda Baluku

mbaluku@chuss.mak.ac.ug;
mbaluku1@gmail.com

Leonsio Matagi
matajileon@yahoo.com

Specialty section:
This article was submitted to

Organizational Psychology,
a section of the journal
Frontiers in Psychology

Received: 22 December 2019
Accepted: 10 June 2020
Published: 03 July 2020

Citation:
Baluku MM, Matagi L and Otto K

(2020) Exploring the Link Between
Mentoring and Intangible Outcomes
of Entrepreneurship: The Mediating

Role of Self-Efficacy and Moderating
Effects of Gender.

Front. Psychol. 11:1556.
doi: 10.3389/fpsyg.2020.01556

Exploring the Link Between
Mentoring and Intangible Outcomes
of Entrepreneurship: The Mediating
Role of Self-Efficacy and Moderating
Effects of Gender
Martin Mabunda Baluku1,2* , Leonsio Matagi1* and Kathleen Otto2

1 Department of Educational, Social and Organizational Psychology, School of Psychology, Makerere University, Kampala,
Uganda, 2 Work and Organizational Psychology, Department of Psychology, Philipps-University Marburg, Marburg, Germany

Entrepreneurship education is increasingly becoming a focal strategy for promoting
entrepreneurship, particularly to foster entrepreneurial intentions and startups. However,
learning and support are equally important after startup for novice entrepreneurs to
gain a good level of confidence to manage their business and achieve the desired
outcomes. Using a sample of 189 young self-employed individuals in Uganda, this study
examines the differential impact of mentoring and self-efficacy on the achievement of
intangible outcomes of entrepreneurship including satisfaction of need for autonomy,
work satisfaction and the intention to stay in self-employment. We found self-efficacy to
mediate the effects of mentoring on these intangible outcomes. In addition, the results
showed substantial gender differences. Whereas women’s satisfaction of the need for
autonomy and intention to stay in self-employment were strongly associated with the
direct effects of mentoring, their male counterparts seemed to benefit more if mentoring
resulted in increased self-efficacy. Overall, our findings suggest that whereas mentoring
improves the competence of small business owners and consequently achievement of
superior outcomes, mentoring should also focus on boosting self-efficacy which in turn
is essential for the application of the entrepreneurial competencies.

Keywords: autonomy, entrepreneurial mentoring, entrepreneurial outcomes, gender differences, intention to stay
in self-employment, self-efficacy, work satisfaction

INTRODUCTION

The need to foster entrepreneurship to boost innovation, self-employment, and economic growth
has sparked greater efforts in reviving entrepreneurship education and training (Sánchez, 2013).
The assumption is that entrepreneurial training has indirect effects on economic development
(Hasan et al., 2017; Nabi et al., 2017; Hahn et al., 2019) through development of the ability to identify
and act upon business opportunities (Politis, 2005). While appreciating the contribution of this
fast-growing field to entrepreneurship development, it is also important to recognize that it mostly
focuses on stimulating new startups. After starting up, entrepreneurs need to continue to learn
and receive appropriate support to cope with the challenges of the new business to enable success
and persistence. Learning, especially from failure, enables entrepreneurs to gain insights about
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the critical points in the entrepreneurial process (Cope,
2011). However, entrepreneurs can avoid failure and increase
likelihoods of success of new start-ups through continues formal
and informal learning from mentors and critical incidents
(Sullivan, 2000). The present study, therefore, focuses on
entrepreneurial learning through mentoring and its association
with entrepreneurs’ perceived level of competence (self-efficacy)
and entrepreneurial outcomes.

Entrepreneurial mentoring involves an experienced
entrepreneur supporting a prospecting or novice entrepreneur
in acquiring the necessary competency for establishing and
managing his or her business venture (St-Jean and Audet, 2012;
Xiao and North, 2017). The support may appear in different
forms including but not limited to experience sharing, role
modeling, coaching, apprenticeships, networking, information
sharing, motivation, guidance, and feedback (Beckett, 2010;
Gong et al., 2011; St-Jean, 2012; Radu Lefebvre and Redien-
Collot, 2013; Moore and Wang, 2017). The learning gained from
these support efforts and the experiences of the entrepreneur
transform into knowledge and skills that enable novices to
effectively startup and manage their business ventures (Politis,
2005). Moreover, learning facilitates coping with the challenges
of starting and managing a business (Politis, 2005), which
may facilitate the attainment of objective and subjective
entrepreneurial outcomes including venture performance,
entrepreneur satisfaction, and psychological wellbeing. In
the present study, we propose that self-efficacy, which partly
develops from entrepreneurial learning, mediates the effects of
mentoring on entrepreneurial outcomes.

Karlsson and Moberg (2013) claim there is an inadequate
understanding of the outcomes of entrepreneurial education.
Much of entrepreneurial education and training efforts tend to
emphasize the acquisition of cognitive or hard skills. Trainers
focus on aspects such as business planning, managing finances,
record keeping, savings, and investment. However, effective
training and mentoring programs result in the development
of non-cognitive skills and resources as well. Notable amounts
of affective learning result from entrepreneurial mentoring,
which is further associated with benefits relating to the self-
concept of the entrepreneur particularly self-efficacy and self-
image (St-Jean, 2012). The enhanced perception of an individual’s
entrepreneurial abilities through education is associated with
behavior (Karlsson and Moberg, 2013), suggesting higher
likelihoods of exerting more effort in one’s entrepreneurial
activities and consequently higher entrepreneurial success.

In work contexts, mentoring is associated with career
clarity, superior performance, adaptability in career and work,
job satisfaction, higher income, and professional commitment,
(Cascio and Gasker, 2001; Wanberg et al., 2006; Mitchell et al.,
2015; O’Mally and Antonelli, 2016). This depicts mentoring
as relevant for attaining both objective and subjective work
outcomes. In entrepreneurship, mentoring has been associated
with objective outcomes specifically skill improvement (Sarri,
2011; Kyrgidou and Petridou, 2013; Gimmon, 2014) which
consequently translate into high performance and persistence or
business continuity (McKevitt and Marshall, 2015). Our focus
is primarily on subjective and intangible outcomes including

intrinsic and extrinsic work satisfaction, satisfaction of basic
psychological needs (with specific reference to the need for
autonomy), and intention to stay in self-employment. In this
direction, previous research has demonstrated that mentoring is
associated with entrepreneurs’ job satisfaction, and self-efficacy
(St-Jean and Audet, 2013; Gimmon, 2014).

In the present study, we highlight the importance of
self-efficacy as a mediating mechanism through which
entrepreneurial mentoring asserts its influence on satisfaction
of need for autonomy, intrinsic and extrinsic work satisfaction,
and the desire to stay in self-employment. The study of St-Jean
and Mathieu (2015) indicates that self-efficacy mediates the
link between mentoring and psychological outcomes such as
an entrepreneurial attitude, satisfaction, and persistence. In
the present study, we not only test this claim among small
business owners in a less developed country but also link
mentoring and efficacy to satisfaction of the psychological need
for autonomy and the intention to stay in self-employment.
Whereas mentoring has numerous benefits to prospecting and
novice entrepreneurs, there are variations based on individual
differences including gender (Ensher et al., 2000). We, therefore,
propose a moderated mediation model such that the effects of
mentoring on intangible entrepreneurial outcomes are mediated
by self-efficacy and moderated by gender. The theoretical basis
for our proposition is presented in the subsequent section.

THEORY AND HYPOTHESIS
DEVELOPMENT

In the present study, we posit that self-efficacy is a mediating
mechanism through which entrepreneurial learning accruing
from mentoring impacts on entrepreneurial outcomes. Self-
efficacy reflects an individual’s belief in his/her abilities and skills
to perform a given task and is a precedence for exerting effort,
performance, persistence, and success in the task (Bandura, 1997,
2010). Rooted in the social cognitive theory that emphasizes
role modeling, person characteristics, and the importance of
the environment (Lent et al., 1994, 2002; Lent and Brown,
2013), the self-efficacy theory suggests that self-efficacy develops
from mastery experiences, role modeling, social persuasion,
and one’s physiological and mood state (Stajkovic and Luthans,
1998; Bandura, 2010). Three of these sources of self-efficacy
are reflected in the roles of an entrepreneurship mentor.
A mentor is a person who acts as a role model, works together
with and encourages the protégée, in addition to providing
informational and emotional support, persuading, reassuring,
motivating, inspiring, guiding, and integrating the mentee in the
entrepreneurship community (St-Jean, 2012; St-Jean and Audet,
2012; Nabi et al., 2019). Working with novice entrepreneurs
or offering them apprentice opportunities, role modeling and
encouragement are important learning opportunities for the
development of entrepreneurial self-efficacy (Wilson et al., 2007).

One of the central ideas in the self-efficacy theory is that
engagement and persistence in a given activity is a function
of judgment about one’s skills and capabilities to accomplish
the activity but also the ability to cope with the environmental
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demands in which the activity is conducted (Maddux, 1995).
Following this assumption, self-efficacy is associated with shaping
thoughts that underlie behavior, regulation of motivation,
regulation of emotions, selection of activities and environments
(Bandura, 2010). In the entrepreneurial sense, therefore, self-
efficacy influences the nature of entrepreneurial activities, the
efforts business owners exert in running their ventures, and
the affective responses to risks and failures; which further
determine the entrepreneurial outcomes. Self-efficacy is an
important aspect of perceived behavioral control (Ajzen, 2002)
and psychological capital (Luthans et al., 2004, 2015); which
constructs are important predictors of engaging in a given
behavior. From the psychological capital theory, psychological
resources including self-efficacy are associated with commitment,
performance, and job satisfaction (e.g., Larson and Luthans,
2006; Luthans et al., 2007b; Avey et al., 2010; Baron et al.,
2016a). Hence, self-efficacy could be an important resource for
attaining not only the objective entrepreneurial outcomes but
also the subjective ones. The predicted associations of self-
efficacy with mentoring and intangible entrepreneurial outcomes
are indicated in Figure 1 and discussed in the subsequent
subsections. However, we begin with elucidating the intangible
entrepreneurial outcomes.

Intangible Outcomes as Measures of
Entrepreneurial Success
Individuals go into entrepreneurship for different reasons.
Therefore, success does not necessarily have a uniform meaning
among all entrepreneurs. To some, it is about creating wealth
or financial gain (Parker, 2009). To others, fulfillment of
personal goals that are non-financial in nature such as autonomy
and independence, self-realization, recognition, and flexible
working times may be the expected outcomes (DeTienne
et al., 2008; Edelman et al., 2010; Baron et al., 2016a; Baluku
et al., 2018b). Even for those who predominantly pursue
financial goals, intangible outcomes are also targeted or at
least unintended yet vital outcomes. Hence, entrepreneurs’
evaluations of success tend to be more than the objective

economic indicators of performance and profits, and therefore
important for research to focus on the subjective aspects of
success (Baron et al., 2016a; Wach et al., 2016). Subjective
entrepreneurial success depicts an individuals’ understanding
and evaluation of the valued achievements from the business
venture (Dej and Gorgievski, 2012; Wach et al., 2016). In
the present study, we focus on specifically subjective and
intangible outcomes including satisfaction of the need for
autonomy, work satisfaction, and intention to stay in self-
employment.

Satisfaction of Need for Autonomy
The Self-Determination Theory suggests that the autonomous
motivation to engage in behavior or activity, which is mostly
intrinsic in nature, represents the desire for psychological growth
and flourishing (Ryan and Deci, 2000, 2017). Psychological
growth, integrity, and wellbeing are attained when three
psychological needs including autonomy, competence, and
relatedness are satisfied (Ryan and Deci, 2017); hence the pursuit
to satisfy these needs is a basis for engaging in activities and
behaviors that individuals find inherently interesting (Deci and
Ryan, 2000; Ryan and Deci, 2000; García Calvo et al., 2010;
Welters et al., 2014). In turn, satisfying these needs facilitates
optimum psychological functioning and wellbeing (Deci and
Ryan, 2008). In the domain of work, satisfaction of the need
for autonomy is particularly regarded as important for workers
wellbeing and functioning (Van den Broeck et al., 2010; Otto
et al., 2013) and has been cited as one of the major reasons
why some people have a preference for an entrepreneurial
career (Kolvereid, 1996; Hundley, 2001; van Gelderen, 2010;
Croson and Minniti, 2012). It is claimed to be an important
determinant of entrepreneurs’ job satisfaction and happiness
(Binder and Coad, 2013; Berglund et al., 2015; Baluku et al.,
2018b). This psychological need represents the desire for self-
regulation, which is different from independence or self-reliance,
and rather encompasses behaviors that are congruent to one’s
inherent interests and values (Ryan and Deci, 2017). In this
paper, we demonstrate how mentoring has the potential for

Mentoring 

• Motivation 
• Information support
• Role models 
• Guidance  

Gender Self-efficacy 

Intangible entrepreneurial outcomes  

• Satisfaction of need for 
autonomy

• Work satisfaction
• Intention to stay in self-

employment

FIGURE 1 | Conceptual model.
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enabling novice entrepreneurs to achieve gratification of the
need for autonomy.

Work Satisfaction
The Industrial and Organizational psychology literature is not
devoid of work or job satisfaction research, most of this
research is concerned with the intrinsic and extrinsic job
satisfaction of employees in organizations though, while rarely
job satisfaction of own-account workers or entrepreneurs is
taken into account. In the present study, satisfaction denotes the
conceptualization of work satisfaction as a state of emotional
pleasure accruing from the appraisal of an individual’s work as
facilitating the achievement of one’s work values (Locke, 1969).
This involves an evaluation of whether one is achieving the
intrinsic and extrinsic goals he or she expects from his or her
work. Hence, work satisfaction portrays happiness with one’s
work; which is often reflected in pleasant moods, emotions,
wellbeing and positive attitudes (Fisher, 2010). Similar to
satisfaction of employees, both intrinsic and extrinsic aspects
of work satisfaction must be considered in self-employment,
since these are distinct and may be related differently to other
predictor or outcome variables (Hauber and Bruininks, 1986;
Hirschfeld, 2000). Work satisfaction as an important work
attitude has an influence on several domains of an individual’s
life. Therefore, perceptions of satisfaction or happiness at
work are extremely important for an individual’s overall
happiness (Olsson et al., 2013; De Neve and Ward, 2017). In
the entrepreneurial context, work satisfaction has a spillover
effect on other entrepreneurial outcomes including venture
performance and profits (Dijkhuizen et al., 2016) and willingness
to persist in an entrepreneurial role (Baluku et al., 2018a).
Whereas entrepreneurs job satisfaction has previously been
linked to individual attributes such as personality (Berglund
et al., 2015), work-person fit (De Jager et al., 2016; Langer
et al., 2019) and attainment of work autonomy (Sappleton and
Lourenço, 2016; Baluku et al., 2018b; Shir et al., 2018), we
posit in the present paper that mentoring and the resulting
self-efficacy are also foundations for achieving satisfaction in
entrepreneurship work.

Intention to Stay in Self-Employment
The willingness to continue with work in the entrepreneurship
field could be an important proxy indicator of the positive
evaluation of their work and outcomes. Extant research has
investigated the related constructs of entrepreneurial success,
failure, exit, and re-entry. However, literature is silent on
entrepreneurs’ intention to stay in their roles for a long time. Patel
and Thatcher (2014) labeled this phenomenon as persistence in
self-employment, while other researchers have investigated it in
terms of commitment to one’s own business (Felfe et al., 2008;
Baluku et al., 2018a,b,; Schummer et al., 2019). Persistence in
entrepreneurial work is important for realization of the economic
benefits of entrepreneurship since these tend to accrue in the long
term than in the short term (Baluku et al., 2018a; Schummer et al.,
2019). Having the intention to stay in this form of employment,
which reflects the commitment to the form of employment (Felfe
et al., 2008) generates higher morale and effort, hence an essential

attitude that can stimulate attainment of other work outcomes
(Felfe et al., 2008).

Entrepreneurial Mentoring
Scholars and practitioners alike are increasingly focusing
attention on entrepreneurship education. The assumption is
that entrepreneurial learning has the potential to stimulate
successful innovations and entrepreneurial startups through
the acquisition of entrepreneurial competencies, development
of positive entrepreneurial attitudes, and fostering innovative
ideas (Man, 2019; Wang et al., 2019; Wei et al., 2019).
Whereas much attention is being paid to entrepreneurship
education in universities and other formal settings, learning
that supports entrepreneurship development in informal settings
should not be forgotten or ignored. Moreover, the effectiveness
of entrepreneurial mentoring could be dependent on the context
(Ting et al., 2017). It has been posited that informal mentoring
is well suited to small business owners given the context in
which they operate (McKevitt and Marshall, 2015). In this study,
we particularly focus on the impact of informal mentoring on
attaining intangible entrepreneurial outcomes.

At the general level, entrepreneurial mentoring is a learning
process in which the experienced entrepreneur supports
the development of a prospecting or novice entrepreneur
(Beckett, 2010; Gong et al., 2011; St-Jean and Audet, 2012;
Xiao and North, 2017). Entrepreneurial mentoring facilitates
entrepreneurial learning in a number of ways including
motivation, information support, counseling, reflection,
integration, guidance, and role modeling (St-Jean, 2012). Like
formal mentoring relationships, informal mentoring is important
and has the potential for stimulating attainment of important
entrepreneurial outcomes including persistence and survival,
reduction in costs, satisfaction, psychological wellbeing, and
business leadership. Evidence from research on informal and
formal mentoring among organizational employees shows that
informal mentoring may actually have stronger positive impact
on self-efficacy and leadership as well as on work outcomes
such as salary, intrinsic job satisfaction, and commitment (Chao
et al., 1992; Raabe and Beehr, 2003; Van Emmerik, 2004). This
is because they report receiving better support than those in
formal mentoring situations (Chao et al., 1992). Mentoring
functions such as information sharing, support with creating
networks, guidance and experience sharing (Beckett, 2010; Gong
et al., 2011; Radu Lefebvre and Redien-Collot, 2013) frequently
occur informally especially among small business owners in the
informal sector. Such mentoring can come from entrepreneurial
socializing agents including family, peers, and friends who are
experienced in business, role models, and others who support
skill development and provide essential resources including
information and knowledge. All these aid novice entrepreneurs
to adjust to their entrepreneurial roles (Starr and Fondas, 1992;
Krueger, 2007). To highlight the role of informal mentoring,
Brodie et al. (2017) suggest that formal mentoring programs
should be supplemented by informal mentoring relationships
in form of peer support; and where possible both formal and
informal mentoring need to be incorporated in entrepreneurial
learning programs (Edwards and Muir, 2005).
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Like formal mentoring, informal mentoring facilitates skills
acquisition and change in attitudes among prospecting and
novice entrepreneurs (Ahmed et al., 2017; Baluku et al., 2019b),
hence improves competence for opportunity recognition and
efficacy for action. Mentors in the informal setting tend to offer
more hands-on training and practical information since this type
of learning occurs in the natural business environment and on
the job. Moreover, practical training is associated with superior
entrepreneurship learning outcomes (Autio et al., 2001; Fayolle
and Gailly, 2015; Huq and Gilbert, 2017).

The immediate outcomes of entrepreneurship education
and learning include the acquisition of entrepreneurial skills
and knowledge. Beyond professional skills such as business
planning and financial management, mentoring does support
the development of soft and affective skills that are related to
the core functions of an entrepreneur. Soft skills such as self-
efficacy or boost in confidence are important (St-Jean and Audet,
2012; Brodie et al., 2017) which further facilitate the application
of entrepreneurial skills. In addition, entrepreneurial mentoring
offers novice entrepreneurs a platform for obtaining emotional
support, learning to make decisions, building a professional
identity and belonging to the entrepreneurship community
(Terjesen and Sullivan, 2011; St-Jean and Audet, 2012; Radu
Lefebvre and Redien-Collot, 2013). These, in turn, should
facilitate the achievement of intangible entrepreneurial outcomes
including wellbeing, autonomy, satisfaction, and the desire to
persist in the entrepreneurial role. Concerning the dimensionality
of work satisfaction, although extant research has mainly focused
on intrinsic aspects, there is evidence suggesting that mentoring
also has positive effects on extrinsic satisfaction of individuals
small businesses (e.g., Lo and Ramayah, 2011). Both formal and
informal support, guidance, and other mentoring functions have
the potential to facilitate creation of better working conditions
for one’s self or appreciation of the work environment, dealing
with one’s employees and taking decisions in a better way, thereby
enhancing extrinsic satisfaction. Considering the above literature,
we hypothesize that:

Hypothesis 1: Entrepreneurial mentoring is positively
related to the self-efficacy of entrepreneurs.
Hypothesis 2: Entrepreneurial mentoring positively
predicts (a) satisfaction of the need for autonomy (b)
intrinsic work satisfaction, (c) extrinsic work satisfaction,
and the (d) intention to stay in self-employment.

The Role of Self-Efficacy
It has been suggested that prospecting entrepreneurs should
be supported to develop their self-efficacy given their limited
experience and knowledge of the entrepreneurial process
(Ahsan et al., 2018). Mentoring not only supports them to
develop the entrepreneurial self-efficacy but also facilitating
the process of transiting into entrepreneurship and building
their identity as entrepreneurs (Ahsan et al., 2018; Newbery
et al., 2018). In line with the Social Cognitive Career Theory
(Hackett and Lent, 1992; Lent and Brown, 2013), entrepreneurial
self-efficacy develops from entrepreneurial socialization or
learning occurring through education, training, and experiences

that enhance the skills and mastery experiences of novice
entrepreneurs. In a number of studies, individuals who have
undertaken entrepreneurial training formally or informally
have reported higher levels of entrepreneurial self-efficacy
(Ho et al., 2018; St-Jean and Tremblay, 2020). However,
this may be dependent on the protégés’ learning orientation
(St-Jean et al., 2018). Nonetheless, self-efficacy is in turn
associated with career outcomes including commitment to
goal-directed behavior, performance, satisfaction and wellbeing
(Lent and Brown, 2008, 2013). In the entrepreneurship field,
self-efficacy determines several entrepreneurship behaviors and
outcomes including creativity, innovativeness, and performance
(McGee and Peterson, 2019). We posit that self-efficacy
not only determines attainment of objective outcomes of
entrepreneurship, but also the subjective and intangible outcomes
in different ways.

Self-efficacy, also referred to as confidence (Luthans, 2002;
Luthans et al., 2015) is the subjective evaluation of one’s own
abilities to perform a specific task in a given context (Bandura,
1997; Luthans and Peterson, 2002). It includes mobilizing
cognitive resources, motivation, and taking required steps in
executing the given task (Stajkovic and Luthans, 1998; Luthans
and Peterson, 2002; Luthans et al., 2007c). People are not only
attracted to but also achieve more in activities or careers where
their efficacy is higher (Forbes, 2005).

Although some researchers have demonstrated that high levels
of entrepreneurial self-efficacy harms business success (Jain and
Ali, 2013; Artinger and Powell, 2016; Baron et al., 2016b),
entrepreneurship is highly challenging and risky and hence
requires sufficient amounts of psychological resources (Baron
et al., 2016a). As a psychological resource, self-efficacy is useful
in recognizing opportunities and soliciting resources for a start-
up (Boyd and Vozikis, 1994; Dimov, 2010; Culbertson et al.,
2011). Previous research has also shown that self-efficacy is
related to lower fear of failure and reduced risk perception
(Krueger and Dickson, 1994; Goel and Karri, 2006) and boosts
likelihoods of persistence (Cardon and Kirk, 2015). Persistence
in challenging activities or careers is mainly a function of self-
efficacy (Goel and Karri, 2006; Dimov, 2010; Bullough et al.,
2014).

Self-efficacy also enhances entrepreneurial outcomes through
its usefulness in resolving conflicts with stakeholders to the
business (Zou et al., 2016), business leadership, decision
making, and risk management (Kuratko, 2007; Mattare, 2008).
Moreover, self-efficacy tends to boost job satisfaction and
wellbeing (Karademas, 2006; Duggleby et al., 2009; Skaalvik and
Skaalvik, 2014). Self-efficacy is associated with work success
(Judge et al., 2001; Luthans et al., 2006), both intrinsically
and extrinsically which consequently translates into extrinsic
and intrinsic work satisfaction. Self-efficacy further boosts the
intrinsic aspect through its role in facilitating persistence and
dealing with difficulties (Yakın and Erdil, 2012), which are
important in entrepreneurship. The confidence boost arising
from entrepreneurial mentoring should not only translate
into performance, but also the ability to make independent
decisions and undertake autonomous action, i.e., satisfying the
need for autonomy, but also satisfaction with one’s work and
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the desire to continue working in the entrepreneurship role.
Previous research has already indicated that entrepreneurial
mentoring impacts the satisfaction and retention of novice
entrepreneurs through self-efficacy (St-Jean and Mathieu, 2015).
In the present study, we examine these claims in the
context of a less developed country, and also focus on more
intangible outcomes.

Hypothesis 3: Self-efficacy mediates the relationship
between entrepreneurial mentoring and (a) satisfaction of
the need for autonomy (b) intrinsic work satisfaction, (c)
extrinsic work satisfaction, and (d) intention to stay in
self-employment.

Gender Differences
There is a big gender gap in entrepreneurship (Guzman and
Kacperczyk, 2019). This is not only true regarding the number
of women going into entrepreneurship but also in terms of
success and persistence (Smith and Tolbert, 2018; Oppedal
and Garcia, 2019) and is more pronounced in high-growth
ventures (Scott and Shu, 2017). Moreover, even efforts to
improve entrepreneurial outcomes tend to be more successful
among men than women due to several constraints including
time and low credit (Oppedal and Garcia, 2019). This could
limit the possible positive effects of entrepreneurial mentoring
and self-efficacy on women’s entrepreneurial success. This may
not be limited to entrepreneurial situations only, as students’
perceptions of mentoring generally seem to be gendered, with
females seeking more of psychological and emotional support
(Deale et al., 2020).

The business environment is certainly gendered, both
culturally and socially (Bruni et al., 2005), with males
dominating entrepreneurial platforms. In this direction,
Marlow and McAdam (2013) argue that even reports of
underperformance of female-owned enterprises represent
a gender bias in entrepreneurship debates, given that
small enterprises tend to have low performance levels.
Given these dynamics, we investigate whether men and
women benefit from mentoring equally, in relation to
the realization of intangible entrepreneurial outcomes.
Contrary to the idea that women are underprivileged in the
business environment, women tend to have a higher drive
to succeed and persist in business given the opportunity
offers it for work-family balance (Baron and Henry, 2011).

Moreover, entrepreneurship has been found to enhance
women’s empowerment, self-drive, and autonomy (Apitzsch,
2003; Datta and Gailey, 2012; Zgheib, 2018). Consequently,
women may report higher work satisfaction and need to stay
in self-employment.

It has been observed that low self-efficacy is one of the barriers
to women’s engagement in more lucrative business industries
(Wieland et al., 2019). However, when women in mentoring
programs are fully committed to their ideas, they are likely
to achieve similar results as their male counterparts especially
in terms of venture financing and commercialization (Scott
and Shu, 2017). Although this shows that men and women
could benefit equally from entrepreneurial mentoring, it is more
possible if all factors such as gender roles, access to resources,
and social cultural constraints are kept constant for both males
and females. In contexts where gender roles are emphasized, for
example the orientation of males toward competition, men are
more likely to benefit from entrepreneurial mentoring (Bergman
et al., 2011). Moreover, in formal mentoring, it seems only
women with higher confidence tend to go into entrepreneurial
mentoring programs (Bergman et al., 2011). The situation
could even be more skewed in favor of men in informal
mentoring, given that entrepreneurial spaces are dominated by
men. Consequently, there fewer female role models and mentors
that prospecting or nascent female entrepreneurs can learn
from. On the positive side, it has been demonstrated that self-
efficacy has stronger effect on girls’ entrepreneurship interest
(Kickul et al., 2008). In addition, it remains questionable if
women receiving the same level of mentoring and perceiving
a comparable amount of self-efficacy as men report the
same level of entrepreneurial outcomes? In this regard, we
hypothesize that:

Hypothesis 4: The direct effects of entrepreneurial
mentoring on (a) satisfaction of the need for autonomy (b)
intrinsic work satisfaction, (c) extrinsic work satisfaction,
and (d) intention to stay in self-employment are stronger
for men than for women.
Hypothesis 5: The indirect effects of entrepreneurial
mentoring on (a) satisfaction of the need for autonomy (b)
intrinsic work satisfaction, (c) extrinsic work satisfaction,
and (d) intention to stay in self-employment via self-
efficacy are stronger for men than for women.

TABLE 1 | Descriptive statistics and correlations among study variables.

Variables Mean (Min, Max.) SD 1 2 3 4 5 6 7

Sex

Entrepreneurial mentoring 3.13 (1, 5) 0.99 0.16* (0.94)

Self-efficacy 4.16 (1, 6) 0.75 0.28*** 0.55*** (0.74)

Satisfaction of need for autonomy 2.72 (1, 4) 0.76 0.29*** 0.63*** 0.64*** (0.78)

Intrinsic work satisfaction 3.77 (1, 5) 0.65 −0.28*** 0.35*** 0.32*** 0.22** (0.77)

Extrinsic work satisfaction 3.73 (1, 5) 0.75 −0.30*** 0.18* 0.34*** 0.22** 0.75*** (0.77)

Intention to stay in SE 2.97 (1, 5) 0.98 0.20** 0.61*** 0.55*** 0.61*** 0.35*** 0.20** (0.89)

*p < 0.05, **p < 0.01, ***p < 0.001. Gender (Female = 1, Male = 0). Cronbach’s α in diagonal parenthesis.
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TABLE 2 | Moderated mediation effects of mentoring on intangible entrepreneurial outcomes.

Self-efficacy Satisfaction of need for autonomy Intrinsic work satisfaction Extrinsic work satisfaction Intention to stay in self-employment

B SE CI(LL, UL) B SE CI(LL, UL) B SE CI(LL, UL) B SE CI(LL, UL) B SE CI(LL, UL)

Age 0.17** 0.06 (0.04, 0.30) 0.02 0.05 (−0.07, 0.12) −0.01 0.07 (−0.14, 0.12) 0.01 0.07 (−0.13, 0.14) 0.07 0.06 (−0.05, 0.19)

Mentoring 0.46*** 0.04 (0.37, 0.54) 0.40*** 0.04 (0.31, 0.48) 0.06 0.07 (−0.07, 0.19) −0.26*** 0.07 (−0.39, −0.12) 0.57*** 0.06 (0.45, 0.69)

Self-efficacy 0.39*** 0.06 (0.28, 0.50) 0.47*** 0.09 (0.29, 0.64) 0.89*** 0.09 (0.71, 1.07) 0.60*** 0.08 (0.43, 0.76)

Gender 0.15* 0.06 (0.03, 0.27) −0.47*** 0.08 (−0.63, −0.30) −0.61*** 0.09 (−0.78, −0.44) 0.25** 0.08 (0.10, 0.40)

Mentoring X
Gender

−0.49*** 0.08 (−0.66, −0.32) 0.30* 0.13 (0.04, 0.56) 0.42** 0.14 (0.16,0.69) −0.29* 0.12 (−0.53, −0.05)

Self-efficacy X
Gender

0.50*** 0.11 (0.28, 0.71) −0.51*** 0.18 (−0.86, −0.16) −0.85*** 0.19 (−1.21, −0.48) 0.35* 0.17 (0.02, 0.68)

Model statistics R2 = 0.44, F (2, 186) = 72.77*** R2 = 0.72, F (6, 182) = 78.82*** R2 = 0.31, F (6, 182) = 13.40*** R2 = 0.43, F (6, 182) = 22.61*** R2 = 0.73, F (6, 182) = 81.66***

1R2 (for Mentoring
X Gender)

1R2 = 0.02, F (1, 182) = 5.49* 1R2 = 0.02, F (1, 182) = 5.49* 1R2 = 0.03, F (1, 182) = 9.76* 1R2 = 0.01, F (1, 182) = 5.73*

1R2 (for
Self-efficacy X
Gender)

1R2 = 0.03, F (1, 182) = 8.11** 1R2 = 0.03, F (1, 182) = 8.11** 1R2 = 0.06, F (1, 182) = 20.44*** 1R2 = 0.01, F (1, 182) = 4.35*

Conditional
effects of
mentoring

B SE CI(LL, UL) B SE CI(LL, UL) B SE CI(LL, UL) B SE CI(LL, UL)

Female 0.66*** 0.07 (0.53, 0.80) −0.11 0.09 (−0.29, 0.08) −0.49*** 0.10 (−0.68, −0.29) 0.73*** 0.09 (0.56, 0.90)

Male 0.17** 0.05 (0.08, 0.27) 0.20 0.09 (0.02, 0.37) −0.07 0.10 (−0.25, 0.12) 0.44*** 0.08 (0.27, 0.61)

Conditional
effects of
self-efficacy

B SE CI(LL, UL) B SE CI(LL, UL) B SE CI(LL, UL) B SE CI(LL, UL)

Female 0.12 0.08 (−0.04, 0.28) 0.75*** 0.15 (0.44, 1.05) 1.35*** 0.16 (1.03, 1.66) 0.40** 0.14 (0.12, 0.69)

Male 0.62*** 0.07 (0.47, 0.76) 0.24* 0.10 (0.05, 0.43) 0.50*** 0.10 (0.31, 0.70) 0.76*** 0.09 (0.58, 0.93)

Conditional
indirect effects

B Boot SE Boot CI (LL, UL) B Boot SE Boot CI (LL, UL) B Boot SE Boot CI (LL, UL) B Boot SE Boot CI (LL, UL)

Female 0.05 0.03 (−0.01, 0.12) 0.33 0.06 (0.22, 0.45) 0.59 0.08 (0.43, 0.74) 0.18 0.05 (0.08, 0.28)

Male 0.28 0.04 (0.20, 0.36) 0.10 0.05 (0.02, 0.19) 0.22 0.06 (0.11, 0.34) 0.33 0.06 (0.20, 0.45)

Index of
moderated
mediation

B Boot SE Boot CI (LL, UL) B Boot SE Boot CI (LL, UL) B Boot SE Boot CI (LL, UL) B Boot SE Boot CI (LL, UL)

Gender 0.23 0.05 (0.12, 0.33) −0.23 0.07 (−0.36, −0.10) −0.37 0.09 (−0.54, −0.20) 0.15 0.07 (0.01, 0.29)

*p < 0.05, **p < 0.01, ***p < 0.001. Gender (Female = 1, Male = 0).
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FIGURE 2 | Effects of entrepreneurial mentoring on satisfaction of need for autonomy for females and males.

MATERIALS AND METHODS

Participants and Procedure
The sample comprised of 188 (86 females, 102 males) young
business owners in Uganda’s capital, Kampala. These were
young people who had recently graduated from high school,
technical/vocational colleges, and universities; and are engaged
in self-employment. Participants were recruited through youths’
business forums, while others were approached at their business
premises and requested to participate in the survey. The survey
questionnaires were administered through the paper and pencil
method. Participants were aged 17 to 30 years (M = 24.72,
SD = 7.99). Given that participants were young and recently
graduated from school, their businesses were nascent. The
average time participants had spent in business was 2.58 years
(SD = 0.99) with only 3.19% reporting that they have been
in business for 5 or more years. Most of the participants
were graduates of universities or technical colleges, with 51.6%
being degree holders and 22.34% having ordinary and advanced
certificates in technical or vocational studies. It was also observed
that 40.43% had studied business related courses.

Measures
Mentoring was measured using the entrepreneurial mentoring
questionnaire in Baluku et al. (2019a). Only 10 most valid items
assessing the level to which an individual has had access to
different aspects of entrepreneurial mentoring during the last
year on a 5-point Likert type scale; 1 (never) to 5 (always). The
items included (1) Someone has encouraged to discuss how I
feel about ability to succeed in self-employment; (2) Someone
has encouraged to discuss with him or her my honest feelings
and business experiences; (3) Someone has helped me to explore
realistic ways for achieving my business objectives; (4) I have been
provided with practical suggestions for succeeding in business;
(5) Someone has expressed his or her own confidence in my
ability to succeed in business; (6) Someone has used his or her
own personal experience to explain how I can achieve career
and financial success in business; (7) Someone has guided me
to explore my personal strengths that can be useful to doing
business; (8) In interactions with mentors and role models, I have
been offered recommendations on how to improve my business
acumen; (9) I have been guided on how to assess business
opportunities; and (10) I have had help developing better coping
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FIGURE 3 | Effects of mentoring on intrinsic work satisfaction for females and males.

strategies when I have not achieved my business goals. These
items showed high internal consistency (α = 0.93).

To measure Self-Efficacy, we adapted items from the
Psychological Capital Questionnaire – (Luthans et al., 2007a).
Participants indicated their degree of agreement with three
statements (I feel confident in analyzing the problems of business
to find solutions; I feel confident in presenting my business and
ideas in different business forum; I feel confident presenting
information to a group of business colleagues). The items were
rated on a 6-point Likert scale ranging from 1 (strongly disagree)
to 6 (strongly disagree), and showed an acceptable level of
internal consistency (α = 0.74).

To measure Satisfaction of the Need for Autonomy, we
adopted the short measure from Deci and Ryan’s Basic
Psychological Needs Scale (Samman, 2007; 464–465). The scale
is comprised of three items measured on a 4-point scale from 1
(not at all true) to 4 (completely true). A sample item is “I feel like
I can pretty much be myself in daily situations.” The reliability of
this scale in the present study was α = 0.78.

Work Satisfaction was measured using items from the
revised short form of the Minnesota satisfaction questionnaire
(Hirschfeld, 2000). Participants were asked to indicate the
level of satisfaction with the different aspects of their work.
We measured both intrinsic and extrinsic aspects of work

satisfaction. Intrinsic work satisfaction was measured with items
7, 9, 11, 15, 16, and 20; while extrinsic work satisfaction was
measured with items 5, 6, 8, and 17. The remaining items were
dropped because of low loading during factor analysis. Sample
items are “the feeling of accomplishment I get from the job”
for intrinsic satisfaction; and “The way my job provides for
steady employment” for extrinsic satisfaction. The items were
measured on a 5-point Likert scale ranging from 1 (strongly
disagree) to 5 (strongly agree). The items showed a good level of
internal consistency at α = 0.77 for both intrinsic and extrinsic
work satisfaction.

To measure the Intention to Stay in Self-Employment, we
adapted four (4) of the six (6) items from the career commitment
scale (Blau, 1985, 1988). The scale measures an individual’s level
of commitment or readiness to change his/her occupation. In the
present study, we adapted the scale to measure commitment to
continue in the self-employment occupation. The adapted items
include (1) I want to make a long career in self-employment; (2) If
I had all the money needed, I would still want to be self-employed;
(3) I like my career in self-employment too well to give it up; and
(4) Self-employment is ideal vocation for a life work. These items
were measured on a 5-point Likert scale ranging from 1 (strongly
disagree) to 5 (strongly agree) and showed a good level of internal
consistency at α = 0.89.
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FIGURE 4 | Effects of mentoring on extrinsic work satisfaction for females and males.

Analytic Strategy
We used the PROCESS macro version 3.4 (Nathan and Scobell,
2012) to test our hypotheses. We applied model 15 of the
PROCESS macro, which computes for the moderation mediation
effects simultaneously. Hence, entrepreneurial mentoring was
entered as the focal predictor, self-efficacy as the mediator, gender
(Female = 0, Male = 1) as the moderator. We computed a different
model for each outcome variable (i.e., satisfaction of need for
autonomy, work satisfaction, and intention to stay in self-
employment). In each regression model, we controlled for the
effects of age because it tends to affect entrepreneurial outcomes,
and particularly psychological outcomes such as wellbeing (Baron
et al., 2016a). In addition, we applied sample bootstrapping at
5,000 in line with Hayes’ (2013) recommendation. Common
methods bias is one of the challenges in behavioral surveys that
might arise from item characteristic effects, item context effects,
and measurement context (Podsakoff et al., 2003). To rule out the
common methods bias concern for our study, we used Harman’s
single factor test and total variance of the single factor was
35%, suggesting that the variance in the variables was accounted
for by several factors. Hence, common methods bias was not a
concern for this study. However, this method has been criticized

as insufficient (Podsakoff et al., 2003; Chang et al., 2010). In
addition, the variance inflation factors ranged from 1.06 to 1.62
which are within the acceptable limits (Hair et al., 2011), hence
our data had no collinearity concerns to worry about despite the
high correlations between some of the variables.

RESULTS

Correlations among study variables and descriptive statistics
are presented in Table 1. The moderated mediation regression
results are reported in Table 2. The findings showed support for
our first hypothesis that entrepreneurial mentoring is positively
associated with entrepreneurs’ self-efficacy (B = 0.46, p < 001).
In addition, the control variable (age) was positively related to
self-efficacy (B = 0.17, p < 01) but not with the intangible
entrepreneurial outcomes. The moderator variable (gender) had
substantial effects on all three outcomes: satisfaction of the need
for autonomy (B = 0.15, p < 05), intrinsic work satisfaction
(B = −0.47, p < 001), extrinsic work satisfaction (B = −0.61,
p < 001) and the intention to stay in self-employment (B = 0.25,
p < 01). The negative association between gender and work
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FIGURE 5 | Effects of mentoring on intention to stay in self-employment for females and males.

satisfaction implies that women were more satisfied with their
work than their male counterparts.

We further proposed in Hypothesis 2 that mentoring predicts
intangible entrepreneurial outcomes including (a) satisfaction of
need for autonomy, (b) work satisfaction, and the (c) intention
to stay in self-employment. The findings revealed significant
positive associations of mentoring with satisfaction of need
for autonomy (B = 0.40, p < 001) and intention to stay in
self-employment (B = 0.57, p < 001). Whereas mentoring
had insubstantial effects on intrinsic work satisfaction, it was
negatively associated with extrinsic work satisfaction (B = −0.26,
p < 0.001). The insignificant association of mentoring and
intrinsic work satisfaction suggests that this relationship was fully
mediated by self-efficacy; or what is also known as indirect-
only mediation (Zhao et al., 2010). On the other hand, self-
efficacy had positive effects on all the intangible entrepreneurial
outcomes: satisfaction of need for autonomy (B = 0.39, p < 0.001,
intrinsic work satisfaction (B = 0.47, p < 0.001), extrinsic work
satisfaction (B = 0.89, p < 0.001), and intention to stay in self-
employment (B = 0.60, p < 0.001). In support of Hypothesis
3, our results show that self-efficacy mediated the association
between mentoring and the three intangible outcomes as reflected
in the indices of the moderated mediation: satisfaction of need
for autonomy (B = 0.23, Boot CI = 0.12, 0.33), intrinsic work

satisfaction (B = −0.23, Boot CI = −0.36, −0.10), extrinsic work
satisfaction (B = −0.37, CI = −0.54, −0.20), and intention to stay
in self-employment (B = 0.15, Boot SE = 0.01, 0.29).

We proposed that the direct effects (Hypothesis 4) of
mentoring on the three intangible outcomes are moderated by
gender. The findings in Table 2 revealed significant interaction
effects of mentoring and gender on all intangible entrepreneurial
outcomes: satisfaction of need for autonomy (B = −0.49,
p < 001), intrinsic work satisfaction (B = 0.30, p < 0.05), extrinsic
work satisfaction (B = 0.42, p < 0.01), and intention to stay in
self-employment (B = −29, p < 05). These interaction effects are
reflected in the regression plots in Figures 2–5. As can be seen
in Figures 2, 5 and from the corresponding conditional effects
of mentoring in Table 2, satisfaction of the need for autonomy
and intention to stay in self-employment were lower for females
than males at low levels of mentoring. The trend reversed at
high levels of mentoring such that satisfaction of the need for
autonomy and intention to stay in self-employment for females
were higher than for males. The trend seems to be different when
it comes to the intrinsic and extrinsic aspects of work satisfaction.
Concerning the intrinsic aspect (Figure 3), females reported
higher satisfaction than males, which remained quite the same
at all levels of mentoring. However, intrinsic work satisfaction for
males tended to move closer to that of females at higher levels
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FIGURE 6 | Effects of self-efficacy on satisfaction of need for autonomy for females and males.

of mentoring. Whereas females report generally high levels of
extrinsic satisfaction that males, the satisfaction tends to lower at
high levels if mentoring while that of males remains unchanged
at all levels of mentoring (Figure 4).

In hypothesis 5, we proposed that indirect effects of mentoring
on intangible entrepreneurial outcomes are moderated by gender.
The interactive effects of self-efficacy and gender were significant
for all the intangible entrepreneurial outcomes: satisfaction of
the need for autonomy (B = 0.50, p < 001), intrinsic work
satisfaction (B = −0.51, p < 001), extrinsic work satisfaction
(B = −0.85, p < 0.001) and intention to stay in self-employment
(B = 0.35, p < 05). The moderations are confirmed in the
regression plots in Figures 6–9, as well as the conditional effects
of self-efficacy in Table 2. Plots in Figures 6, 9 indicate that
that males had substantially higher satisfaction of the need for
autonomy and intention to stay in self-employment, respectively,
than the females at high levels of self-efficacy. On the contrary,
plots in Figures 7, 8 show that females reported a higher level of
intrinsic and extrinsic work satisfaction than the males at high
levels of self-efficacy.

The conditional indirect effects and indices of moderated
mediation in Table 2 confirmed Hypothesis 5. The indirect effects

of mentoring through self-efficacy were moderated by gender for
all three intangible entrepreneurial outcomes. The indirect effects
on the satisfaction of the need for autonomy were significant for
males (B = 0.28, Boot CI = 0.20, 0.36) and not for females. On the
other hand, the indirect effects on intrinsic work satisfaction were
significant for both females (B = 0.33, Boot CI = 0.22, 0.45) males
(B = 0.10, Boot CI = 0.02, 0.19), although stronger for females.
A similar trend is observed for extrinsic work satisfaction. Finally,
the indirect effects on intention to stay in self-employment were
significant for both males (B = 0.33, Boot CI = 0.20, 0.45) and
females (B = 0.18, Boot CI = 0.08, 0.28), but stronger for males.

DISCUSSION

The present study highlights the role of entrepreneurial
mentoring and self-efficacy in the attainment of intangible
entrepreneurial outcomes. We argue that besides the
development of entrepreneurial skills that lead to objective
success, mentoring nascent entrepreneurs is directly and
indirectly associated with their level of satisfaction of the need for
autonomy, their work satisfaction (both intrinsic and extrinsic),
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FIGURE 7 | Effects of self-efficacy on intrinsic work satisfaction for females and males.

and consequently the desire to stay in self-employment.
Individuals seek different goals by engaging in entrepreneurial
activities; hence success indicators are not uniform among
entrepreneurs. The subjective aspects of success could be as
important as the objective aspects given that they present what
the entrepreneurs themselves value (Dej and Gorgievski, 2012;
Wach et al., 2016). Moreover, because today’s careers tend to be
value driven (Hall, 2002), intangible and more especially intrinsic
outcomes become enormously important (Otto et al., 2017).
Therefore, entrepreneurial support efforts including mentoring
should be directed toward attainment of not only the objective
but also the subjective outcomes.

Entrepreneurial mentoring plays an important role in
enterprise growth and success through problem identification,
providing solutions, information and emotional support,
persuasion, and many other functions (Cull, 2006; St-Jean, 2012;
Radu Lefebvre and Redien-Collot, 2013). Our results suggest
that these different forms of support help in the development of
entrepreneurs’ general self-efficacy as well as the achievement
of some of the intangible entrepreneurial outcomes. Through
practical learning and guidance from experienced entrepreneurs,
the novice entrepreneurs acquire the ability to make independent
decisions, become more creative, innovative, more alert to
opportunities. These consequently support the realization of

different goals including the need for autonomy and work
satisfaction. Yet attainment of such intrinsic goals, in line with
self-determination theory (Deci et al., 2001), can stimulate the
desire to stay in self-employment.

The findings of the present study further extend our
theoretical understanding of how mentoring results in
entrepreneurial success and persistence. First, our results
build on the entrepreneurial socialization approaches (Starr and
Fondas, 1992; St-Jean, 2012; Man, 2019) which highlight that
entrepreneurial competencies are developed through education
and training. Our study further builds on the Social Cognitive
Career Theory (Hackett and Lent, 1992; Lent and Brown,
2013) and self-efficacy theory (Stajkovic and Luthans, 1998;
Bandura, 2010) which emphasize that self-efficacy is one of the
competencies that are strengthened by learning and yet is an
important predictor of career outcomes including satisfaction
and persistence. Supporting these assumptions, our findings
demonstrated that self-efficacy is an important underlying
mechanism through which mentoring fosters entrepreneurial
outcomes. In the field of entrepreneurship, however, it has been
suggested that the learning goal orientation of the protégé as
well as the match in characteristics of the mentor and mentee
are important for improving entrepreneurial self-efficacy of a
novice entrepreneur (St-Jean et al., 2018). In general, however,
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FIGURE 8 | Effects of self-efficacy on extrinsic work satisfaction for females and males.

whereas mentoring improves entrepreneurs’ skills to perform
entrepreneurial tasks including business planning, identifying
opportunities, resources mobilization and management, such
empowerment does not necessarily imply that individuals will
engage in these tasks with the desired level of effort. But it helps
when entrepreneurial mentoring alongside developing these
competencies also enhances psychological resources, specifically
self-efficacy, which then becomes a driver for the application of
the skills acquired and persistence in entrepreneurial actions.

Our findings further contribute to the literature on the role
of gender in entrepreneurship and entrepreneurial socialization.
Extant literature shows that there are gender differences
in involvement and persistence in entrepreneurial activities
(Scott and Shu, 2017; Smith and Tolbert, 2018; Guzman
and Kacperczyk, 2019; Oppedal and Garcia, 2019). In the
present study, we sought to contribute to this domain in
the entrepreneurial literature by establishing whether men
and women benefit equally from entrepreneurial mentoring
and self-efficacy in terms of achieving intangible outcomes of
entrepreneurship. Our findings reveal three but interrelated
issues. First, men reported higher satisfaction of the need for
autonomy and intention to stay in self-employment as well as
higher level of self-efficacy, while women reported higher levels

of both intrinsic and extrinsic work satisfaction. This implies
that men tend to achieve a higher level of independence in work
when engaged in an entrepreneurial activity. This independence
may stimulate the commitment to self-employment in line with
the assumptions of the self-determination theory (Deci et al.,
2001; García Calvo et al., 2010; Baluku et al., 2018b). This may
not apply equally to women, especially in a cultural context
that predominantly embraces collectivism and patriarchy. Hence,
even when engaged in entrepreneurship, women may still be
required to depend on their husbands or parents when it comes
to making key decisions for the business. In this direction,
previous research in this context has observed that for example
husbands play an important role in women’s entrepreneurial
activity and performance (Wolf and Frese, 2018). Consequently,
although women can be satisfied with their work, they may not
necessarily achieve autonomy which might eventually also lower
their intentions to stay in self-employment.

Second, and contrary to the above finding, the moderation
effects of gender on the association between mentoring and
intangible entrepreneurial outcomes reveal that the effect of
mentoring on the satisfaction of the need for autonomy
and intention to stay in self-employment is stronger for
women. Hence, mentoring has the potential to enabling women
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FIGURE 9 | Effects of self-efficacy on intention to stay in self-employment for females and males.

entrepreneurs to gain independence in their work as well
as increasing their likelihoods to persisting in entrepreneurial
activities for a longer time. Nonetheless, when considering
self-efficacy, men still reported a higher level of satisfaction
of the need for autonomy and intention to stay in self-
employment. A similar pattern of findings is observed regarding
the moderation effects of gender on the indirect effects of
mentoring through self-efficacy. Although the changes in R2

are quite low for most of our interaction effects, our findings
suggest that men and women benefit from entrepreneurial
mentoring differently. In relation to both intrinsic and extrinsic
work satisfaction, women benefit more from mentoring if the
mentoring process improves their self-efficacy. This is consistent
with earlier findings suggesting that women could benefit
more than men in entrepreneurial terms from self-efficacy
(Kickul et al., 2008). Whereas men also benefit this way, the
effects are stronger for women. Regression plots in Figure 8
particularly show that improvement in self-efficacy in female
could sharply improve their extrinsic work satisfaction. The
mechanism of how this occurs needs to be explored further.
However, in relation to satisfaction of the need for autonomy
and intention to stay in self-employment, women benefit more
directly from mentoring, while the benefits for men are higher if
mentoring strengthens their self-efficacy. The dynamics causing
these differences need to be explored, especially taking into

consideration of the social and cultural context. Our results
support previous research that has found moderated mediation
effects of mentoring on entrepreneurial outcome variables such
as entrepreneurial intention, via self-efficacy and moderated by
gender (BarNir et al., 2011).

One possible explanation for the weak mediation effects of
self-efficacy in the association between mentoring for women and
particularly the satisfaction of the need for autonomy could be
the overall low number of female entrepreneurial role models and
mentors as well as the cultural aspect of patriarchy that may deny
women the desired level of autonomy even when they have access
to good entrepreneurship mentoring. However, having female
role models and mentors does not necessary imply that females
will benefit much more than when they have male role models
and mentors (Goh et al., 2007). Future research should, therefore,
investigate the success of entrepreneurial mentoring for women
and men in different cultural contexts as well as how these
cultural contexts influence different facets of entrepreneurial
success among men and women entrepreneurs. In practical
terms, entrepreneurial training and mentoring interventions, at
least in the Ugandan context, need to focus on strengthening
entrepreneurial self-efficacy of the protégés. Moreover, there
is a need to design specific interventions – potentially even
conducted by female role models – addressing the self-efficacy
and autonomy issues among women entrepreneurs.
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Limitations
Despite the theoretical and practical contributions discussed
above, our study is not without limitations. First, we used
cross-sectional data to test our hypotheses. Caused by the fact
that mentoring, self-efficacy and the three intangible outcomes
of entrepreneurship were measured at the same time, we
cannot firmly claim that the intangible outcomes accrue from
mentoring and self-efficacy. Moreover, our sample may not
be representative of young entrepreneurs in less developed
countries given that the study was conducted in one major
city in Uganda. It should also be noted that changes in R2

are quite small for most of the moderation effects. However,
overall, our results are in line with previous studies that
associated entrepreneurship education and training to the
development of entrepreneurial self-efficacy and entrepreneurial
outcomes (Nabi and Liñán, 2011; Nabi et al., 2017; Baluku
et al., 2019b; Hahn et al., 2019). We recommend that future
studies on the effectiveness of entrepreneurial mentoring and
other learning approaches could benefit from longitudinal,
cross-country, and probably multi-year studies given that
entrepreneurial ecosystems that affect the effectiveness of
mentoring vary across countries/cities and the amount of
time required for protégés applying the acquired knowledge
and skills and eventual attainment of entrepreneurial success.
In addition, we measured informal mentoring. However, the
possibility that some participants also had access to formal
mentoring cannot be ruled out, yet we did not control for
the effects of formal mentoring. Future studies could benefit
from an effort to segregate the effects of the two forms of
entrepreneurial mentoring.

Another potential limitation of the study relates to the use
of self-report measures. This is in addition to our focus on
only the subjective intangible outcomes of entrepreneurship.
Subjective outcomes of entrepreneurial activities, specifically
satisfaction, are linked to or affected by the performance level
of the business (Cooper and Artz, 1995; Hmieleski and Corbett,
2008; Carree and Verheul, 2012). The shortcoming of the
present study is that we did not control for the effect of firm
performance on subjective outcomes. This also suggests that
some of the subjective outcomes can also accrue not directly
from entrepreneurship mentoring but indirectly through the
impact of mentoring on facets of objective entrepreneurial
success. It could be interesting for future research to use
both objective and subjective measures as well as examining
the possible mediation and moderating effects of objective
success on the association between mentoring and subjective
success indicators.

CONCLUSION

The present research has demonstrated the differential impact of
mentoring on intangible outcomes of entrepreneurship among
men and women. The study has also validated self-efficacy as
an underlying mechanism for the realization of the impact of
entrepreneurial mentoring. Consequently, this study contributes
to the understanding of the effectiveness of entrepreneurship
education and learning interventions among women and men
in the context of a less developed country as well as in the
cultural context of collectivism and patriarchy. In doing so,
we were able to discover the gaps in the effectiveness of
entrepreneurship mentoring and learning and make a call for
interventions that strengthen the entrepreneurial self-efficacy and
autonomy of novice entrepreneurs but particularly of novice
women entrepreneurs which can be achieved by using successful
women entrepreneurs and mentors.
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