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Title: Human capital resources creation and utilization in ethnic minority microbusinesses: The 
construction of a culture-induced entrepreneurship model 
 
Abstract 
We explored and found that a set of key resources, that we call human capital resources, play an 
important role in ethnic minority microbusinesses in an ethnic majority social and economic space. 
We have also found that these key resources are developed and maintained within the co-ethnic niche 
economic space shaped by the co-ethnic cultural values systems. Building on qualitative interview data 
and drawing on the Bourdieu’s forms of capital and the resource-based view of the firm, our study 
presents a novel microentrepreneurship model that we call the culture-induced entrepreneurship 
model. Overall, our model provides insights how ethnic minority culture informs the creation of a set 
of human capital resources and how these key resources contribute to business performance in regional 
ethnic minority microbusinesses. Our model also shows relationships between these key human capital 
resources.  
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Introduction  

Smallness and foreignness are considered as liabilities that almost all ethnic minority microbusinesses 

face simultaneously in an ethnic majority social and economic space such as South Asian ethnic 

minority owned microbusinesses in the United Kingdom (UK). South Asian is comprised of countries 

such as Afghanistan, Bangladesh, Bhutan, India, Iran, Maldives, Nepal, Pakistan, and Sri Lanka. In 

the context of this study, South Asian ethnic minority refers to people with origins from India and 

Pakistan. Microbusinesses, according to the UK government definition, are those businesses that 

employ fewer than 10 people, including non-employers, self-employed  and freelancers (BEIS, 2019; 

Haq et al., 2021; Haq et al., 2023). 

 The liability of smallness represents a precarious organizational setting where resources are 

extremely constrained (Bicho et al., 2022; Bruderl & Schussler, 1990; Lefebvre, 2022). The liability 

of foreignness manifests in discrimination against non-local enterprises (Gurău et al., 2020; Zaheer, 

1995). The liability of smallness constraints business activities due to limited resources and poor 

training (Haq et al., 2023).  

Despite these liabilities, ethnic minority microbusinesses continue to operate successfully and 

contribute to economic turnover and employment in many countries including the UK (Fairlie, 2012; 

Jaouen & Lasch, 2015; Masiak et al., 2019). Statistics suggests that ethnic minority microbusinesses 

adopt more innovative approaches and grow faster than indigenous non-ethnic minority 

microbusinesses (FSB, 2020). It is perhaps for these reasons that several entrepreneurship scholars 

consider ethnic minority microbusinesses as engines for local, regional, and national economic 

development in many countries such as the UK (Haq et al., 2021; Vershinina & Rodgers, 2020). 

However, mainstream entrepreneurship scholars and policymakers rarely discuss ethnic minority 

microbusinesses for two misconceptions (Haq et al., 2021). First, they consider these businesses either 

inaccessible for external stakeholders including researchers and policymakers, and second, they 

consider that the knowledge these businesses generate is insignificant (Lussier & Sonfield, 2015; 
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McKelvie & Davidsson, 2009). We believe these are misconceptions and we try to explore how ethnic 

minority microbusinesses develop and use a set of key resources for their advantage.    

Our motivation  

Our motivation is driven by the understanding that no research has so far explained how ethnic 

minority microbusinesses create a set of key resources that we call human capital resources and how 

these human capital resources contribute to the performance1 of these businesses. We define human 

capital resources as outcomes of individual-level factors such as training, experience, knowledge, 

skills, and other individual-level abilities which are critical for individual and organizational 

performance (Haq, 2016; Nyberg et al., 2014; Oh et al., 2017; Ployhart & Moliterno, 2011). Extant 

research suggests that human capital resources with valuable, rare, inimitable, and non-substitutable 

(VRIN) characteristics contribute to organizational performance (Barney, 1991; Nason & Wiklund, 

2018; Wernerfelt, 1984). However, such research has either focused on large mainstream Western 

organizations (Ployhart & Moliterno, 2011; Ployhart et al., 2014) only or narrowly highlighted the role 

of education, training (Berrone et al., 2014), and context-specific knowledge (Haq & Davies, 2020; 

Haq et al., 2021). Therefore, we know little about how ethnic minority microbusinesses develop as set 

of human capital resources and how these human capital resources shape ethnic minority 

microbusiness performance. Building on limited recent studies (Altinay et al., 2014; Haq & Davies, 

2023; Haq et al., 2021; Haq et al., 2023), we believe ethnic culture plays an important role in creating 

human capital resources and maintaining business performance. To achieve our research aim, we ask 

these two research questions (i) How does ethnic culture shape the creation of human capital resources 

in ethnic minority microbusinesses? (ii) How do human capital resources shape the performance of 

ethnic minority microbusinesses? Please see Haq et al. (2023) for more details.  

 
1 Performance in the context of our sample ethnic minority microbusinesses is situation in that a business makes a net 
profit, or continues to grow, or survives insofar as it does not accrue a loss (Haq et al., 2023). 
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Methodology 

Since we were dealing with an under reached business context and under researched topic, we adopted 

a qualitative exploratory approach. We collected data from 32 owners and 11 managers2 from South 

Asian ethnic minority microbusinesses dealing in garments related fashion and accessories in West 

Yorkshire, UK (see table 1 for participants’ profile). We used an interview guide in a semi-structured 

interview environment.  All the 43 interviews were digitally recorded, transcribed verbatim, and coded 

using NVivo software (see Haq et al., 2023). The data were thematically analyzed in three phases 

(Braun & Clarke, 2006). The first phase involved open coding and result in 184 codes, known as nodes 

in NVivo (Bazeley & Jackson, 2019). In the second phase, we grouped these codes according to 

similarity in meaning and reduced them to 29 categories. In the third and final phase, adopting a Gioia 

methodology (Gioia et al., 2013; Haq et al., 2021; Haq et al., 2023), we developed eight first order 

categories leading to three overarching final themes (see Figure 1). Saturation point was reached at the 

36th interview. Analysis of the seven additional interviews reinforced the already identified categories 

and themes but did not generate any new codes. 

- Insert table 1 here - 

Summary of findings  

Building on 43 semi-structured interviews, adopting a thematic inductive approach (Braun & Clarke, 

2006), and combining the cultural capital form of Bourdieu’s (1986) ‘forms of capital’  with the 

resource-based view of the firm (Barney, 1991; Penrose, 1959; Wernerfelt, 1984), we have developed 

a culture-induced entrepreneurship model (CIEM) (see Figure 1 and Haq et al. (2023)). This novel 

model explains connections between training, experience, education, ethnic kinship-like relationships, 

customer service, customized knowledge, and ethnic culture. It also shows how these human capital 

factors (Haq, 2018) lead to the creation of human capital resources and how these resources shape 

ethnic minority microbusiness performance. 

 
2 According to Haq et al. (2023), an owner (owner-manager or OM) is involved in the running of the business and is a 
member of the family who owns the business, and a manager (employee-manager or EM) is not an owner but manages the 
business. 
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Discussion 

Our study contributes to current and relevant debates published in the Journal of Small Business 

Management by Altinay et al. (2014), Dana et al. (2020), (Essers et al., 2021), Haq and Davies (2020), 

(Ogundana et al., 2021), (Pidduck & Clark, 2021), and Tehseen et al. (2021). While these authors argue 

that ethnic culture is an important resource, none has focused on how ethnic culture contributes to the 

creation of human capital resources and how human capital resources contribute to business 

performance in ethnic minority microbusinesses (Haq et al., 2023). 

 
- Insert Figure here - 

 
 
Implications for policymaking  

While we recognize that ethnic minority microbusinesses ‘do not operate independently of universal 

forces that are ethnic-non-specific’ (Jones & Ram, 2010: 163), understanding the impact of ethnic 

minority culture on ethnic minority microbusiness performance can lead to more inclusive and 

equitable policymaking. We also understand that microbusiness-friendly policymaking can 

significantly contribute to economic growth (Sissons et al., 2019) and stimulate entrepreneurship (Ram 

et al., 2012) as entrepreneurship is considered as a vehicle for growth, prosperity, and wealth 

generation (Pidduck & Clark, 2021). Therefore, we contend that, microbusiness-friendly policy 

making is needed in the post COVID-19 era and in the wake of a continued global economic downturn 

referred to as permacrisis (Collins Dictionary, 2022). 

Implications for practitioners  

Our study offers valuable insights for practice at community and societal levels. First, our study 

suggests that ethnic culture shapes the creation of a set of key human capital resources, and that these 

human capital resources contribute to business performance (see Figure 1). This performance equates 

not only with business survival and economic growth at national level (Vershinina & Rodgers, 2020), 

but it also equates to family and social survival. This is because ‘entrepreneurship and families are 

inextricably intertwined’ (Essers et al., 2021: 1250) and microbusinesses as family affairs create 
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employment for family members (Janjuha-Jivraj, 2004) as well as for non-family members of the co-

ethnic local community (Baines & Wheelock, 1998; Mallett & Wapshott, 2017). 

Second, our study offers useful insights for ethnic minority communities. For example, we asked 

participants at the end of each interview whether they gained any insights in participating in this 

research. Several participants stated that our guiding interview questions made them think about doing 

different activities, which they never thought before. These activities include using social media for 

effective marketing, and kinship-like approaches to customer relationship management to broaden 

awareness of their products and services among local communities. We believe, therefore, that our 

study has helped our sample microbusiness owners and managers to understand ethnic resources and 

how to maximize the use of these precious resources for the advantage of their businesses. 

Conclusion 

This article has explored how socio-cultural value systems within a regional ethnic minority socio-

economic space have shaped the creation of a set of key human capital resources and how these human 

capital resources contribute to business performance. Our work contradicts perceptions of smallness 

and foreignness as liabilities that have contributed to ethnic minority microbusinesses being 

overlooked. Our work also contradicts Ogundana et al.’s (2021) work in that they found ethnic culture 

inhibits ethnic minority women entrepreneurial activity, although we have not specifically focused on 

ethnic minority women entrepreneurship. Instead, our findings provide a distinct counterpoint to 

narratives of ethnic minorities suggesting that they are compelled to be underdog entrepreneurs. The 

CIEM developed in this study offers a nuanced understanding about the role of socio-cultural value 

systems within a specific group of microbusinesses. Moreover, the model explains that a set of key 

human capital resources which are developed informally within this relatively closed social and 

economic space qualify VRIN conditions. Since ethnic minority microbusiness owners and managers 

are heavily embedded in the social fabric of local co-ethnic minority group, they play an important 

role not only for the survival and property of their families but also for the survival and prosperity of 

the ethnic minority group as a distinct social category.  
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We, therefore, argue that socio-cultural value systems offer important contingencies in ethnic 

minority microentrepreneurship. Above all, these value systems underpin sustainable performance for 

traditionally disadvantaged businesses. Accordingly, our study positions Bourdieu’s (1986) concept 

particularly of cultural capital within left-behind regions to capture multiple sources of disadvantage. 

With less reliance on formal education for socio-economic well-being and greater reliance on informal 

customer service, kinship-like customer relationships, customized knowledge, and context-specific 

training and experience, ethnic minority microbusiness owners and managers tend to rely on shared 

culture to strengthen in-person interactions and build trust over time.  

In summary, by adopting a Bourdieusian and resource-based perspective to understand the human 

capital resources of a sample of regional ethnic minority microbusinesses in the UK, we have built a 

culture-induced entrepreneurship model that enables the study of these businesses to move beyond an 

ideology of entrepreneurship-as-emancipation to ethnic culture as a useful resource. We have 

suggested the utility of this model in our sample of ethnic minority microbusinesses where they 

mobilize inherent trust, shared beliefs, and cultural and religious affiliations in pragmatic ways for 

social and economic performance. 
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Figure 1. Thematic coding and a culture-induced entrepreneurship model (CIEM) EM=employee-manager, OM=owner-manager. 
  

Illustrative excerpts  First order categories Aggregate themes Proposed outcomes 
     

• on-the-job training is extremely important for the success of our business (OM) 
• everybody has to learn certain things which will be specific and appropriate for this company (EM) 
• they [on-the-job trained people] are more productive and they make you to be more productive (OM) 

 
On-the-job training 

• the primary reason I started this business [was my] previous relevant experience (OM) 
• the lady who started recently had been working in a textile field before, she is almost 70% ready (OM) 
• he had previous relevant experience… it was easy for him to communicate with the clients from day one 

(EM) 

 Previous relevant 
experience    

• Education... helps you to communicate clearly… it gives you an understanding and increases your own 
confidence (OM) 

• people with more… education will be able to share their knowledge with other people more frequently (OM) 
• you should not be shy in a retail environment, and I believe education can help to build that confidence. 

(OM) 
• most of our customers are Asian customers and you do not need a degree to serve them (OM) 

 Academic qualifications   

• if the Asian community is not around, if they don't buy cultural products... we would not exist (OM) 
• we only specialise in Asian clothing, so it [Asian culture] ... adds value to our business (OM) 
• whenever people celebrate a cultural event, they... do more shopping from our business (OM) 

 
Ethnic culture    

• in our belief system you can make only so much profit... you cannot exploit your customers (OM) 
• we try to sell with honesty, and we also look at profit margins and we make only a reasonable profit (OM) 
• Islam as a religion does encourage people to share knowledge with each other (EM) 

 Role of religion   

• I became successful… as I always have provided good service to my customers because my culture demands 
so (OM) 

• if the customer is happy with the way you deal with them according to their culture… then the customer will 
come back… will also recommend other people (OM) 

• a Punjabi customer has a different attitude [from] a Mirpuri customer, you need to deal with [them 
differently] (OM) 

 

Customer service   

• if you don't have a [kinship-like] relationship [with customers] you will be blown out of the waters very 
quick (OM) 

• if people have personal relationships with each other… they become regular customers (OM) 
• we go to their weddings and bereavements just to keep that relationship and to improve confidence (OM) 

 
 Kinship-like customer 

relationships   

• if you do not have… knowledge then you will keep making mistakes (OM) 
• know[ing] what you are selling... is very, very important in our type of business (OM) 
• your profitability actually depends on the level of knowledge you have (OM) 
• if staff have friendly relationships… they are more likely to share their knowledge more freely (OM) 
• in typical Asian thinking, if I share too much knowledge with others I might lose power or prestige (OM) 

 Customized knowledge 
about customers and 

products  

Individual 
capabilities 

(internal 
human 
capital) 

Contingencies 
of ethnic 
culture 

Performance 
(emergence 

and survival) 

Long-lasting 
customer 

engagement 
(external 

human capital 
links) 
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Table 1: Participants’ profile 

Number Name Gender Age Place of Birth Generation Ethnicity Religion Education Role Age of Business 

1 Adil Male 21-40 South Asia Immigrant Pakistani Muslim Below GCSE Founder 4 

2 Akhtar Male 31-40 UK Second Pakistani Muslim GCSE Founder 10 

3 Ali Male 31-40 South Asia Immigrant Pakistani Muslim Below GCSE Founder 3 

4 Ameen Male 41-50 South Asia Immigrant Pakistani Muslim Degree Founder 7 

5 Amjad Male 41-50 South Asia Immigrant Pakistani Muslim GCSE Employee Manager 47 

6 Arif Male 18-30 UK Second Pakistani Muslim GCSE Founder 2 

7 Aslam Male 41-50 UK Second Pakistani Muslim Degree Employee Manager 47 

8 Aziz Male 31-40 South Asia Immigrant Pakistani Muslim Below GCSE Founder 1 

9 Azmat Male 41-50 South Asia Immigrant Pakistani Muslim Degree Founder 2 

10 Babar Male 31-40 UK Second Pakistani Muslim GCSE Employee Manager 47 

11 Basit Male 31-40 South Asia Immigrant Pakistani Muslim GCSE Founder 3 

12 Didar Male 41-50 UK Second Pakistani Muslim GCSE Founder 8 

13 Hamid Male 31-40 South Asia Immigrant Pakistani Muslim Post Graduate Employee Manager 8 

14 Hasan Male 31-40 South Asia Immigrant Pakistani Muslim Below GCSE Founder 8 

15 Irem Female 31-40 South Asia Immigrant Indian Muslim Degree Employee Manager 17 

16 Jafar Male 50+ South Asia Immigrant Pakistani Muslim Below GCSE Founder 25 

17 Jamal Male 31-40 South Asia Immigrant Pakistani Muslim Below GCSE Founder 9 

18 Jasvinder Male 50+ South Asia Immigrant Jesvinder Sikh GCSE Founder 46 

19 Khalida Female 41-50 UK Second Indian Muslim GCSE Owner 47 
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20 Kuldeep Male 31-40 UK Second Indian Sikh Degree Owner 34 

21 Kumar Male 18-30 South Asia Immigrant Indian Hindu Post Graduate Employee Manager 18 

22 Mani Male 50+ South Asia Immigrant Indian Sikh Degree Founder 1 

23 Mansoor Male 18-30 UK Third Pakistani Muslim GCSE Owner 15 

24 
Mubasha
r 

Male 41-50 UK Second Pakistani Muslim GCSE Owner 13 

25 Mukhtar Male 31-40 South Asia Immigrant Pakistani Muslim Degree Employee Manager 28 

26 Musa Male 31-40 South Asia Immigrant Pakistani Muslim GCSE Founder 7 

27 Nasreen Female 18-30 UK Second Pakistani Muslim Degree Owner 1 

28 Qamar Male 31-40 UK Second Pakistani Muslim Degree Owner 33 

29 Rajab Male 50+ South Asia Immigrant Pakistani Muslim GCSE Founder 12 

30 Ravinder Male 41-50 South Asia Immigrant Indian Sikh GCSE Founder 35 

31 Rubi Female 18-30 UK Third Pakistani Muslim GCSE Owner 10 

32 
Rukhsan
a 

Female 50+ Africa Immigrant Pakistani Muslim Below GCSE Founder 38 

33 Saima Female 18-30 UK Second Pakistani Muslim Degree Employee Manager 3 

34 Shahid Male 18-30 UK Third Indian Muslim Degree Owner 47 

35 Shakoor Male 41-50 UK Second Indian Muslim Post Graduate Owner 47 

36 Shazia Female 41-50 UK Second Pakistani Muslim Post Graduate Founder 1 

37 Tariq Male 41-50 South Asia Immigrant Pakistani Muslim Degree Founder 3 

38 Tasleem Female 18-30 South Asia Immigrant Pakistani Muslim GCSE Employee Manager 5 

39 Umar Male 31-40 UK Third Pakistani Muslim Degree Founder 2 

40 Usman Male 31-40 South Asia Immigrant Pakistani Muslim Below GCSE Founder 5 

41 Zahid Male 31-40 South Asia Immigrant Pakistani Muslim GCSE Employee Manager 8 



 14

42 Zubair Male 50+ South Asia Immigrant Pakistani Muslim Below GCSE Founder 22 

43 Zubia Female 18-30 UK Second Pakistani Muslim Degree Employee Manager 2 
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