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Abstract 
Employees’ performance is considered to be the lifeline of any organization 
considering the competitive environment that exists in the today’s business 
world. One of the factors that can be used to promote employees’ perfor-
mance is gender diversity. In this regard, many researchers have been at-
tracted to study such relationship. But most prior empirical studies focused 
on employee’s performance as a single dimensional variable instead of being 
multidimensional variable. Employees’ performance can be categorized as 
adaptive, contextual and task performance. In this regard, the article aimed at 
examining the influence of gender diversity on employees’ performance di-
mensions. The sample size was 618 whereby 203 respondents were from Dar 
es Salaam; 173 from Mwanza; 117 from Shinyanga and 125 from Simiyu who 
were chosen by using multistage sampling technique. In total, 554 respon-
dents filled in and returned the questionnaire which makes the response rate 
of 89.6%. Mean scores and Structural Equation Model (SEM) were used as 
data analysis techniques. The findings revealed that gender diversity had a 
statistically significant and positive influence on all employees’ performance 
dimensions i.e. adaptive, contextual and task performance. Hence, the article 
recommends that organizations must ensure the appropriate mix of men and 
women at workplace through engendered recruitment, retention and career 
development. However, promotion and appointment of the higher positions 
such as managerial positions should base on the merits of an individuals and 
not on their gender. 
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1. Introduction 

Globally, business operates in a competitive environment that demands better 
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employees’ performance (Samantha, Senthuran, & Priyantha, 2021). In this re-
gard, employees’ performance is one of the critical aspects in the business firms 
(Sriviboon & Jermsittiparsert, 2019) because it determines firm survival Pradhan 
and Jena (2017) and sustainability (Samantha, Senthuran, & Priyantha, 2021). 
Despite the need for better employees’ performance, most businesses including 
the textile firms suffer from low employee performance (Al-Zubi, Ali, & Alqtish, 
2017).  

Employee performance has been defined differently by scholars, for instance 
Durga (2017) defined performance as the act of executing a task successfully or 
an accomplishment of tasks in the organization. Safitri et al. (2019) define em-
ployee performance as the act of carrying out fully the assigned tasks by consi-
dering predefined objectives. Pradhan and Jena (2017) explain employee per-
formance in terms of adaptive, contextual and task performance within the 
workplace. According to Pradhan and Jena (2017), employee performance can 
be analyzed into three dimensions including adaptive performance, contextual 
performance, and task performance. 

Employees’ task performance relates to the allocated fundamental work re-
sponsibilities in the employees’ line of work (Motowidlo & Van-Scotter, 1994). 
Hesketh and Neal (1999) explain adaptive performance as the ability of individ-
ual to be able to adjust with the ever-changing business environment. This cate-
gory of employee performance involves the employees’ ability to provide re-
quired assistance to the job settings in the changing environment. Contextual 
performance includes prosocial attitudes such as volunteering for extra work, 
teamwork spirit and ensuring sharing of key resources and information for the 
better organization performance (Borman & Motowidlo, 1993). Employees who 
exhibit contextual performance tend to abide to the rules, procedures and poli-
cies of the business and put effort in their work.  

In any organization, resources can be categorized into three groups namely as 
physical resources, human resources, and financial resources. Among the three 
resources, human resources are the most critical assets of any organization 
(Stone-Romero, Alvarez, & Thompson, 2009). This is supported by Chijoke and 
Chinedu (2015) who posit that employees are the critical asset, and their per-
formance is crucial. This argument is in line with Sriviboon & Jermsittiparsert 
(2019) who posited that good firm performance is highly determined by the 
performance of its employees.  

Employees performance can be influenced by several factors including reward 
(Fareed, Ul-Abidan, & Shahzad, 2013; Mishra & Panda, 2018; Salah, 2016), em-
ployee training (Nassary, 2018; Afroz, 2018; Garavan, McCathy, & Carbery, 
2020), employee engagement (Reijseger, Peeters, Taris, & Schaufeli, 2017), and 
gender diversity (Onwuchekwa, Onwuzuligbo, & Ifeanyi, 2019). But gender di-
versity is the main factor that influences employee performance. This is sup-
ported by Ali, Kulik and Metz (2011) and Giulian and Poli (2019) who attest that 
gender diversity is gaining popularity in the business context and has attracted 
more interest in the field of human resource due to its ability to enhance per-
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formance of employees.  
Gender diversity can be defined as an appropriate mix of male and female 

workers within an organization (Onwuchekwa, Onwuzuligbo, & Ifeanyi, 2019). 
Studies such as that of (Chew, Lee, Tan, & Tee, 2011; Chepkemoi, Rop, & 
Chepkwony, 2022) show that the practice of having a good mix of male and fe-
male employee has been on the rise due to its capacity of tapping into abilities 
and skills from the different gender. Also in their study, Kirton and Green 
(2015) posit that gender diversity is one of the important practices that is found 
to positively improve employee performance. This is in line with the opinion of 
(Sharma et al., 2016; Emiko & Eunmi, 2009; Kochan et al., 2002) who contend 
that firms that prioritize gender diversity practices have a prospect of success 
and improved employee performance. 

On the contrary, researchers such as (Randel, 2002; Wegge, Roth, Neubach, 
Schmidt, & Kanfer, 2008) argue that gender diversity may create intergroups bi-
ases which in turn may end up harming the performance of the employees. Fur-
thermore, other empirical studies established no significant relationship, nega-
tive relationship or weak relationship between gender diversity and employee 
performance. Prior empirical studies (such as Adams & Ferreira, 2009; Ahern 
and Dittmar, 2011) opine that there is negative relationship between gend-
er-diversity and performance whereas Miller and Carmen (2009) argue that 
there is no link between the two. These findings have attracted interest among 
the researchers to carry out more studies on the relationship between gender di-
versity and employee performance. 

Notwithstanding, various studies have been conducted on the influence of 
gender diversity on employee performance, but these studies examined em-
ployee performance on its totality without considering the three dimensions of 
employees’ performance i.e., adaptive performance, contextual performance, and 
task performance. It is even supported by Amsi, Kiflemariam and Ngui (2022) 
who argue for examining employee engagement using its dimensions because it 
is likely that an independent variable may not have the same influence on the 
employees’ performance dimensions.  

Similarly, Amsi et al. (2022) adopted the Contingency theory to examine the 
mediation effect which mainly focuses on the external environmental factors to 
the firm. However, the theory cannot well explain the relationship between 
gender diversity and employees’ performance dimensions because gender diver-
sity is an internal factor to the organisation. It is likely that gender diversity may 
have different influence across the three dimensions of employee performance. 
It is therefore the aim of this article to investigate the influence of gender diver-
sity on employees’ performance dimensions i.e. adaptive, contextual and task 
performance.  

2. Literature Review 
2.1. Sociocultural Theory 

This article was grounded on Sociocultural Theory which was put forth by Vy-
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gotsky (1978). The theory assumes that organization culture and context may in-
fluence the behavior of individuals. House, Hanges, Javidan, Dorfman, and 
Gupta (2004) posit that culture may have effect on the extent of inclusivity of 
men and women in the organization. Matsumoto and Juang (2013) explain that 
the social interaction and organization culture at workplace are the factors that 
may influence individuals’ behaviors including their job performance.  

Sanderson (2010) improved the theory by focusing more on the way circums-
tances that surround individuals and how their behaviors, feelings and thoughts 
are affected specifically by their surroundings, socio-cultural elements, within 
the organization. Workplaces that embrace diversity influence positive behaviors 
(Ullah, 2020). Further, Sanderson (2010) explains that sociocultural perspective 
describes peoples’ behaviors and mental process as shaped several factors in-
cluding gender.  

In this regard, sociocultural approach provides an understanding on the mo-
tivation which causes a person to behave in a particular way. In support to this, 
Matsumoto and Juang (2013) argue that individual behavior is influenced by 
culture and the context which behavior occurs, therefore this theory provides an 
understanding of motivation which causes a person to behave in a particular 
way. Hofmann and Hinton (2014) argue that social, and culture of the workplace 
determines individuals’ behavior and perception. Similarly, Farndale, Beijer, Van 
Veldhoven, Kelliher, and Hope-Hailey (2014) argue that organizational culture 
and societal factors play crucial role in determining employees’ behaviors such 
as employees’ performance. 

Based on the Sociocultural Theory, organizations that embrace gender diver-
sity encourage employees’ positive behavior. For instance, Galinsky, Bond and 
Hill (2004) posit that when individuals experience conducive and inclusive 
working environment, they exhibit behaviors such as improved performance. 
The theory therefore explains well the way gender diversity may influence the 
performance of employees in the organization. Managers are responsible to 
create an environment that promotes gender diversity and exert their efforts to 
enhance their performance. Hence, this theory is relevant and suitable to explain 
the influence of gender diversity on the employee performance dimensions.  

2.2. Empirical Literature Review 

Employee performance is one of the crucial variables that determines survival 
and success of firms. Dynamic and competitive business environment requires 
high focus on the exploitation of its human resource especially attention should 
be paid more on the employee performance (Wright & Snell, 2009). Businesses 
should, therefore, focus on enhancing gender diversity practices in order to im-
prove employee performance (Gruman & Saks, 2011). 

Various studies were conducted to examine the influence of gender diversity 
on employees’ performance. For instance, Zhuwao, Ngirandu, Ndlovu, & Setati 
(2019) conducted a study in higher learning institution in South Africa and es-
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tablished positive relationship between gender diversity and employee perfor-
mance. Similarly, Hapompwe, Mulenga, Siwale and Kukano (2020) conducted a 
study in Compulsory Standards Agencies (ZCSA) in Zambia and found signifi-
cant positive relationship between gender diversity and employee.  

Odhiambo, Gachoka and Rambo (2018) carried out a study in the public uni-
versities in western Kenya and established that gender diversity positively influ-
ences the performance of employees in the public universities. Kyalo & Ga-
chunga (2015) carried studies in Kenya and established that there is a positive 
correlation on the gender diversity and employee performance. Also, in their 
study on the influence of gender diversity and employee performance, Rizwan, 
Khan and Nadeem (2016) established a significant and positive relationship be-
tween gender diversity and employee performance. 

Notwithstanding the presence of prior empirical studies that support the 
gender diversity-performance relationship, there are other prior empirical stu-
dies that argue differently. For instance, Gallego, Garcia and Rodriguez (2010) 
conducted a study in various organizations in Spain and found insignificant re-
lationship between gender diversity and employee performance. Similarly, Sheth 
(2018) conducted a study in the telecommunication industry in Gujarat and 
found no association on the gender diversity and employee performance. In the 
same vein, Nielsen & Madsen (2017) conducted study and found no significant 
correlation between gender diversity and employee performance. Likewise, 
Nang’oni and Kembu (2018) conducted a study on the influence of gender di-
versity on employee performance at Kenya urban roads authority and estab-
lished that the effect of gender diversity on employee performance was weak. 

Meanwhile recognizing different arguments of prior empirical studies, there is 
a possibility that gender diversity may have an influence on the employees’ per-
formance dimensions i.e., adaptive, contextual and task performance. The mix of 
male and female employees in the organizations may influence employees’ abili-
ty to adjust with the ever-changing working environment (adaptive perfor-
mance); pro-social attitudes such as volunteering for extra work, teamwork spirit 
resources and information sharing (contextual performance) and ability to im-
plement allocated fundamental work responsibilities in the employees’ line of 
work (task performance).  

In this case, this article hypothesized that gender diversity positively influ-
ences adaptive, contextual and task performance and, categorically coded as H1, 
H2 and H3 to indicate first, second and third hypothesis. The first hypothesis 
states that gender diversity positively influences adaptive performance while the 
second hypothesis states that gender diversity positively influences contextual 
performance. The third hypothesis states that gender diversity positively influ-
ences task performance.  

3. Research Methods 

This article used cross-sectional design which involves collection of data at one 
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point in time (Rosnow and Rosenthal, 2013). The design facilitates the collection 
of data that make possible to generate robust conclusion and creates hypotheses 
that can be investigated. This design is relevant because the article examined the 
influence of gender diversity on the employee performance dimensions in the 
textile firms. Cross-sectional design also facilitates greater control over precision 
of estimates (Thisted, 2006).  

Moreover, the design is relevant because data were collected only once, at a 
specific point in time. Questionnaires were used for data collection adopting 
Onwuchekwa et al. (2019)’s measurements on gender diversity and Pradhan and 
Jena (2017)’s measurements on employees’ performance dimensions. Dar es Sa-
laam, Mwanza, Shinyanga and Simiyu were selected as the geographical loca-
tions of this empirical work. These regions were chosen by considering the 
business density of the textile firms and activities carried within the regions. 
According to the National Bureau of Statistics (NBS, 2016) Dar es salaam has the 
highest business density (i.e. 18,358 employees) and also considered to be a 
commercial city, while Mwanza and Shinyanga regions’ economy are dominated 
by textile firms with a density of 15,630 and 11,250 employees respectively. In 
addition, Simiyu region represented regions with relatively lower business den-
sity (10,540) but it is dominated by textile industries National Bureau of Statis-
tics (NBS, 2016).  

The population of the study was 55,778 textile firm employees National Bu-
reau of Statistics (NBS, 2016) and the sample size was 618 textile firm employees. 
Respondents were selected using probability sampling technique which allows 
for the generalization of the study findings (Sekaran & Bougie, 2010). Cluster 
sampling technique was adopted in the selection of the employees from the se-
lected geographical regions namely Dar es Salaam, Mwanza, Shinyanga and 
Simiyu. Workplaces were then randomly selected to obtain employees who re-
sponded to the questionnaires. To calculate the sample size, Taro Yamane for-
mula was applied. 

( )21n N N e= + × , 

where N = 55,778 and e = 4% 

( )255778 1 55778 0.04 618n = + × =  

where: 
n is the sample size 
N is the population 
e is the sampling error 
The sample size of Dar es Salaam region was 203 respondents, 173 respon-

dents from Mwanza, 117 respondents for Shinyanga and 125 respondents for 
Simiyu region. However, 554 respondents filled in and returned the question-
naire which makes the response rate of 89.6%. In the questionnaire, gender di-
versity items were adopted from Onwuchekwa et al. (2019) while task, adaptive 
and contextual employees’ performance items were adopted from Pradhan and 
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Jena (2017). Data were analysed using structural equation modelling (SEM). 
This method was appropriate because of its capacity to accommodate multiple 
dependent variables i.e. adaptive, contextual and task performance. Assessment 
of the internal consistency was performed using Cronbach’s alpha coefficient. 
Construct reliability (CR) and Average Variance Extracted (AVE) were used to 
assess both construct reliability and convergent reliability. Alpha coefficients for 
the gender diversity, adaptive performance, contextual performance, and task 
performance were 0.842, 0.823, 0.933, and 0.843 respectively.  

Nevertheless, the use of SEM requires an assessment of the Goodness of Fit 
indices, which include absolute indices, incremental fit indices, and parsimony 
fit indices. The absolute fit indices that were the focus of this article were the 
Goodness of Fit Index (GFI) and the Root Mean Square Error of Approximation 
(RMSEA). The recommended GFI is 0.90 or a value which is closer to 0.90 
(Byrne, 2010; Thadani & Cheung, 2008). On the other hand, Hooper, Coughlan 
and Mullen (2008) report a recommended value of RMSEA of less than 0.08. 
However, a RMSEA value of 0.08 shows that the model fairly fits the data. In the 
case of incremental fit indices, the article tested for the Adjusted Goodness of Fit 
Index.  

The adjusted value of AGFI is based on the degrees of freedom (Tabachnick & 
Fidell, 2007) and must be at least 0.08 (Chau & Hu, 2001). For the Comparative 
Fit Index (CFI), the latent variables must not be correlated and it has to be at 
least 0.90 (Hair & Black, 2010). In addition, the article also calculated the parsi-
mony fit indices that examined the goodness of fit of the model, which is ob-
tained as division between Chi-square (λ2) and the degree of freedom (df). It is 
recommended to be less than or equal to 5 (Ullman, 1996). All the mentioned 
model fit indices were used to test the structural equation model.  

In addition, assumptions of SEM such as multicollinearity, linearity, normal 
distribution and homoscedasticity were observed before applying the selected 
inferential data analysis technique. With regard to normal distribution, Shapiro 
Wilks Tests was conducted and it was insignificant at 0.125 which indicated that 
data were normally distributed. Homoscedasticity condition was also tested to 
understand whether the residual values of a dependent variable i.e. performance 
of employees are equally distributed. If they are not equally distributed, the 
problem of heteroscedasticity occurs and distorts the quality of results (Tabach-
nick & Fidell, 2007).  

In the process of testing for homoscedasticity and heteroscedasticity, the scat-
ter plot as shown in Appendix 1 was used and revealed that the residual values 
of the dependent variable are equally distributed. The residual values neither 
concentrated in some values nor departed far at other values. This indicated that 
the homoscedasticity condition was achieved and there was no a problem of he-
teroscedasticity.  

4. Findings 

Article findings are divided into two groups which are descriptive and inferential 
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findings. The descriptive findings were used as initial findings to provide addi-
tional information in the interpretation and discussion of the inferential find-
ings.  

4.1. Descriptive Findings 

Data set that was used in the article entitled social engagement, gender diversity 
and employee performance by Amsi, Kiflemariam and Ngui (2022) were used 
for descriptive statistics in this article. 

Demographic characteristics were categorized into five groups: age, gender, 
education, marital status, and work experience. In terms of gender, 54.5% of the 
respondents were male, while 45.5% of the respondents were female. Regarding 
marital status, 39.5% of the respondents were single, 47.5% were married, 10.5% 
were divorced, and 2.5% were widowed/widowers. Respondents were catego-
rized into five age groups: 20 - 25, 26 - 45, 46 - 55, 56 - 60, and 60+ years old. 
Respondents aged 20 - 25 years old were 141 (25.5%), 86 (15.5%) were 46 - 55 
years old, 24 (4.3%) were 56 - 60 years old, and those aged above 60 years were 
16 (0.2%). Most respondents (i.e., 286, or 51.6%) were between the ages of 26 
and 45 years. 

This study established that 18 respondents (3.2%) had no formal schooling, 
117 respondents (21.1%) were of primary school qualification, and 178 respon-
dents (32.1%) had received an O-level certificate. Moreover, 50 respondents 
(9.0%) A-level certificate holders, 81 (14.6%) held a degree/advanced diploma, 
and 3 respondents (0.5%) had postgraduate qualifications. Thus, the descriptive 
findings demonstrated that O-level was the highest education level for the ma-
jority of respondents.  

The article also established that the majority of respondents (i.e., 208 or 
37.5%) had worked within the textile industry for a period of 1 to 4 years, while 
123 respondents (22.2%) had worked for less than a year. In addition, 122 (22%) 
had a working experience of 5 - 9 years, and 100 respondents (18.1%) had work 
experience exceeding 9 years. The findings from Table 1 illustrate the distribu-
tion of the demographic characteristics of respondents. 

In this article, mean scores were used to rank the variables of the study. Ox-
ford (1990) and Oxford and Burry-Stock (1995) categorized mean scores into 
low, medium and high. Low mean scores range between 1 and 2.54, medium 
scores 2.5 to 3.4 and high mean score 3.5 to 5.0. The mean scores for gender di-
versity ranged between 4.26 - 4.56, this is an indication that gender diversity 
items were highly ranked by respondents. 

Respondents rated the application of these items in the organization at a high 
level, with mean score ranging from 4.26 to 4.56. Respondents agreed that they 
felt valued by others regardless of their gender (mean score = 4.56), followed by 
the item on the organization focusing on a good mix of men and women (mean 
score = 4.38), and men and women having equal opportunities for career devel-
opment (mean score = 4.35). In addition, most respondents agreed that there  
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Table 1. Demographic characteristics. 

GENDER FREQUENCY PERCENTAGE (%) 

Male 302 54.5 

Female 252 45.5 

Total 554 100 

MARITAL STATUS   

Single 219 39.5 

Married 263 47.5 

Divorced 58 10.5 

Widowed 14 2.5 

Total 554 100 

AGE (YEARS)   

20 - 25 141 25.5 

26 - 45 286 51.6 

46 - 55 86 15.5 

56 - 60 24 4.3 

Above 60 16 0.2 

Total 554 100 

LEVEL OF EDUCATION   

No formal schooling 18 3.2 

Primary school 117 21.1 

O-level education 178 32.1 

Vocational training/technical training 107 19.3 

A-level education 50 9.0 

Degree/Advanced Diploma 81 14.6 

Postgraduate qualification 3 0.5 

Total 554 100 

YEARS OF SERVICE   

Less than a year 123 22.2 

1 - 4 years 208 37.5 

5 - 9 years 122 22.0 

More than 9 years 100 18.1 

Total 554 100 

Source: Field data (2020). 
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was a good mix of both genders in job allocation (mean score = 4.33), that there 
was no difference in work performance between the genders (mean score = 
4.29), and that appointments to a managerial position were based on merit and 
not gender (mean score = 4.26). 

Adaptive performance was coded into seven specific items: AP1 to AP7. The 
first item (AP1) was on the mobilization of collective intelligence for effective 
teamwork, AP2 concerned employees managing changes in their jobs when the 
situation demanded it, and AP3 was about effectively handling teamwork in the 
face of changes. AP4 was on a mutual understanding on viable solutions in the 
organization, AP5 was about respondents losing temper their when facing criti-
cism from team members, AP6 was concerned with whether employees were 
comfortable with work flexibility, and AP7 was on how well they could cope 
with organizational changes from time to time. In this case, AP5 and AP7 were 
dropped because the items did not meet the minimum coefficients of reliability. 

Mean scores for adaptive performance items ranged from 4.11 to 4.19, with 
item-specific mean scores being AP1 = 4.17, AP2 = 4.16, AP3 = 4.15, AP4 = 4.19, 
and AP6 = 4.11. Even though all specific items of adaptive performance were at a 
high mean score range, AP4 led with a mean score of 4.19. This means that mu-
tual understanding led to employees having viable solutions for work-related 
challenges happening within the organization. The item with the least mean 
score was AP6 (mean score = 4.11) and this item was about employees’ flexibility 
about their work. However, this does not undermine the fact that other items of 
adaptive performance were also important since all items under this variable had 
high mean scores. 

Task performance had six (6) items, which were coded as TP1, TP2, TP3, TP4, 
TP5, and TP6. The first item (TP1) was about compliance to high standards of 
work, and TP2 was about employees’ capability of handling assignments without 
much supervision. Other items were TP3, which was on respondents being pas-
sionate about their work, and TP4 was concerned with respondents’ belief about 
their colleagues’ high performance. The fifth item (TP5) was concerned with the 
timely completion of tasks by respondents, and TP6 focused on how organiza-
tional goal are achieved through the performance of multiple assignments. Giv-
en the fact that TP6 did not meet the minimum coefficients for the reliability 
statistics, it was dropped. Thus, TP1, TP2, TP3, TP4, and TP5 were selected for 
the descriptive analysis.  

Mean scores for task performance were high and ranged from 4.23 to 4.57. 
Among the specific items of task performance, TP5 and TP2 led by both having 
mean scores of 4.57. These were followed by TP3 (mean score = 4.55), TP1 
(mean score = 4.40), and TP4 with the least mean score of 4.23.  

Contextual performance consisted of nine (9) items coded from CP1 to CP9. 
These items were concerned with employees being used to extending help to 
co-workers when needed (CP1), loving handling extra responsibilities (CP2), 
and extending sympathy and empathy to co-workers when they were in trouble. 
Other items included participating actively in group discussion and work meet-
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ings (CP4), employees praising co-workers for their good work (CP5), and em-
ployees deriving a lot of satisfaction by nurturing others in the organization 
(CP6). The seventh item (CP7) was about respondents being able to maintain 
good coordination among fellow workers, while CP8 was about the employee’s 
ability to guide their colleagues beyond their job purview. In addition, CP9 was 
about respondents being able to communicate effectively with colleagues for the 
purposes of problem-solving and decision-making. However, CP1, CP4, CP3 
and CP6 were dropped because they did not meet the minimum coefficient for 
the reliability statistics. In this case, CP2, CP5, CP7, CP8 and CP9 were selected 
in the descriptive statistics. 

The mean score showed that all the selected items under contextual perfor-
mance were highly ranked because they ranged between mean scores of 4.42 and 
4.49. Specifically, the mean scores were CP2 = 4.42, CP5 = 4.49, CP7 = 4.46, CP8 
= 4.43, and CP9 = 4.49. Even though all items were highly ranked, CP5 and CP9 
led by both having the highest mean score of 4.49, followed by CP7 and CP8, 
which both had a mean score of 4.46. The item with the least mean score was 
CP2, with a mean score of 4.43. 

This indicated that under contextual performance, more respondents were of 
the opinion that they were performing well when they could effectively commu-
nicate to their colleagues for the purposes of problem-solving and deci-
sion-making. In addition, they preferred to praise co-workers for their work. 
However, this did not undermine the importance of other items within the con-
textual performance variable, which were also highly ranked by the respondents. 
More details are shown in Appendix 2. 

4.2. Inferential Results 

The findings of the article focused on the influence of gender diversity on the 
dimension of employees’ performance dimensions (adaptive, contextual and task 
performance). This article hypothesised that gender diversity positively influ-
ences adaptive employees’ performance. It was revealed that gender diversity 
had a positive significant influence on adaptive performance. Regression weight 
was 0.110 and significant at 0.028 which was less than 0.05. This implies organi-
zation must diversify its workforce based on gender and employee performance 
well considering their ability to adjust with dynamic work environment.  

In this case, employees exhibited their ability on collective intelligence, change 
management in their job, handling teamwork in the face of changes, mutual un-
derstanding on viable business solutions and accepting criticism from team 
members. Likewise, employees in the organization that adopted gender diversity 
demonstrated their abilities on dealing with work flexibility, hence H1 was ac-
cepted. 

The article also hypothesised that gender diversity positively influences con-
textual employees’ performance. It was established that gender diversity posi-
tively and significantly influences contextual employees’ performance. Regres-
sion weight was 0.382 significant at the P-value of 0.001. These findings sug-
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gested that workplace that embraced gender diversity practices, its employees 
were willing to extend their help to co-workers and ready to handle extra re-
sponsibilities. In addition to these, workers actively participated in group discus-
sion and ready to share knowledge and ideas with their colleagues. Based on this 
discussion, H2 was also accepted. 

The article hypothesised that gender diversity positively influences task per-
formance of employees. Gender diversity positively and significantly influence 
task performance with a regression weight of 0.453 and P-value of 0.001. In this 
regard, firms that adopted the practices of inclusivity specifically gender diver-
sity practice, its employees tend to maintain high standards of their work with-
out much supervision. Also, workers completed their assignment on time and 
that can handle multiple assignments to ensure that organizational goals were 
well achieved, hence H3 was accepted. 

Appendix 3 and the structural equation diagram summarise the relationship 
between gender diversity and employee performance dimensions (adaptive, 
contextual and task performance). Structural equation model indices for the 
structural equation were all within the recommended values, which indicated 
that the model fitted well the data. These indices are CMIN/DF (2.68), GFI 
(0.926), Adjusted GFI (0.906), CFI (0.952), and RMSEA (0.055). Figure 1 pre-
sents the diagrammatic relationship between gender diversity, and employee 
performance dimensions i.e. adaptive, contextual and task performance. 
 

 
Figure 1. Direct relationship between gender diversity and employees’ performance di-
mensions. 
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5. Discussion of Findings 

Results of this article are supported by other prior empirical studies such that of 
Khan, Sohail, Khan, Uddin and Basit (2019) who found that gender diversity posi-
tively influences employee performance. In the same vein, current findings are in 
line with those of Zhuwao, Ngirandu, Ndlovu and Setati (2019) who conducted a 
study in higher learning institution in South Africa and established positive rela-
tionship between gender diversity and employee performance. Similarly, other 
studies’ findings (such as Kyalo & Gachunga, 2015; Odhiambo, Gachoka, & 
Rambo, 2018; Hapompwe, Mulenga, Siwale, & Kukano, 2020) are congruent with 
the findings of this article. Authors reported a significant positive relationship be-
tween gender diversity and employee performance. Likewise, findings of this arti-
cle mirror that of Rizwan, Khan and Nadeem (2016) who established a significant 
and positive relationship between gender diversity and employee performance. 

On the contrary, other empirical studies established no significant relation-
ship, negative relationship or weak relationship between gender diversity and 
employee performance. For instance, prior empirical studies such as that of 
(Adams & Ferreira, 2009; Ahern and Dittmar, 2011) found negative relationship 
between gender-diversity and performance. However, the findings from these 
empirical studies differ from the results of this article because these studies did 
not examine employee performance into its three dimensions i.e., adaptive, con-
textual and task performance instead the performance of employee were ana-
lysed on its totality.  

On the other hand, prior studies like (Nielsen & Madsen, 2017; Nang’oni & 
Kembu, 2018) established weak relationship between gender diversity and em-
ployee performance. Whereas studies like (Miller & Carmen, 2009; Sheth, 2018) 
found no association on the gender diversity and employee performance. These 
findings differ from the findings of the present article since the article focused 
on the three dimensions of employee performance (adaptive, contextual and task 
performance). 

With respect to the theory, the article findings are in line with the Social Cul-
tural Theory. Social Cultural Theory argues that organizational culture and con-
text may influence the behavior of individuals. Workplaces which embrace 
gender diversity practices influence positive behaviors. Sociocultural perspective 
describes peoples’ behaviors and mental process as shaped by several factors in-
cluding gender diversity. This premise is in line with the findings of this article 
which revealed a statistically significant and positive influence of gender diversi-
ty on the adaptive, contextual and task performance.  

5.1. Conclusion 

The article generally concludes that gender diversity significantly and positively 
influences the dimensions of employee performance i.e. adaptive, contextual, 
and task performance. In this regard, a good mix between men and women; 
equal opportunities for managerial positions, an optimal mix of the genders in 
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job allocation; equal opportunities in career development, and a gender quota 
policy within the organization provides an environment for improving employee 
performance. Hence, a conducive internal environment within the organization 
in terms of gender diversity practices plays an important role in promoting em-
ployee performance in terms of adaptive, task and contextual performance. 

5.2. Recommendations 

The findings of this article established that gender diversity has an influence on 
all the three dimensions of employee performance i.e. adaptive, contextual and 
task performance. Gender diversity practices lead to a better employees’ per-
formance; hence managers must foster gender diversity practices in the organi-
sations. These can be achieved through safeguarding the practice of good mix of 
men and women at workplace. The gender quota policy in activities such as re-
cruitment, retention and career development must be gender sensitive. However, 
promotion and appointment of the higher positions such as managerial posi-
tions should base on the merits of an individuals and not on their gender.  

5.3. Limitations of the Study 

This article focused on textile firms only, hence similar studies can be conducted 
to examine whether these findings extend to other economic sectors with dif-
ferent characteristics from those of the textile sector. In addition to this, the arti-
cle did not categorise its findings across different business sizes, including micro, 
small, medium, and large businesses. It is possible that gender diversity has dif-
ferent influences on employee performance dimensions across different business 
sizes.  
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Appendix 1: Testing for Homoscedasticity 

 

Appendix 2: Mean Scores 

Gender Diversity Mean Score 

Felt valued by others regardless of their gender 4.56 

Organization focus on a good mix of men and women 4.38 

Men and women having equal opportunities for career development 4.35 

There was a good mix of both genders in job allocation 4.33 

No difference in work performance between the genders 4.29 

Appointments to a managerial position were based on merit and not 
gender 

4.26 

Adaptive Performance  

Mobilization of collective intelligence for effective teamwork 4.17 

Concerned employees managing changes in their jobs when the 
situation demanded it 

4.16 

Effectively handling teamwork in the face of changes 4.15 

Mutual understanding on viable solutions in the organization 4.19 

Employees were comfortable with work flexibility 4.11 

Task Performance  

Compliance to high standards of work 4.40 

Employees’ capability of handling assignments without much 
supervision 

4.57 

Respondents being passionate about their work 4.55 

Respondents’ belief about their colleagues’ high performance 4.23 

Timely completion of tasks by respondents 4.57 
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Continued 

Contextual Performance  

Loving handling extra responsibilities 4.42 

Employees praising co-workers for their good work 4.49 

Respondents being able to maintain good coordination among fellow 
workers 

4.46 

Employee’s ability to guide their colleagues beyond their job purview 4.43 

Respondents being able to communicate effectively with colleagues for 
the purposes of problem-solving and decision-making 

4.49 

Appendix 3: Inferential Results 

   
Estimate S.E. C.R. P Label 

TPT ← GDT 0.453 0.042 10.895 *** 
 

CPT ← GDT 0.382 0.037 10.440 *** 
 

APT ← GDT 0.110 0.050 2.200 0.028 
 

GD6 ← GDT 1.000 
    

GD4 ← GDT 1.096 0.054 20.174 *** 
 

GD3 ← GDT 0.858 0.050 17.180 *** 
 

GD2 ← GDT 0.921 0.056 16.405 *** 
 

AP1 ← APT 1.000 
    

AP2 ← APT 1.033 0.047 21.777 *** 
 

AP3 ← APT 0.971 0.048 20.193 *** 
 

AP4 ← APT 1.009 0.052 19.388 *** 
 

AP6 ← APT 0.991 0.054 18.466 *** 
 

CP2 ← CPT 1.000 
    

CP5 ← CPT 1.060 0.072 14.759 *** 
 

CP7 ← CPT 1.145 0.073 15.600 *** 
 

CP8 ← CPT 1.086 0.074 14.775 *** 
 

CP9 ← CPT 1.088 0.072 15.093 *** 
 

TP1 ← TPT 1.000 
    

TP2 ← TPT 0.746 0.044 16.900 *** 
 

TP3 ← TPT 0.904 0.054 16.887 *** 
 

TP4 ← TPT 0.742 0.068 10.983 *** 
 

TP6 ← TPT 0.753 0.047 16.163 *** 
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