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Introduction:
We are being o part of world where diversity forms the fabric of miodern society, diversity in the
business environment includes everything ranging from gender, race and ethnicity to individuals
dealing out diverse religious and political views, education levels, socioeconomic uphringings,
cultures and even disabilities. However, the coming together of these people ol different
backgrounds, genders, ethnicities and different experiences in cities and societies is a key driver of
nnovation,

A diverse workplace is one where employees from different backgrounds, with differemt
personalitics, opinions or experiences, work together to solve orgamisational goals. Gender
diversity refers equitable or fair representation of people of different genders. The term simply
means an equal representation of men and women in the workplace. In addition, it also means that
men and women are hired at a similar and consistent rate, are paid equally and are given the same
working opportunities with the same promotional opportumities.

However. gender equality remains a major issue in the corporate world, From an early age boys
and girls are unconsciously treated differently causing stercotypes when it comes to what they
thinlc they can achieve. 100s not always well known that girls generally perform better at school yet
in their working lives is it [requently the case that they eam less and occupy less leadership
positions than men. These differences in upbringing have dangerous impacls,

Whilst women make up around 40% of the global workforce, only about 5% of these are in CEO
ind upper management positions and even then, annual salaries or men in similar positions are far
from equal. In fact, studies have suggested that women earn only 80% (or less depending on
ethmeity) of what their male counterparts do. Inaddion, it's only nutural that CEOs and board
members tend to think of their friends and colleagues for board openings. And since most CEOs
and board members are men, they tend to think of other men first. Getting more women on boards
15 critical because substantive change in the workplace must start at the op — whether its pay
equality or workplace culture that allows both women and men to do their best work, grow m their
careers and have balance between work and the rest of their lives.

Gender inequality takes different forms. Although the global average female labour force
participation rate hovers around 45 percent, the average rate masks significant cross-regional
differences in levels, from only about two-fifths of women participating in the labour market in the
Middle East, North Africs, and Central Asia to almost two-thirds in sub-Saharan Alrics. Gender
wage paps continue to be a global 1ssue. Although some countries have made important progress
in closing eaming gaps, on avernge, women's earnings are about half those of men. Low inclusion
of women in the labour market and political positions also reflects unequal opportunities in access
to education and health from early childhood and to finanecial services. It s also impeded by the
pervasive presence of gender-based legal restrictions in many countries,

Gender Diversity in the Indian Workforce

India 1s one of the fastest growing economies in the world with an estimated growth rate of 7.2%
in the current liscal. While there has been a growth in GDP in comparison to the previous vear’s
6.7%, the country is vet to leverage its full potential. With only 24% aof its 497 million women
population participating in the workforce (Census 201 1), the country is nowheré close to what jt
can fully achieve.

Out of 131 countries, India currently holds the 120th position in terms of the female labour force
participation rates and gender-based violence witnessed. Despite constituting 48% of the
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population. women and girls lack education and access to skill building and employment
apportunities, resulting in to a fall in female employment rates from 35% of the workforee in 2005
to 28% in 2018, Female LFPR is currently 50% lower than male LFPR in India, with 95% women
(195 mullion) employed in the informal scctor. By comparison, the lemale LFPR in Sweden i
B0,

In addition to this, female labour force participation has faced a huge Fall from 36.7% in 2005 o
26% in 2018, with 95% (195 million) women being employed in the unorganised sector or
engagmg i unpaid work. India has amongst the lowest female labour force participation rates in
the world, Less than a third of women — 15 years or older —are working or actively looking for a
job.

Need of the research:

Gender diversity in the workplace is & pertinent issue, especially in India, where women often lack
leadership positions. To tackle this issue, many companies are taking concrete steps like promoting
collaborative culture, greater industry exposure for women employee and equal pay for equal work.
Through this paper. the researchers has attempted o Gnd o link between gender diversity and team
performance. The global labour male to female participation ratio is highly skewed, and this ratio
only worsens as one climbs higher up the corporate ladder, especially on company boards and in
developing countries, The rampant systems of discoimination and bias mentioned eurbier only
worsen this divide.

The researcher hopes to examine onc of the many ramifications of such a gender divide its effect
o1 team performance. By not allowing fuir representation of the opmions and perspectives of an
entire gender- which is what happens on most company boards, manageriul roles and parliaments-
the researcher beligves that teams, businesses and entire economies loose on vital input and creative
solutions that such diversity can bring to the table. As a result of this, this research paper ains to
provide “A detailed study of the impact of gender diversity on team performance™.

Objectives of the study :

The objectives of this study are as follows:
T shed light on the highly skewed gender composition in businesses. company boards and
parlianments around the globe.
To compare the performances of teams with different levels of gender diversity.
To establish whether a correlation between a team’s performance and its gender composition
XSS,
To ¢xamine whether such diversity positively or nogatively impacts team performanee,
Ta offer suitable reasons as o why companies, governments and institutes should improve gender
diversity in their orgamsation,
To offer practical suppestions to companies, povernments and mstitutes to mprove gender
diversity in their organisation.

Statement of the hypothesis:
For this research papeér, the following hypotheses have beéen devised:
Null Hypothesis:
Hy; Gender Diversity has no impact on the performance of a team,
Alternative Hypothesis:
Hy: There is a significant impact of Gender Diversity on tcam performance.
I1i (a) Gender diversity positively impucts the performance of a tean.
Hi (h) Gender diversity negatively impacts the performance of a team.
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Rescarch Methodology

While gender diversity most comnmonly refers to an equitable ratio of men and women, it may also
include people of non-binary genders. For the purpose of this paper, the researcher has chosen to
adopt the first definition only Le. an equitable ratio of men and women.

In order to determine the performance of o team, the sample leams were cach given the same case
study with the same set of questions at the end. They were then asked to discuss the study and note
down their answers as a group, which were then graded out of a total score of 15, This score
determined how well o particular team performed.

Population and Sample :

All individuals working in and around Pune city was the universe for this studv. For this paper. a
total of 15 teams, each with varying levels of gender diversity. were considered. Each team was
composed of 4 individuals who meet the above criteria. Therefore, the sample size for this paper
consists of 60 such individuals, divided into 15 teams of 4 members each.

There was a total of 5 gender compositions defined and 3 1eams of cach composition were created.
Three sets of responses were created. with each ser having 5 teams of the 5 gender compositions
mentioned below. (Set 1 has teams 1 to 5, set 2 has teams A to E and set 3 has teams [ to V) The
gender compositions and respective teams are as lollows:

Team |, A and I: Male, Male, Male, Male

Team 2, B and 11: Male, Male, Male, Female

Team 3, C and ITT: Male, Male, Female. Female

Team 4. D ond 1V: Male, Female, Female, Female

Team 5. E and V: Female, Female, Female. Female

Gender diversity/composition of a particular team was determined by calculating the ratio of one
gender to the other (with the underrepresented gender, if any, taking precedent), Therefore, for o
team having 3 temales and | male, the gender diversity/composition of that team is equal to 1/3
i.e. 0.33 (or 33%). Zero represents the lowest possible gender diversity i.e. such a team consist of
members of just one gender. On the other hand, 1 (or 100%) represents the highest possible gender
diversity L.e. both genders ore equally represented in such a team.

The gender diversity for cach ream is as follows:

Team A, | and I: 0 or 0%

Team B, 2 and 11: (.33 or 33.33%

Team €, 3 and L | or 100%

Team D, 4 and IV: 0.33 or 33.33%

Team E, 5 gnd V: 0 or 0%

Sampling method:

Sampling is a process in which a predetermined number of observations are taken from a larger
population. In other words, it is a procedure for selecting sample members from a population. For
this study, due 10 limited time and [inancial resources available 1o the rescarchers and due o the
restrictions imposed by the Covid-19 lockdown, convenience sampling was used. Data collection
for this paper was achieved via conference calls, video calls, messages and emails- all relatively
fst, casy and pocket-frendly oplions.

Sources of data collection:

The priomary datz for this paper was collected by providing each team with the same case study and
set of questions. Each team had to discuss this study amongst themselves and then answer the
guestions at the end as a group, Their responses were then analvsed. Data was collected via
conference calls, video calls, messages and emails.

Research papers, studies and articles available online served as references for this paper. The list

of articles/papers referred 1o is available in the Webliography section of the project.
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10. Examination of the gender composition in businesses, company boards and parliaments
around the glabe
1.1 An Overview
The male 1o female ratio in the workplace is highly skewed in favour of the male gender. Despite
progress, wonen and men do not have the same opportunities to participale In ceonomic activity,
and when women do participate, they do not receive the same tecognition, wages, or benefifs as
men. Whilst women make up around 40% of the global workforee, only about 3% of those are in
CEO and upper management positions and even then, annual salanes or men in similar positions
are not equal. In fact, studies have snggested that women earn only 65 10 80% of what their male
counterparts do.
Out of 131 countries, Indin currently holds the 120th position 1n terms of the female labour force
participation rates and gender-based violence witnessed, with women accounting for only 23-24%
of the total labour foree. However, even in counties where labour foree participation rates are high,
the quality of jobs differs for men and women, In many countries women are predommantiy
involved in the informal sector with low-paying and vulnerable jobs,
The lack of basic legal rights alse prevents women from participating fully in economic and
political opportunities. According to the IPU (Inter-Parliamentary Union). the global participation
rate of women in national-level parliaments stands at just 24.5%, Such a number is extremely
problematic especially when there are entirely male dominated puncls voting on women's rights
or an issues that should have a fair representation while voted on. Low inclusion of women in the
labour market and political positions also reflects unequal opportunitics in access to education and
health from early childhood and to Anancial services. Forexample, m indis, only sixty-five percent
of women are literate as comparad to B0 percent of men.
10.2 Determining the correlation present between the geader diversity and team
performance
To determine the extent of that relation between pender diversity and team performance Pearson’s
coefficient of correlation technique 15 used. Pearson's correlation coefficient (r) measures the
statistical relationship, or association, between two variables, In this case the two variables m
question are gender diversity and team performance (represented by their marks obtained).
Pearson’s cocfficient is often known as the best method of measuring the association between
variables of interest because it is based on the method of covariance. The comrelation coethicient
(r) has g value that must fall between -1.0 and + 1,0, with + 1.0 indicating a perfect positive
correlation and -1.0 indicating a perfeet negative correlation. A perfect positive correlation means
that that as one variable moves, cither up or down, the other variable moves in lockstep, in the
same direction. A perfect negative correlation means that two assets move in oppaosite directions,
while a zero correlation implies no relationship at all,
In order to combut difference of o marks allotted 1w cach team, the individual correlation
coefhicients of each set were first calculated betore takmg the average of the three coetficients tu
armive at the final value,

Set 1 Analvsis:

Géndar Team l_’erﬁ'lrmmn-:e i'el Pe;m;un"s.
Team Diversiiy Marks Obtained (out of L'um:laFmﬂ
|57 coelficient (r)
I { &
m | 0.33 N
mn | l 13 0.8604
v 033 9
Voo i i

The corrclation coefficient (ry) for Set | is 0.8604, which indicates a significant and positive
correlation between the two variables. This means that as the gender diversity of a team increases,
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its performance imcreases as well, In other words, more gender diverse teams perform better than
teams comprising of just one gender.
Set 2 Analysis:

T {?endx_:r Teﬂm'Per_funmmce L. Fcursm_u's correlation
Diversity Marks Obtained (out of 15) coefhcient (1)
A () 7
B (.33 10
C | 13 09412
n 0,33 10
E 0 0

The correlation cocfficient (rz) for Set 2 s 0.9412. This also represents » very strong positive
correlation, which means that as the gender diversity of a team increases, its performance increases
as well. In other words, teams that exhibit high levels of gender diversity outperform teams
comprising of just one gender. For example, team C (which has the best gender composition of the
group} performed much better than teams A and E (which comprised of members of just one
gender, thereby having the lowest gender diversity at 0%),

Set 3 Analysis:

Teari l:?md:_.-r Tuarn_ I’cr_lhnnunuu 'r.i.‘:, Pcmun'§ f.fun‘l.:luiiun
Diversity Marks Obtained (out of 15) coefficient (f)
I 0 Q
1} .33 11
{111 I 12
v (.33 1 9.9354
v 0 9
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T'he correlation coefficient (r3) for Set 3 15 0.9384. Like in the above sets, this too indicates a strong
positive correlation. which implies that as the gender diversity of a team increases, so does its
performance.

Correlation Constant (r) for the whole sample
As mentioned carlier, cach sel of responses was graded. It is important to note that due to minor
differences in grading styles, slight variances in marks allotied to each team may arise. In order to
combat such variances, the individual comelation coefficients of each set were first calculated
before taking the average of the three coeflicients to arrive at the final value, Therefore, the
correlation constant (r) for the whole sample = (r) + r2 1 r2)/3

r=(0.8604+ 09412+ 09384y 3

r=19133
Since the correlation constant (r) for the whole sample is 0.9133, it implics that the gender
diversity of a team has a significant and posilive impact on its performance. In other words,
as gender diversity of a team increases, so does its performance. Due to this. teams cxhibiting
high levels of gender diversity i.e. a balanced ratio of both genders (such as teams 3, C and 1)
tend to outperform those tenms that comprise of members of just one gender (such as teams 1, 5,
A, C, Tand V).

Hypaothesis Testing
In the case of this research paper. the two mutually exclusives statements are Ho (the null
hypothesis) and H; (the alternate hvpothesis):

Null Hypothesis:

Ha! Gender Diversity has no impact on the performance of a team.

Alternative Hypothesis:

Hi: There is a significant impact of Gender Diversity on team performance.
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H: (a) Gender diversity positively impacts the performance of a team,

H; (b) Gender diversity negatively impacts the performance of a leam.
In order to determine whether any relationship existed between the two variables (gender
diversity/composition and team performance), Pearson’s Correlation CoefTictent (r) was caleulated
and the value ol this coellicient was a positive 0,9133.
[T the test concludes that the correlation coefTicient is significantly different from 0, the correlation
coefficient is “sigmificant™ and vice versa. However, this value alone (0.9133) is insufficient to
prove or disprove the hypothesis stated abave. Pearson’s correlation coetficient, tells us about the
strength of the linear relationship between the two variables on a regression plot, But the reliability
of the linear model also depends on how many observed data points are in the sample (e the
sample size represented by n). Henee, it is imperative to look at both the value of the correlation
cocfficient (1) and the sample size (n). In order to take into account the sample size and minimize
type | errors, the level of significance and eritical values must be defined,
The level of significance is a key input in hypothesis testing. The sigmficance level, also denoted
as élpha or o, is the probability of rejecting the null hypothesis when it is true {i.e. a Type | error).
For example. a significance level of 0,05 mdecates a 3% nisk of concluding that a difference exisis
when there 15 no actual difference. Since this project falls under the domain of social science. the
researcher has chosen to adopl the customary 0.05 significance level based on R. A Fisher's
argurment that a one in twenty chance represents an unusual sampling occurmence. This allows for
§5% level of contidence while rejecting the null hypothesis,
The degree of freedom is caleulated by subtracting 2 from the sample size. For this research project,
the sample consists of 60 individuals divided mto 15 1eams. each with varying levels ol gender
diversity. Hence, n=15 and the degree of freedom (di)= 13 (15-2).
Therefore, the corresponding eritical values for df = 13 are + and - 0.514. This means that if
Pearson’s Correlation Coefficient (r) falls between -0.514 and +0,514 (the acceptance range), we
accept the mull hypothesis (Ho) and reject Hy, On the other hand, if r is either less than or greater
than -0.5 14 and +0.5 14 respectively, we consider the correlation significant and reject Ho.
Since the correlation coefficient (r) for our sample is a positive 0.9133 and 18 greater than 0,514,
we consider the correlation significant and reject Ho (Gender Diversity has no impact on the
performance of a team) and accept Hy (a) (Gender diversity positively impacts the performance of
i team) since the value of 1 is positive. This indicates that as the gender diversity of a team
increases, so does its performance.

Findings and conclusions:

|. After an analysis of the gender composition and diversity of the workforee in businesscs,
company boards and parliaments around the globe, one can conclude that the male 1o female ratio
in the workplace is highly skewed in Livour of the male gender, Despite progress over the last few
decades, women and men do not have the sume oppornunities to participate in economic activity,
and when women do participate, they do not receive the same recognition, wages, or benefits as
men.

This gender divide manifests itsell in polities as well. According to the [PU ( Inter-Parlismentary Union).
the global participation rate of women in national-level parlioments stands at just 24.5%. Such a number
is extrernely problematic especially when there are entirely male dommated panels voting on women’s
rights or on issues that should have a fair representation while voted on. Low inclusion of women in the
labour market and political positions also reflects unegqual opportumitics vis-a-vis access to education and
health and 10 Anancial services.

2. Since the value of this comelation for the whole samplie was a positive 09133, it indicates that gender
diversity of a team has o significant and positive impact on its performance. In other words, as gender
diversity of o team increases, so does it performance. Due 1o this, leams exinbitmg high levels of gender
diversity 1., a balanced ratio of both genders outperform those teams that comprise of members of just
one genger,
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3, Inaddition o the ethical and momsl responsibility that companies, governments and institutes have
towards correcting the blatamt gender divide mentioned earlier and 1o tackling discrimination in
their orgamsations, they also have a responsibility towards ensuring the decisions they make are
beneficial towards both society and the organisation itsell. By taking steps to eliminate, or at leasi
reduce ths divide (such ensurmg unbiased hiring and job advertising), companies can gain [rom not just
more a competent workforce but from the benefits of diversity as well- such an inflow of new opinions,
varied perspectives, higher innovation and ultimately more profits.

4. Accordmg to McKinsey Global Institute (MG, by just ensuring a more equal gender
composition in the workforee, i.e. by enabling women to participate in the economy on par with
men, India can increase 1is 2025 pross domestic product (GDP) by berween 16% and 60%. Equal
participation by women would add as much as 828 trillion, or 26%, to the world’s 2025 GDP—
roughly equivalent to the size of the combined US and Chinese economies today.

5. Businesses have the power to creite change in society as well, By ensuring # workplace free from
gender-hias and discnmination and one where in both genders are equitably represented, we are one step
closer to ereating a world free from gender-bias and discrimination as well.

6. 1t will take government, individual and business-led mterventions 1o create an environment that
ofters women better opportunities- that enables them (o train for and work in skilled, better-paying
roles and where social norms and attitudes support work—life balance. Gender equality is more than
i goal in itself] it is a pre-condition for meeting the challenge of reducing poverty, building good
governance, and promoting sustamable development.
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