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Abstract: We investigate the relationship between women’s participation and the growth of 10,445 Brazilian
SMEs operating in a widespread economic crisis. Our study is motivated by the disproportional
unemployment scores observed among women during the COVID19 pandemic. We used stepwise
regression and conditional process analysis to test all our hypotheses. We found that an increase
of women employees in the total workforce of SMEs boosts their growth. This indicates that the
disproportional spikes in women’s unemployment observed during recessions are not only unjust
but also harmful to SMEs striving to weather crises. We also identified that these firms grow further
by increasing women employees’ wages and job tenure, by preferring more women with higher
levels of education and longer job tenure, or retaining more educated women who are better paid
at the same time. Our findings rebuke the rationale behind the disproportional layoffs of women
workers in times of crisis. They indicate that SMEs should sustain their female workforce to increase
chances of weathering widespread economic crises. Our results can help alleviate the predicament
experienced by women workers during economic crises, and support policies designed to reduce the
persistent gender gap in businesses.

Keywords: SME growth; gender performance; gender pay gap; COVID-19 crisis

1. Introduction

The role of gender in the performance of SMEs has received increasing attention,
e.g., [1–6]; however, critical issues remain untouched [1]. One timely example of an
understudied topic which has recently become a major concern is the effects of women’s
participation in the performance of SMEs in the context of crises [7,8].

Women have been disproportionately affected by the economic crisis produced by the
COVID-19 pandemic [9,10]. Women, at a greater magnitude than men, lost their jobs in
the onset of the crisis and failed to recover them in the following months, contributing to
a trend that “will only further increase gender inequality” [11]. Indeed, the impact of the
current crisis on women is so acute that it might undo 25 years of progress in women’s
advancements [12]. This dramatic situation has sustained a self-reinforcing dynamic that,
if left unchecked, could further aggravate the predicament of women in the workforce.
Their higher unemployment numbers may tempt managers into thinking that women
are dismissed first because men are somehow more capable of operating in harsher times.
Following this line of thought, businesses would increase their odds of survival by retaining
more men than women workers in crises, leading to even higher unemployment rates for
women. Therefore, it is strange that no one seems to have tackled two obvious questions
that this context imposes: Does increasing the share of women employees in the SMEs’
workforce negatively affect the growth of these firms in times of crisis? How is women’s
influence on a firm’s growth affected by their individual human capital and wage?

In this paper, we used data released by the Brazilian government to analyze the
impact of women’s presence on 10,445 SMEs during the 2015–2017 economic crisis that
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crippled the country. Our results challenge longstanding beliefs about the relationship
between gender and business performance and rebuke the rationale behind the massive and
disproportional layoffs of women workers in times of crisis. We found that an increase in
the participation of women in SMEs leads to more, not less, firm growth. Additionally, we
identified that their human capital (education and experience) and wage levels moderate
their influence on SME growth in various ways. First, larger wages boost their positive
impact. Second, the combination of higher levels of education and experience among
women leads to a moderate increase in the growth of SMEs. Third, the confluence of higher
salaries and higher levels of education of women accelerate the growth of these firms even
further. Conversely, lower wages and fewer educational degrees among women affect
the relationship between women’s participation and SMEs’ growth negatively. Fourth,
we found that, alone, neither the education nor the experience of women moderates the
influence of their participation in the growth of SMEs.

Our paper seeks to mitigate the predicament faced by women workers in the current
crisis [9] by showing women employees’ positive contribution to the growth of SMEs
affected by massive external shocks. We also add to the research stream focused on identi-
fying the conditions present in successful SMEs led or dominated by women, e.g., [13–17],
while directly challenging the notion that women’s participation is detrimental to SME
performance. However, we do this in a novel manner by focusing on the operational level of
SMEs, as opposed to the majority of studies on the link between gender–firm performance,
which devote their attention to top management teams (TMTs). As the number of employ-
ees by far surpasses the number of people working on TMTs, our research should produce
economic and professional gains for a much larger contingent of women. Additionally, our
study adds to the debate on the gender pay gap [18] by providing evidence that granting
lower salaries for women is not only unethical, but also counterproductive.

Further, our work answers the call for more studies that help SMEs overcome the
COVID-19 pandemic [19–21] by offering practical applications for them to implement.
SMEs are the backbone of every economy [22]. The survival and wellbeing of families,
communities, and even countries hinge on the resilience of their SMEs. These firms
are under a lot of pressure and need clear indications of how to weather this and any
future economic downturns as frequent crises “represent a new paradigm of ‘business as
usual’” [23].

2. Economic Crises, Employees, and Gender

Economic crises are especially hazardous to the survival, performance, and growth
of SMEs because their liability of smallness [24] makes them more vulnerable to external
shocks [19,22,25]. Most SMEs do not have the resources free to cope with sudden trauma
inflicted by larger macro-economic crises [26]—e.g., abrupt declines in sales, disruption
of supply chains and depletion of cash resources [27]. Consequently, in such situations
they tend to be thrown into a spiral of unpredictability and instability [28]. This happened
in Brazil between the years 2015 and 2017. The country experienced a strong economic
recession [29] which resulted in the closing of thousands of enterprises, mainly the smallest
ones [30,31], and the loss of millions of jobs [32,33]. Now, the COVID-19 crisis has imposed a
similar context on Brazilian workers. For instance, 81% of the country’s workforce—mainly
women and black men [34]—have been exposed to some type of job vulnerability [35]. To
thrive in such situations, SMEs need to harvest the best of their human resources allocated
at all hierarchy levels.

However, whereas there is some evidence of how entrepreneurs, owners, CEOs, and
top management teams (TMTs) act in SMEs facing external threats, e.g., [23,36–38], studies
on the role played by the employees working at their operational levels in critical times are
much scarcer. This is problematic because employees are one of the most valuable resources
of SMEs [39], and, usually, their largest fixed cost [40,41]. In addition, their contribution to
the performance of SMEs tends to be outsized when compared to employees’ influence on
the outcomes of larger businesses [42]. Indeed, the practical knowledge of SME workers
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can be a source of competitive advantage and a driver for higher productivity, sales, and
profitability [40,42–44]. Hence, the indication that the lack of suitable employees is one of
largest barriers to the growth of SMEs [45] should not come as a surprise.

SMEs, in general, face important challenges in attracting, retaining, and motivating
the best employees as they do not have economic power to offer the same wages and
benefit packages that the most skilled workers find in larger companies [41]. In addition,
their HR practices and wage policies—two of the strongest predictors of an employee’s
performance—tend to be poorly designed [41,46]. Naturally, the financial pressure imposed
on SMEs hit by external economic shocks increases the magnitude of the problem. These
firms become even less capable of keeping and adequately compensating their workers
and might be forced to reduce wages or lay off employees. Women workers tend to be
affected worse in such situations, as seen in the 2008–2012 crisis [47]. Now is no different.
As we showed at the outset of our paper, the COVID-19 pandemic has punished women as
firms lay off their women employees at disproportionate rates [9,10,34,35].

However, the question of whether the dismissal of so many more women is rational,
e.g., because women workers contribute less to SMEs that are under stress, remains open.
There is no evidence about the effective influence of women employees on the perfor-
mance of SMEs operating in chaotic contexts. Similarly, there is little knowledge about the
conditions affecting their impact on SMEs weathering crises.

In the next section, we borrow the rationale behind the men bias prevalent in the
entrepreneurship literature to explore the question of whether the participation of women
does indeed jeopardize SMEs weathering economic crises. Then, we investigate the in-
fluence of the most common objectively measured variables used to analyze the effect
of the distinguishing characteristics of women in business—experience, education, and
compensation [1]—on a firm’s performance. As we will show in the remainder of our paper,
our results reject important aspects of the dominant discourse on gender and business and
contribute to efforts to weaken the pandemic’s terrible effect on women.

Hypotheses

Unpredictable external shocks put SMEs under a lot of pressure and stress. As a result,
most raise their defenses and adopt a retrenchment strategy [20]. However, the available
evidence suggests that SMEs that achieved superior performance during very challenging
periods went in the opposite direction, choosing to play it safe by being bold [25,48–51].
As these authors explain, winning SMEs usually had the courage to embrace higher levels
of risk, assertiveness, and strategic extroversion in the face of danger. These traits can be
linked with stereotypically male traits such as dominance, decisiveness, aggressiveness,
and mental toughness [52,53]. Men tend to be associated with other characteristics, such as
higher levels of risk tolerance and need for achievement [51,54], less fear of failure [1], and
bigger appetite for profits [55,56] and growth [3], which should make them more suited to
address external threats.

Women, on the other hand, tend to be more risk averse [1], a characteristic that could
become amplified in times of crises, when they are under more pressure and stress [57–59].
They also tend to have less experience than men [60] and are more likely to put more
emphasis on objectives with no immediate relation to the performance of firms—e.g.,
work–life balance [56,61]. Because they might have or prefer to dedicate more time to their
families and social relationships, they end up dedicating less resources to their professional
work [62,63].

Furthermore, it is widely acknowledged that women face important social and cultural
obstacles to their performance at businesses [64,65]. Men in-group favoritism and gender
stereotypes are two forms of prejudice that constrain the development and participation
of women in firms in general [53]. The social norms of women being considered more
sensitive and fragile, even as professionals, than men contributes to the deselection of
women workers in overt and discreet ways, which in turn affects their ability to contribute
to the firms’ growth [64,66]. Finally, there is the possibility that the evidence pointing out
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that women entrepreneurs and business owners tend to perform worse than their men
counterparts, e.g., [67–69] is mirrored at the operational level. Thus, we hypothesize that:

Hypothesis 1 (H1). There is a negative relationship between the participation of women
workers and the growth of SMEs.

This relationship is moderated by different factors, but most prominently by compen-
sation. The gender pay gap is a global phenomenon [18,70] prevalent in poorer countries,
where low-paid workers are disproportionately women [46]. Crises magnify the gender
pay gap [71,72], a socioeconomic macula that curbs women’s contribution to a firm’s
growth for different reasons. Employee compensation is a notable moderator of both their
job-performance and job-firm performance relationships. Higher wages tend to increase
workers’ levels of job satisfaction, motivation, participation, and collaboration as well as
their innovation efforts [73,74]. Likewise, better salaries have been positively associated
with different outcomes of SMEs, such as firm longevity, sales, cost efficiency, customer
loyalty, innovation, and growth [39,40,75–78]. For these reasons, lower salaries for women
inhibit their full potential. This becomes clearer when one notes that lower wages are also a
proxy for discrimination against women [72], which makes professional recognition, among
other performance-boosting factors, harder to attain [64,79,80]. For these reasons, we be-
lieve that higher salaries for women should help substantially increase their contribution
to a firm’s growth:

Hypothesis 2a (H2a). The wage size of employees positively moderates the relationship
between the participation of women workers and the growth of SMEs.

The education and experience of women workers are also highly likely to affect the
influence of their participation on SME growth. Along with compensation, these are
the most common objective variables used to analyze the effect of the distinguishing
characteristics of women on businesses [1].

Studies have repeatedly pointed out the positive moderation effect of education on
firm performance, innovation, and growth [64,81–87]. This positive influence seems to be
quite pronounced in the case of women [83,88]. Retaining employees with higher levels
of education is particularly important for firms hit by external shocks. Economic crises
impose on SMEs the need to read and interpret a rapidly changing environment and to
devise processes and structures that fit the new conditions [36]. Employees with formal
education are expected to be better equipped to face the challenge, as they tend to have
greater learning, adaptative and analytical knowledge, and skills [81]. They also tend to
play more important roles within the firm [40].

Whereas degrees are relevant for workers in general, they can be critical for women
employees, even more so in times of crisis. Attaining higher levels of education is a way that
many women find to attenuate the prejudice against them in professional environments,
increase wages, and retain their jobs for longer [53,89]. The prestige given by a college or
university degree can mean more freedom of action for women, positions higher in the
hierarchy, and greater influence on the performance of the business [90,91]. Therefore, we
expect the following:

Hypothesis 2b (H2b). The level of formal education of employees positively moderates
the relationship between the participation of women employees and the growth of SMEs.

Likewise, the accrual of experience at the same job have been linked to the higher
performance of workers in general [64,92], with a consequent increase on the performance
of firms [93,94]. According to the human capital theory, “employees gain more tacit
knowledge about how to perform their jobs effectively over time” [95]. Evidence that
job tenure positively affects education–job and skills–job matches seems to corroborate
this view [56]. Additionally, poorly-performing employees tend to be dismissed from
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their jobs early in their careers within firms, leaving the stronger performers in place and
accruing longer tenures [96]. This can be especially true in turbulent times, when SMEs are
forced to reduce overhead costs while retaining the best employees, who generally have
accumulated empirical knowledge about the firm’s operation. In the 2008–2012 crisis, for
instance, job “tenure increased in the majority of European countries against a background
of job destruction, affecting those employees with shorter tenures relatively more than
those with longer tenures” [47]. Indeed, SMEs with longer-tenured employees will tend to
have a larger repertoire of tacit knowledge to draw from, especially if they have already
gone through other critical moments in the past [19,25,97,98]. Moreover, more intrafirm
experience translates into a more extensive understanding of the external environment and
stakeholders [94]. Facing crises, this is critical knowledge that has been found to enhance
employees’ commitment on their job performance [56,92].

The extant literature does not offer a very clear picture of the influence of gender
on the relationship between job tenure and the performance of employees and firms [95].
Surveys and reports indicate that men tend to retain their jobs for longer [47,99], despite
findings that the job tenure of women has a stronger influence on business performance
e.g., [64,66]. However, there are some possibilities for practical mitigating actions. For
example, strengthening job stability should help decrease the fears of failure and risk
which are commonly associated with women [66] and which could be intensified during
crises. Long-term contracts can also give women more time to overcome the internal
barriers they face at the workplace [100], as the “the longer workers were engaged with
the organization, the more they fit in the workplace” [56]. Longer job tenure should
also help women employees better exploit other gender characteristics that need time to
develop and reap benefits—e.g., the building and use of more informal and lasting social
relationships [15,62,101]. Thus, we argue that:

Hypothesis 2c (H2c). The level of employees’ intrafirm experience positively moderates
the relationship between the participation of women and the growth of SMEs.

The literature points out that the positive moderation effects produced by higher
levels of education and intrafirm experience on the performance of SMEs can intensify
when combined [56,64,65]. Education provides the knowledge and problem-solving skills
necessary for good job performance, whereas experience translates and solidifies these
skills into practical intelligence, competences, and abilities [102–106]. In other words,
the interplay of education and in-job experience augments the chances that investments
in human capital such as education will eventually translate into palpable employee
competence and a firm’s performance [81].

As crises bring forth unexpected and daunting situations, SMEs need to count on
personnel able to apply their knowledge and experience in order to take well informed
and reasoned action. That is why both past experiences and higher levels of education
have been identified as positive resources to cope with crises [36]. In terms of gender,
the conjunction of more education and more experience should help women accumulate
benefits that go beyond the aforementioned, such as more legitimacy inside the firm and
access to higher hierarchical positions [53] which have a more pronounced impact on
growth. Thus, we argue that:

Hypothesis 3 (H3). The interaction of higher levels of employees’ education and intrafirm
experience positively moderates the relationship between women’s participation and
SME growth.

At the same time, the literature suggests that increases in the levels of education and
intrafirm experience of employees are followed somewhat congruently by pay raises as
people look to receive compensation for their investments in human capital [81,107]; in
short, highly skilled professionals cost more. However, for all workers, turbulent economies
can force them to accept lower salaries as it becomes harder to find a better paying job.
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Moreover, women are more likely to find themselves in such a position, since they are the
most affected when crises hit [9]. In addition to this difficulty, they also tend to be the first
on the chopping block in turbulent times [10] and face greater barriers to finding a new
job after being laid off [108,109]. All of these facts could explain why they might prefer job
security to high compensation [61].

Even so, a breach of expectation about the relationship between human capital and
wage is not always costless. It can cause job dissatisfaction, feelings of injustice and
demotivation, and intensified perceptions of discrimination against women. Underpayment
might lead skilled women to curb their willingness to contribute to the growth of their
firms. The combination of higher salaries with either more education or experience, on the
other hand, should enhance the influence on SME growth of the benefits associated with
all these constructs. Thus, we believe that:

Hypothesis 4 (H4). The interaction of higher levels of employees’ education and wages positively
moderates the relationship between women’s participation and SME growth.

Hypothesis 5 (H5). The interaction of higher levels of employees’ intrafirm experience and wages
positively moderates the relationship between women’s participation and SME growth.

3. Method
3.1. Sample

The empirical data used in our study was provided by The Annual Report of Social
Information (RAIS) database maintained by the Brazilian Ministry of Economy. It contains
comprehensive information about a large number of private firms. In order to assess the
influence of women participation on the growth of SMEs operating in a context of crisis,
we extracted data from 2015–2017, a period marked by a strong economic recession in
Brazil [29]. It caused the closure of hundreds of thousands of enterprises [30], a large de-
crease in the country’s GDP and the rapid deterioration of labor market conditions [33,110].
In addition, it was in this interval that the number of women in the labor force started to
decline steeply in the country, culminating in its lowest level in 2020 [111]. Such a milieu
makes Brazil a meaningful context in which to test the impact of women’s presence on
SMEs affected by extensive economic downturns.

The RAIS database offered us information about 19,884 SMEs—with a headcount of
between 10 and 250 employees—for the period from 2015–2017. We decided not to include
microenterprises in our sample, i.e., firms with less than 10 employees. The contextual and
intrinsic differences between these firms and SMEs could lead to research biases [112,113].
In order to increase the homogeneity of our data, we refined our sample following four
procedures: (a) we included only firms that were at least 10 years old in 2017 to ensure a
similar level of business maturity. This is important because younger and older firms tend
to present different growth paths [114]; (b) we excluded all firms that failed before the end
of 2017; (c) to prevent gender polarization, we removed firms that had more than 90% of
their workforce composed exclusively of men or women; and (d) finally, we removed all
outliers, for all variables, by excluding observations that were three standard deviations
away from the sample mean. This technique of outlier identification and exclusion is
frequently applied in other studies [115,116]. In total, 10,445 SMEs remained in our sample
(Table 1) after we implemented these four steps.

3.2. Measures

The RAIS dataset provided us with information about the size, age, and growth of the
sampled SMEs. Additionally, we also gathered detailed information corresponding to their
employees, such as gender and wages, educational levels, and job tenure. We then used
this information to compute our research variables.

The dependent variable is SME growth, which indicates the ratio of new jobs added
between 2015 and 2017. Given the variability of our sample in term of firm size (number of
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employees), we controlled the magnitude of SME growth to avoid analysis biases. This
variable was adjusted considering the distance of each firm measure—in terms of standard
deviations—in relation to the sample median (see Equation (1)).

Equation (1). Method of Adjustment (Firm Growth)

Adjustment Factor FirmGrowthi = 1 +
Firm Sizei − MdFirm Size

σFirm Size
(1)

Table 1. Sample summary.

Industry n %

Automotive parts and serv. 441 4.22%
Food and beverage 607 5.81%

Manufacturing 2404 23.02%
Retail 3682 35.25%

Services 2534 24.26%
Wholesale 663 6.35%

Other 114 1.09%
Total 10,445 100.00%

The independent variable is women’s participation in SMEs. This measure assesses
the ratio of women workers in relation to the total number of employees of each SME:
“1” means that the workforce of the firm is composed exclusively by women and “0” by
men. As mentioned before, we eliminated all firms with gender polarization from the final
sample of our study.

The moderation effects were estimated using measures of workers’ wage, experience,
and education. Wage was estimated considering the average monthly basic pay given
to workers by each firm. This metric is expressed in units of Brazil’s minimum wage
so that it is unnecessary to correct the numbers over time. We measured the working
experience of the employees of each SME by their average job tenure (calculated in number
of months) in their firms. Finally, we computed the employees’ educational level with a
categorical variable. Therefore, “1” corresponds to elementary school, “2” to high school,
“3” to university or college degree, and “4” to postgraduate studies. We show all these
descriptive statistics in Table 2.

Table 2. Descriptive statistics (n = 10,445).

Variable Mean Median Std. Dev. Min. Max.

Women’s participation 0.46 0.44 0.23 0.10 0.90
Wage 2.10 1.85 0.86 0.08 6.20

Experience 36.98 31.57 22.29 0.62 127.83
Education 1.95 1.94 0.35 1.00 3.08

Firm Growth −0.09 −0.06 0.47 −5.58 5.04
Firm Size 38.35 22.00 41.02 10.00 250.00
Firm Age 23.22 20.25 10.98 12.00 68.75

3.3. Analytical Procedures

We used stepwise regression and conditional process analysis to test our hypotheses,
which was divided into four distinct models (see Figure 1). The stepwise regression is
designed to exclude statistically insignificant eigenvectors in each regression step [117]. This
process enters and removes each independent variable, one by one, until only the variables
that effectively predict the outcomes of interest remain in the equation. Exploratory research
has benefited from this method to determine relationships that have not been tested or
whose outcomes remain underexplored [118,119]. For this reason, we adopted stepwise
regression for Model 1 to analyze the effect of women’s participation on the growth of
SMEs operating in crises (H1) as well as to test the moderation effect of employees’ wage,
education, and job tenure on this relationship (H2a–H2c).
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Figure 1. Research model.

We adopted Hayes’ [120] procedure for the analysis of Models 2 to 4. This procedure
is a conditional process analysis used to assess the complementary effects between the
moderators—i.e., a moderated moderation analysis—and women’s participation in SME
growth. This three-way interaction was examined using the Process macro (v. 3.3) for SPSS
Model 3 [120]. We followed the example of recent studies, e.g., [121,122] and requested
5000 bootstrapped samples to ensure the significance and robustness of the conditional
indirect effects [123]. These effects are significant when the confidence interval excludes
zero [124,125].

4. Results
4.1. Model 1

The result of the stepwise regression (Table 3) shows that women’s participation
and its interaction with wage levels are significant predictors of SME growth. We found
that women workers positively influence SME growth during crises (B = 0.062; t = 3.053;
p < 0.01), thus rejecting H1. We also verified that the level of workers’ wages increases this
relationship (B = 0.067; t = 2.633; p < 0.01), thus confirming the moderation effect predicted
in H2a. However, the process of stepwise regression showed that, when considered
alone, neither education nor experience moderate the effect of women’s participation in
SME growth, as initially inferred in H2b and H2c. These interactions did not contribute
significantly to the model and therefore were removed from the equations. The levels of
Variance Inflation Factor (VIF) and the tolerance indicated no collinearity effects.

Table 3. Stepwise regression.

Equation F Variables B 1 B 2 t p Toler. 3 VIF 3

1
9.318

(p < 0.01)
(Constant) −0.118 −11.383 0.000

Women participation 0.062 0.030 3.053 0.002 1.000 1.000

2
8.129

(p < 0.001)

(Constant) −0.117 −11.195 0.000
Women participation 0.064 0.031 3.158 0.002 0.998 1.002
Int. Women P. X Wage 0.067 0.026 2.633 0.008 0.998 1.002

Notes: Dependent Variable: Firm Growth. 1 Unstandardized coefficients. 2 Standardized coefficients. 3 Collinearity
statistics. The moderations of education and experience were removed by the stepwise method.
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4.2. Model 2

The three-way ANOVA indicates that there is a partially significant interaction be-
tween women participation and the levels of education and experience (F = 2.974; p = 0.085).
More specifically, the bootstrap procedure Model 3 [120] showed that this effect is only
significant when at least the level of education or experience is high (Table 4). The conflu-
ence of medium levels of education and high levels of experience strengthens the effect of
women’s participation in SME growth (effect = 0.067; 95 percent CI: 0.009 to 0.124). This is
also true for the combination of high levels of education and medium levels of experience
(effect = 0.065; 95 percent CI: 0.008 to 0.122) and for high levels of both education and expe-
rience (effect = 0.068; 95 percent CI: 0.000 to 0.136). This finding supports the assumptions
of H3.

Table 4. Conditional effects of women participation (education x experience).

Education Experience Effect se t p LLCI ULCI

Low
Low −0.038 0.037 −1.036 0.301 −0.111 0.034

Medium −0.002 0.029 −0.050 0.960 −0.058 0.055
High 0.065 0.038 1.708 0.088 −0.010 0.139

Medium
Low 0.015 0.028 0.553 0.580 −0.039 0.069

Medium 0.034 0.022 1.564 0.118 −0.009 0.076
High 0.067 0.029 2.280 0.023 0.009 0.124

High
Low 0.064 0.037 1.703 0.089 −0.010 0.137

Medium 0.065 0.029 2.247 0.025 0.008 0.122
High 0.068 0.035 1.955 0.051 0.000 0.136

Notes: Interaction effect (Women participation × Education × Experience): F = 2.974; p = 0.085. The education
and wage levels were estimated considering the 16th, 50th, and 84th percentiles. Education levels: Low = 1.62;
Medium = 1.94; High = 2.23. Experience levels: Low = 17.25; Medium = 31.57; High = 57.33.

4.3. Models 3 and 4

For Model 3, the three-way ANOVA point out that there is a significant interaction
between women participation and the levels of education and wage (F = 29.232; p < 0.001).
However, the direction of the effect varies according to the levels of education and wage.
We verified that the influence of women’s participation in a firm’s growth is negative when
there is a confluence of lower levels of education and wage (effect = −0.086; 95 percent CI:
−0.154 to −0.017). Otherwise, all other combinations which do not contain a lower level
of education or wage strengthen the positive effect of women workers on SME growth
during crises (see Table 5 for further details). For instance, under a condition of high
levels of education and wage, women’s participation has an effect of 0.157 on SME growth
(95 percent CI: 0.089 to 0.224). Therefore, H4 was also supported.

Table 5. Conditional effects of women’s participation (education x wage).

Education Wage Effect se t p LLCI ULCI

Low
Low −0.086 0.035 −2.461 0.014 −0.154 −0.017

Medium 0.031 0.031 1.016 0.310 −0.029 0.091
High 0.267 0.056 4.792 0.000 0.158 0.377

Medium
Low −0.013 0.028 −0.459 0.646 −0.068 0.042

Medium 0.061 0.024 2.574 0.010 0.014 0.107
High 0.209 0.040 5.297 0.000 0.132 0.287

High
Low 0.053 0.040 1.343 0.180 −0.024 0.130

Medium 0.087 0.033 2.641 0.008 0.023 0.152
High 0.157 0.034 4.570 0.000 0.089 0.224

Notes: Interaction effect (Women participation x Education x Wage): F = 29.232; p < 0.001. The education and
wage levels were estimated considering the 16th, 50th, and 84th percentiles. Education levels: Low = 1.62;
Medium = 1.94; High = 2.23. Wage levels: Low = 1.43; Medium = 1.85; High = 2.70.
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Finally, the three-way effect tested in Model 4 was not significant (F = 0.589; p = 0.443).
We found no consistent interaction between women’s participation and the levels of experi-
ence and wage. Hence, H5 was rejected. Figure 2 illustrates the indirect effects estimated in
Models 2 and 3.
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5. Discussion and Conclusions
5.1. The Participation of Women Workers and SME Growth

Our first finding shows that SMEs striving to grow during crises should increase the
participation of women employees in their workforce. This result is a direct challenge to
the notion that men are more suitable in turbulent situations. Our results suggest that
either toughness (and its corollary of behaviors and attitudes), a common stereotypical
characteristic of men [52], is not as important for firms weathering crises, or that women
are tougher than men. Indeed, findings indicating that women tend to take more risks than
men in hostile contexts [126] seem to reecho Eleanor Roosevelt’s famous line: “A woman
is like a tea bag: You never know how strong she is until she gets into hot water” [127].
In the same vein, results attained by other empirical studies challenged the idea that men
are more ambitious than women in seeking firm growth [1,128,129]. This goes in line with
the observation that the differences in business performance between women and men are
minimal when controlling for variables such as experience and education [1,130].

However, it may also be that skills and abilities commonly linked to women are helpful,
not detrimental, to SMEs sailing rougher seas [52,131]. For instance, stereotypical women
characteristics such relational competencies [15,132], compassion, sensitivity, intuition,
cheerfulness, and being more nurturing and empathetic [133,134] may help women to
become more market-oriented [101]. Market orientation is a strategic trait related to firms
that manage to survive crises, as they must rapidly redeploy their products and services
to different customers [135]. Similarly, the higher emphasis that women tend to put on
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supportive, long-term oriented social relationships [101] can assist in retaining clients for
longer, a crucial necessity in times when customers are scarce. These same characteristics
increase the internal levels of social support in SMEs, another trait of resilient firms [36].
Finally, because some obstacles faced by many women entrepreneurs—e.g., access to
credit—are not applicable to the context of women workers, the contribution of the latter
may have become more pronounced.

In short, our results reinforce the notion that “women have particular skills that come
to the fore in times of crisis” [52] and make them more capable of handling the pressure
created by turbulent times, something previously hinted at by other authors [52,136].

5.2. Moderations

Empirical studies about the impact of workers’ wage on the performance and growth
of SMEs are still scarce [137]. The evidence available trends towards indicating a positive
relationship between salaries and a firm’s performance [40,44]. Hence, what makes our
finding relevant is not its unexpectedness but its implications for women employees. The
gender pay gap is particularly acute in developing countries [138] because in regions with
higher gender inequality, women are often seen as a source of cheap labor. If decades
of struggle have proven this notion ethically wrong, our results show that it is a bad
competitive strategy too. Higher salaries can help women overcome perceptions and
feelings of gender prejudice to develop to their full potential. It is also likely that a better
paycheck for women can be a proxy for their attainment of higher hierarchical positions
and greater influence over firm performance. Hence, SMEs will benefit from better wage
policies for women.

Interestingly, we did find that neither education nor experience alone moderated the
influence of the participation of women employees on SME growth. This is unexpected,
as many studies link both the education and experience of leaders and employees to SME
performance and growth [64,81,82,92], including in times of crises [19,36]. Additionally,
scholars have emphasized the benefits of human capital accumulation for women [1,53].
Thus, we thought that an increase in either education or experience levels would boost the
influence of their presence on SME growth.

Moreover, there may be many different justifications for our findings. The first regards
the type of education attained by women and men. Whereas women in general tend to be
as educated as men, they still have less business education then their men counterparts [62].
Second, some empirical studies indicate that job tenure has a u-inverted relationship
with employee and firm performance e.g., [139]. Ng and Feldman [95] stating that “job
design suggests that as job tenure increases, employees are likely to become more bored
and less motivated at work”. Similarly, Han et al. [140] found a negative relationship
between job tenure and office efficiency. Third, the peculiar nature of each crisis might
make the accumulated experience of organizations partially obsolete or even misleading, as
“assumptions about predictable futures may be rendered irrelevant by events that transcend
past experience” [19]. Finally, either education or experience by itself may not be enough
for women to overcome intrafirm barriers to their performance.

Finally, it may be that only the conjunction of sufficient levels of education and
experience can help workers to convert their investments in human capital (education and
experience) into higher levels of productivity. That could help to explain the positive effect
that we found for the interaction of higher levels of employees’ education and intrafirm
experience on the relationship between women’s participation and SME growth. According
to many authors, resilient SMEs tend to have a very qualified, specialized, flexible, and
adaptable staff [141,142], characteristics unlikely to be attained by education and experience
when divorced from each other. A better education can help employees to become more
reflective about their practical knowledge and adapt it to changing contexts. Therefore,
firms should help women employees increase both pillars of their human capital.

For the reasons explained in Hypotheses 4 and 5, we believed that the interaction of
larger wages with education and experience would enhance the positive effect of women’s
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participation on SME growth. However, we found that only the conjunction of higher
levels of education and larger wages attains such an effect. The confluence of low wages
and fewer years of study inverted the contribution of women to the expansion of SMEs,
but this is not unexpected. A deficient education coupled with a lack of experience should
be naturally associated with lower performance. Moreover, unschooled women workers
who are new to a firm will tend to have all odds against them. The intersection of larger
wages and longer intrafirm experience did not affect the impact of women employees on
SMEs. This could be because larger wages alone cannot offset the negative effect of long
job tenures found in some studies e.g., [95]. The firms in our sample have been operating
for longer than 10 years. Thus, their women employees are more likely to be at the further
end of the u-curve of the relationship job tenure-performance. In any case, our results show
that longer job tenure in the same firm enhances women employees’ contribution to SME
growth only when they are better educated. Higher levels of education, on the other hand,
boost women’s impact on a firm’s growth when coupled with either long job tenures or
higher salaries.

5.3. Contributions

Workers in general have been deeply affected by the COVID-19 pandemic, but women
bore the brunt of it [10]. This study should help alleviate their predicament in current
and future crises. Our results indicate that the massive layoffs of women workers are
not only unjust; they can also be deleterious to the performance of SMEs. Despite all the
barriers women face in their professional lives and the additional hurdles imposed by an
economic crisis [72], they manage to positively and substantially impact the growth of
SMEs. This finding provides compelling evidence that the stereotypical image of women
as less resilient professionals is deeply misleading and adds to the growing body of work
that focuses on successful cases of women in business, e.g., [2,13,14,16,17].

Our findings also contribute to the debate about the gender pay gap issue. This is the
most discussed topic regarding the effects of gender in the entrepreneurship literature [18].
However, the extant evidence on the matter offers little empirical proof of the effects of
wages on the performance of SME, and even less about the interactions between wage, gen-
der of employees, and firm growth. Our research shows that women can collaborate even
more on the expansion of SMEs when they are well compensated, and when higher wages
are accompanied by higher levels of education. This is another finding that contributes
to eliminating the bias they suffer as regards HR policies. Additionally, this result might
shrink the gap in translating wage-performance insights to actual strategic actions in the
context of SMEs [41,143].

Our research also adds to the efforts to assist SMEs in overcoming this unprecedented
crisis. These firms are the backbone of every economy, and a large source of formal jobs,
innovation, and development [22]. Yet their lack of resources and the dual liabilities of
newness and smallness have made them especially vulnerable to the vicious economic
effects of the COVID-19 pandemic [144]. SMEs located in developing countries, which
usually lack fallback structures, have been affected even more. In spite of this, there is a
lack of studies focusing on Latin America and other poor regions regarding SME resilience
to crises [36]. Thus, our findings point out practical actions that can allow SMEs operating
in developing countries to cope with economic crises. This new knowledge is of particular
import as crises are expected to soon become the “new normal” [23].

5.4. Limitations and Future Studies

SMEs can compensate employees in different financial ways. While base pay—the
only type of wage analyzed in our study—is the most used type of economic remuneration,
incentive or performance-based salaries or bonuses and indirect benefits such as health
insurance are also often evaluated [145]. Women and men may respond differently to
these types of compensation, considering their sets of preferences, e.g., family wellbeing,
competitiveness, etc. For instance, some evidence shows that men value financial returns
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more highly than women [61]. Hence, scholars might want to approach compensation
from a broader perspective in future studies. Likewise, studies may include other types
of experience in their analyses. Examples of this could include same-industry experience,
entrepreneurial experience, and managerial experience. These and other types of practical
knowledge have been shown to impact SME performance in different ways [146,147].
However, due to the limitations of our data, we considered only one type of employee
experience: job tenure.

Finally, the use of additional moderators can bring new insights to the study of the
influence of the participation of women employees on SME growth. Studies show that
the productivity of women can change according to their age, work status, the industry in
which they operate, and the governance of firms [1,130]. For instance, there exists evidence
that women perform better in organizations governed by more informal and personal
mechanisms, and weaker monitoring mechanisms [62,148–151]. In the same vein, we
suggest scholars to carry comparative studies to investigate the influence of women on
SMEs operating in turbulent and calmer contexts.
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41. Todorović, S.; Radišić, M.; Takači, A.; Borocki, J.; Kliestikova, J. Impact of internal additional compensations policy on revenues in

cross-sectoral SME environment. Eur. J. Int. Manag. 2019, 13, 843–863. [CrossRef]
42. Wang, T.; Thornhill, S.; Zhao, B. Pay-for-Performance, Employee Participation, and SME Performance. J. Small Bus. Manag. 2018,

56, 412–434. [CrossRef]
43. Linden, A.I.; Bitencourt, C.; Muller Neto, H.F. Contribution of knowing in practice to dynamic capabilities. Learn. Organ. 2019,

26, 60–77. [CrossRef]
44. Vlachos, I. The effect of human resource practices on organizational performance: Evidence from Greece. Int. J. Hum. Resour.

Manag. 2008, 19, 74–97. [CrossRef]
45. Carlson, D.S.; Upton, N.; Seaman, S. The Impact of Human Resource Practices and Compensation Design on Performance: An

Analysis of Family-Owned SMEs. J. Small Bus. Manag. 2006, 44, 531–543. [CrossRef]
46. Croucher, R.; Stumbitz, B.; Quinlan, M.; Vickers, I. Can Better Working Conditions Improve the Performance of SMEs? An International

Literature Review; International Labor Office: Geneva, Switzerland, 2013.
47. Eurofound. Job Tenure in Turbulent Times; Eurofound: Luxembourg, 2015. [CrossRef]
48. Bamiatzi, V.C.; Kirchmaier, T. Strategies for superior performance under adverse conditions: A focus on small and medium-sized

high-growth firms. Int. Small Bus. J. 2014, 32, 259–284. [CrossRef]

http://doi.org/10.1108/JSBED-01-2012-0001
http://doi.org/10.1108/GM-05-2020-0147
http://doi.org/10.1108/IJOEM-03-2020-0302
http://doi.org/10.1108/GM-12-2019-0240
http://doi.org/10.1016/j.emj.2020.09.002
http://doi.org/10.1016/j.jbvi.2020.e00187
http://doi.org/10.1007/s10843-020-00279-z
http://doi.org/10.1016/j.jbusres.2020.05.025
http://doi.org/10.1080/08985626.2018.1541594
http://doi.org/10.2307/2094928
http://doi.org/10.1177/0266242609350804
http://doi.org/10.1177/0266242620936590
http://doi.org/10.1073/pnas.2006991117
http://www.ncbi.nlm.nih.gov/pubmed/32651281
http://doi.org/10.1590/0101-35172019-2918
http://doi.org/10.1108/JEEE-07-2020-0246
http://doi.org/10.1016/j.jbvi.2020.e00169
http://doi.org/10.1016/j.jwb.2020.101143
http://doi.org/10.1007/s11187-020-00357-5
http://doi.org/10.1080/00472778.2020.1794693
http://doi.org/10.1504/EJIM.2019.102838
http://doi.org/10.1111/jsbm.12268
http://doi.org/10.1108/TLO-04-2018-0058
http://doi.org/10.1080/09585190701763933
http://doi.org/10.1111/j.1540-627X.2006.00188.x
http://doi.org/10.2806/420768
http://doi.org/10.1177/0266242612459534


Sustainability 2022, 14, 10120 15 of 18

49. Rico, M.; Pandit, N.R.; Puig, F. SME insolvency, bankruptcy, and survival: An examination of retrenchment strategies. Small Bus.
Econ. 2021, 57, 111–126. [CrossRef]

50. Lim, D.S.K.; Morse, E.A.; Yu, N. The impact of the global crisis on the growth of SMEs: A resource system perspective. Int. Small
Bus. J. Res. Entrep. 2020, 38, 492–503. [CrossRef]

51. Kottika, E.; Özsomer, A.; Rydén, P.; Theodorakis, I.G.; Kaminakis, K.; Kottikas, K.G.; Stathakopoulos, V. We survived this! What
managers could learn from SMEs who successfully navigated the Greek economic crisis. Ind. Mark. Manag. 2020, 88, 352–365.
[CrossRef]

52. Ryan, M.K.; Haslam, S.A.; Hersby, M.D.; Bongiorno, R. Think crisis-think female: The glass cliff and contextual variation in the
think manager-think male stereotype. J. Appl. Psychol. 2011, 96, 470–484. [CrossRef] [PubMed]

53. Wang, G.; Holmes, R.M.; Devine, R.A.; Bishoff, J. CEO gender differences in careers and the moderating role of country culture: A
meta-analytic investigation. Organ. Behav. Hum. Decis. Processes 2018, 148, 30–53. [CrossRef]

54. Johnson, J.E.V.; Powell, P.L. Decision Making, Risk and Gender: Are Managers Different? Br. J. Manag. 1994, 5, 123–138. [CrossRef]
55. MacNabb, A.; McCoy, J.; Weinreich, P.; Northover, M. Using identity structure analysis (ISA) to investigate female entrepreneur-

ship. Entrep. Reg. Dev. 1993, 5, 301–313. [CrossRef]
56. Ju, B.; Li, J. Exploring the impact of training, job tenure, and education-job and skills-job matches on employee turnover intention.

Eur. J. Train. Dev. 2019, 43, 214–231. [CrossRef]
57. Mather, M.; Lighthall, N.R. Risk and reward are processed differently in decisions made under stress. Curr. Dir. Psychol. Sci. 2012,

21, 36–41. [CrossRef]
58. Ely, R.J.; Ibarra, H.; Kolb, D.M. Taking gender into account: Theory and design for women’s leadership development programs.

Acad. Manag. Learn. Educ. 2011, 10, 474–493. [CrossRef]
59. Kulich, C.; Trojanowski, G.; Ryan, M.K.; Haslam, S.A.; Renneboog, L.D.R. Who gets the carrot and who gets the stick? Evidence

of gender disparities in executive remuneration. Strateg. Manag. J. 2011, 32, 301–321. [CrossRef]
60. Paglia, J.K.; Harjoto, M.A. The effects of private equity and venture capital on sales and employment growth in small and

medium-sized businesses. J. Bank. Financ. 2014, 47, 177–197. [CrossRef]
61. Shabbir, A.; Di Gregorio, S. An examination of the relationship between women’s personal goals and structural factors influencing

their decision to start a business: The case of Pakistan. J. Bus. Ventur. 1996, 11, 507–529. [CrossRef]
62. Poggesi, S.; Mari, M.; De Vita, L. What’s new in female entrepreneurship research? Answers from the literature. Int. Entrep.

Manag. J. 2016, 12, 735–764. [CrossRef]
63. Brush, C.G.; Ali, A.; Kelley, D.; Greene, P. The influence of human capital factors and context on women’s entrepreneurship:

Which matters more? J. Bus. Ventur. Insights 2017, 8, 105–113. [CrossRef]
64. Ng, T.W.H.; Feldman, D.C. Organizational tenure and job performance. J. Manag. 2010, 36, 1220–1250. [CrossRef]
65. Laguir, I.; Den Besten, M. The influence of entrepreneur’s personal characteristics on MSEs growth through innovation. Appl.

Econ. 2016, 48, 4183–4200. [CrossRef]
66. Goh, S.C.; Mealiea, L.W. Fear of success and its relationship to the job performance, tenure, and desired job outcomes of women.

Can. J. Behav. Sci. Can. Sci. Comport. 1984, 16, 65–75. [CrossRef]
67. Fairlie, R.W.; Robb, A.M. Gender differences in business performance: Evidence from the Characteristics of Business Owners

survey. Small Bus. Econ. 2009, 33, 375–395. [CrossRef]
68. Robb, A.; Wolken, J.D. Firm, Owner, and Financing Characteristics: Differences between Female- and Male-Owned Small Businesses;

Federal Reserve: Washington, DC, USA, 2002. [CrossRef]
69. Chaganti, R.; Parasuraman, S. A study of impacts of gender on business performance and management patterns in small

businesses. Entrep. Theory Pract. 1997, 21, 73–75. [CrossRef]
70. World Economic Forum. Global Gender Gap Report 2021; World Economic Forum: Geneva, Switzerland, 2021.
71. Alon, T.; Doepke, M.; Olmstead-Rumsey, J.; Tertilt, M. This Time It’s Different: The Role of Women’s Employment in a Pandemic

Recession; NBER Working Paper Series; National Bureau of Economic Research: Cambridge, MA, USA, 2020.
72. Patterson, L.; Benuyenah, V. The real losers during times of economic crisis: Evidence of the Korean gender pay gap. Int. J.

Manpow. 2021, 42, 1238–1256. [CrossRef]
73. Larkin, I.; Pierce, L.; Gino, F. The psychological costs of pay-for-performance: Implications for the strategic compensation of

employees. Strateg. Manag. J. 2012, 33, 1194–1214. [CrossRef]
74. Pandher, G.S.; Mutlu, G.; Samnani, A.K. Employee-based Innovation in Organizations: Overcoming Strategic Risks from

Opportunism and Governance. Strateg. Entrep. J. 2017, 11, 464–482. [CrossRef]
75. Youndt, M.A.; Snell, S.A.; Dean, J.W., Jr.; Lepak, D.P. Human Resource Management, Manufacturing Strategy, and Firm

Performance. Acad. Manag. J. 1996, 39, 836–866.
76. Singh, K. Impact of HR practices on perceived firm performance in India. Asia Pac. J. Hum. Resour. 2004, 42, 301–317. [CrossRef]
77. Georgiadis, A.; Pitelis, C.N. Human resources and SME performance in services: Empirical evidence from the UK. Int. J. Hum.

Resour. Manag. 2012, 23, 808–825. [CrossRef]
78. Fey, C.F.; Björkman, I.; Pavlovskaya, A. The effect of human resource management practices on firm performance in Russia. Int. J.

Hum. Resour. Manag. 2000, 11, 1–18. [CrossRef]
79. Bertrand, M.; Hallock, K.F. The gender gap in top corporate jobs. Ind. Labor Relat. Rev. 2001, 55, 3–21. [CrossRef]

http://doi.org/10.1007/s11187-019-00293-z
http://doi.org/10.1177/0266242620950159
http://doi.org/10.1016/j.indmarman.2020.05.021
http://doi.org/10.1037/a0022133
http://www.ncbi.nlm.nih.gov/pubmed/21171729
http://doi.org/10.1016/j.obhdp.2018.04.002
http://doi.org/10.1111/j.1467-8551.1994.tb00073.x
http://doi.org/10.1080/08985629300000019
http://doi.org/10.1108/EJTD-05-2018-0045
http://doi.org/10.1177/0963721411429452
http://doi.org/10.5465/amle.2010.0046
http://doi.org/10.1002/smj.878
http://doi.org/10.1016/j.jbankfin.2014.06.023
http://doi.org/10.1016/S0883-9026(96)00034-1
http://doi.org/10.1007/s11365-015-0364-5
http://doi.org/10.1016/j.jbvi.2017.08.001
http://doi.org/10.1177/0149206309359809
http://doi.org/10.1080/00036846.2016.1153792
http://doi.org/10.1037/h0080779
http://doi.org/10.1007/s11187-009-9207-5
http://doi.org/10.2139/ssrn.306800
http://doi.org/10.1177/104225879602100205
http://doi.org/10.1108/IJM-02-2020-0045
http://doi.org/10.1002/smj.1974
http://doi.org/10.1002/sej.1252
http://doi.org/10.1177/1038411104048170
http://doi.org/10.1080/09585192.2011.561236
http://doi.org/10.1080/095851900339963
http://doi.org/10.1177/001979390105500101


Sustainability 2022, 14, 10120 16 of 18

80. Goldin, C.; Rouse, C. Orchestrating impartiality: The impact of “blind” auditions on female musicians. Am. Econ. Rev. 2000,
90, 715–741. [CrossRef]

81. Unger, J.M.; Rauch, A.; Frese, M.; Rosenbusch, N. Human capital and entrepreneurial success: A meta-analytical review. J. Bus.
Ventur. 2011, 26, 341–358. [CrossRef]

82. Martin, B.C.; McNally, J.J.; Kay, M.J. Examining the formation of human capital in entrepreneurship: A meta-analysis of
entrepreneurship education outcomes. J. Bus. Ventur. 2013, 28, 211–224. [CrossRef]

83. Coleman, S. The Role of Human and Financial Capital in the Profitability and Growth of Women-Owned Small Firms. J. Small
Bus. Manag. 2007, 45, 303–319. [CrossRef]

84. Koch, A.; Späth, J.; Strotmann, H. The role of employees for post-entry firm growth. Small Bus. Econ. 2013, 41, 733–755. [CrossRef]
85. Lee, D.Y.; Tsang, E.W.K. The effects of entrepreneurial personality, background and network activities on venture growth. J. Manag.

Stud. 2001, 38, 583–602. [CrossRef]
86. Peña, I. Business Incubation Centers and New Firm Growth in the Basque Country. Small Bus. Econ. 2004, 22, 223–236. [CrossRef]
87. Brush, C.G.; Ceru, D.J.; Blackburn, R. Pathways to entrepreneurial growth: The influence of management, marketing, and money.

Bus. Horiz. 2009, 52, 481–491. [CrossRef]
88. Schiller, B.R.; Crewson, P.E. Entrepreneurial origins: A longitudinal inquiry. Econ. Inq. 1997, 35, 523–531. [CrossRef]
89. Blau, F.D.; Kahn, L.M. Gender differences in pay. J. Econ. Perspect. 2000, 14, 75–99. [CrossRef]
90. Hundley, G. Male/Female Earnings Differences in Self-Employment: The Effects of Marriage, Children, and the Household

Division of Labor. Ind. Labor Relat. Rev. 2000, 54, 95–114. [CrossRef]
91. Hundley, G. Why women earn less than men in self-employment. J. Labor Res. 2001, 22, 817–829. [CrossRef]
92. Wright, T.A.; Bonett, D.G. The moderating effects of employee tenure on the relation between organizational commitment and job

performance: A meta-analysis. J. Appl. Psychol. 2002, 87, 1183–1190. [CrossRef]
93. Ali, H.; Davies, D.R. The effects of age, sex and tenure on the job performance of rubber tappers. J. Occup. Organ. Psychol. 2003,

76, 381–391. [CrossRef]
94. Amirkhanyan, A.A.; An, S.-H.; Hawks, B.A.; Meier, K.J. Learning on the Job: The Impact of Job Tenure and Management Strategies

on Nursing Home Performance. Adm. Soc. 2020, 52, 593–630. [CrossRef]
95. Ng, T.W.H.; Feldman, D.C. Does longer job tenure help or hinder job performance? J. Vocat. Behav. 2013, 83, 305–314. [CrossRef]
96. Schneider, B. The people make the place. Pers. Psychol. 1987, 40, 437–453. [CrossRef]
97. Branicki, L.J.; Sullivan-Taylor, B.; Livschitz, S.R. How entrepreneurial resilience generates resilient SMEs. Int. J. Entrep. Behav. Res.

2018, 24, 1244–1263. [CrossRef]
98. Muñoz, P.; Kimmitt, J.; Kibler, E.; Farny, S. Living on the slopes: Entrepreneurial preparedness in a context under continuous

threat. Entrep. Reg. Dev. 2019, 31, 413–434. [CrossRef]
99. Hollister, M.N.; Smith, K.E. Unmasking the Conflicting Trends in Job Tenure by Gender in the United States, 1983–2008. Am.

Sociol. Rev. 2014, 79, 159–181. [CrossRef]
100. Lancaster, A.R.; Drasgow, F. Choosing a Norm Group for Counseling: Legislation, Regulation, and Nontraditional Careers.

Psychol. Assess. 1994, 6, 313–320. [CrossRef]
101. Davis, P.S.; Babakus, E.; Englis, P.D.; Pett, T. The Influence of CEO Gender on Market Orientation and Performance in Service

Small and Medium-Sized Service Businesses. J. Small Bus. Manag. 2010, 48, 475–496. [CrossRef]
102. Baum, J.R.; Bird, B.J.; Singh, S. The practical intelligence of entrepreneurs: Antecedents and a link with new venture growth. Pers.

Psychol. 2011, 64, 397–425. [CrossRef]
103. Bonaccorsi, A.; Giannangeli, S. One or more growth processes? Evidence from new Italian firms. Small Bus. Econ. 2010, 35, 137–152.

[CrossRef]
104. Gielnik, M.M.; Zacher, H.; Schmitt, A. How Small Business Managers’ Age and Focus on Opportunities Affect Business Growth:

A Mediated Moderation Growth Model. J. Small Bus. Manag. 2017, 55, 460–483. [CrossRef]
105. Watson, W.; Stewart, W.H.; BarNir, A. The effects of human capital, organizational demography, and interpersonal processes on

venture partner perceptions of firm profit and growth. J. Bus. Ventur. 2003, 18, 145–164. [CrossRef]
106. Schmidt, F.L.; Hunter, J.E.; Outerbridge, A.N. Impact of Job Experience and Ability on Job Knowledge, Work Sample Performance,

and Supervisory Ratings of Job Performance. J. Appl. Psychol. 1986, 71, 432–439. [CrossRef]
107. Becker, G.S. Human Capital: A Theoretical and Empirical Analysis, with Special Reference to Education, 1st ed.; University of Chicago

Press: Chicago, IL, USA, 1964.
108. Long, H. Virtual schooling has largely forced moms, not dads, to quit work. It will hurt the economy for years. Washington Post,

6 November 2020.
109. Marte, J.; Michalska, A. Pushed Out by Pandemic, Women Struggle to Regain Footing in U.S. Job Market; Reuters: New York, USA, 2021.
110. World Bank. GDP Growth (Annual %)—Brazil; World Bank: Washington, DC, USA, 2021.
111. Menezes, D.B.; Pessoa, M.L.; Ten Cate, L.N. Igualdade de Gênero e Empoderamento das Mulheres e Meninas no Rio Grande do Sul:

Observações Iniciais Sobre os Efeitos da Pandemia por COVID-19; Secretaria de Planejamento, Governança e Gestão do Estado do Rio
Grande do Sul: Porto Alegre, Brazil, 2021.

112. Heshmati, A. On the Growth of Micro and Small Firms: Evidence from Sweden. Small Bus. Econ. 2015, 17, 213–228. [CrossRef]
113. McCormick, M.; Fernhaber, S.A. Are growth expectations being met? Implications for the internationalization of micro-sized

ventures. Small Bus. Econ. 2018, 50, 591–605. [CrossRef]

http://doi.org/10.1257/aer.90.4.715
http://doi.org/10.1016/j.jbusvent.2009.09.004
http://doi.org/10.1016/j.jbusvent.2012.03.002
http://doi.org/10.1111/j.1540-627X.2007.00214.x
http://doi.org/10.1007/s11187-012-9456-6
http://doi.org/10.1111/1467-6486.00250
http://doi.org/10.1023/B:SBEJ.0000022221.03667.82
http://doi.org/10.1016/j.bushor.2009.05.003
http://doi.org/10.1111/j.1465-7295.1997.tb02029.x
http://doi.org/10.1257/jep.14.4.75
http://doi.org/10.1177/001979390005400106
http://doi.org/10.1007/s12122-001-1054-3
http://doi.org/10.1037/0021-9010.87.6.1183
http://doi.org/10.1348/096317903769647238
http://doi.org/10.1177/0095399719874755
http://doi.org/10.1016/j.jvb.2013.06.012
http://doi.org/10.1111/j.1744-6570.1987.tb00609.x
http://doi.org/10.1108/IJEBR-11-2016-0396
http://doi.org/10.1080/08985626.2018.1541591
http://doi.org/10.1177/0003122413514584
http://doi.org/10.1037/1040-3590.6.4.313
http://doi.org/10.1111/j.1540-627X.2010.00305.x
http://doi.org/10.1111/j.1744-6570.2011.01214.x
http://doi.org/10.1007/s11187-008-9131-0
http://doi.org/10.1111/jsbm.12253
http://doi.org/10.1016/S0883-9026(01)00082-9
http://doi.org/10.1037/0021-9010.71.3.432
http://doi.org/10.1023/A:1011886128912
http://doi.org/10.1007/s11187-017-9909-z


Sustainability 2022, 14, 10120 17 of 18

114. Davidsson, P.; Wiklund, J. Conceptual and empirical challenges in the study of firm growth. In Entrepreneurship and the Growth of
Firms; Davidsson, P., Delmar, F., Wiklund, J., Eds.; Edward Elgar Publishing: Cheltenham, UK, 2006; pp. 39–61.

115. Weatherford, L.R.; Kimes, S.E. A comparison of forecasting methods for hotel revenue management. Int. J. Forecast. 2003,
19, 401–415. [CrossRef]

116. Nyitrai, T.; Virág, M. The effects of handling outliers on the performance of bankruptcy prediction models. Socioecon. Plann. Sci.
2019, 67, 34–42. [CrossRef]

117. Mitze, T.; Strotebeck, F. Determining factors of interregional research collaboration in Germany’s biotech network: Capacity,
proximity, policy? Technovation 2019, 80–81, 40–53. [CrossRef]

118. Harrison-Walker, L.J. The effect of consumer emotions on outcome behaviors following service failure. J. Serv. Mark. 2019,
33, 285–302. [CrossRef]

119. D’Souza, C.; Taghian, M.; Sullivan-Mort, G. Environmentally motivated actions influencing perceptions of environmental
corporate reputation. J. Strateg. Mark. 2013, 21, 541–555. [CrossRef]

120. Hayes, A.F. Introduction to Mediation, Moderation, and Conditional Process Analysis: A Regression-Based Approach; The Guilford Press:
New York, NY, USA, 2018; ISBN 9781609182304.

121. Abbu, H.R.; Gopalakrishna, P. Synergistic effects of market orientation implementation and internalization on firm performance:
Direct marketing service provider industry. J. Bus. Res. 2021, 125, 851–863. [CrossRef]

122. Yang, T.; Hughes, K.D.; Zhao, W. Resource combination activities and new venture growth: Exploring the role of effectuation,
causation, and entrepreneurs’ gender. J. Small Bus. Manag. 2020, 59, 73–101. [CrossRef]

123. Preacher, K.J.; Rucker, D.D.; Hayes, A.F. Addressing moderated mediation hypotheses: Theory, methods, and prescriptions.
Multivar. Behav. Res. 2007, 42, 185–227. [CrossRef] [PubMed]

124. Zhao, X.; Lynch, J.G.; Chen, Q. Reconsidering Baron and Kenny: Myths and truths about mediation analysis. J. Consum. Res. 2010,
37, 197–206. [CrossRef]

125. Ladeira, W.J.; Oliveira Santini, F.; Costa Pinto, D.; Araujo, C.F.; Fleury, F.A. Self-control today, indulgence tomorrow? How
judgment bias and temporal distance influence self-control decisions. J. Consum. Mark. 2018, 35, 480–490. [CrossRef]

126. Bellu, R.R. Task role motivation and attributional style as predictors of entrepreneurial performance: Female sample findings.
Entrep. Reg. Dev. 1993, 5, 331–344. [CrossRef]

127. Ayres, A. The Wit and Wisdom of Eleanor Roosevelt; Plume: New York, NY, USA, 1996.
128. Westhead, P.; Cowling, M. Employment change in independent owner-managed high-technology firms in Great Britain. Small

Bus. Econ. 1995, 7, 111–140. [CrossRef]
129. Klofsten, M.; Jones-Evans, D. Comparing Academic Entrepreneurship in Europe—The Case of Sweden and Ireland. Small Bus.

Econ. 2000, 14, 299–309. [CrossRef]
130. Collins-Dodd, C.; Gordon, I.M.; Smart, C. Further evidence on the role of gender in financial performance. J. Small Bus. Manag.

2004, 42, 395–417. [CrossRef]
131. Ryan, M.K.; Haslam, S.A.; Postmes, T. Reactions to the glass cliff: Gender differences in the explanations for the precariousness of

women’s leadership positions. J. Organ. Chang. Manag. 2007, 20, 182–197. [CrossRef]
132. Quintana-García, C.; Benavides-Velasco, C.A. Gender Diversity in Top Management Teams and Innovation Capabilities: The

Initial Public Offerings of Biotechnology Firms. Long Range Plann. 2016, 49, 507–518. [CrossRef]
133. Schein, V.E. The relationship between sex role stereotypes and requisite management characteristics. J. Appl. Psychol. 1973,

57, 95–100. [CrossRef] [PubMed]
134. Schein, V.E. Relationships between sex role stereotypes and requisite management characteristics among female managers. J. Appl.

Psychol. 1975, 60, 340–344. [CrossRef] [PubMed]
135. Petzold, S.; Barbat, V.; Pons, F.; Zins, M. Impact of responsive and proactive market orientation on SME performance: The

moderating role of economic crisis perception. Can. J. Adm. Sci. 2019, 36, 459–472. [CrossRef]
136. Ryan, M.K.; Haslam, S.A. The glass cliff: Exploring the dynamics surrounding the appointment of women to precarious leadership

positions. Acad. Manag. Rev. 2007, 32, 549–572. [CrossRef]
137. King-Kauanui, S.; Ngoc, S.D.; Ashley-Cotleur, C. Impact of Human Resource Management: SME performance in Vietnan. J. Dev.

Entrep. 2006, 11, 79–95. [CrossRef]
138. ILO. Global Wage Report 2018/19: What Lies behind Gender Pay Gaps; ILO: Geneva, Switzerland, USA, 2018.
139. Uppal, N. Uncovering curvilinearity in the organizational tenure-job performance relationship: A moderated mediation model of

continuance commitment and motivational job characteristics. Pers. Rev. 2017, 46, 1552–1570. [CrossRef]
140. Han, H.; Ko, K.; Cho, S.Y. Does the longer tenure of local government heads affect the performance of local governments? The

Korean case. Asian J. Polit. Sci. 2019, 27, 127–144. [CrossRef]
141. Alonso, A.D.; Bressan, A. Resilience in the context of Italian micro and small wineries: An empirical study. Int. J. Wine Bus. Res.

2015, 27, 40–60. [CrossRef]
142. Andres, L.; Round, J. The creative economy in a context of transition: A review of the mechanisms of micro-resilience. Cities 2015,

45, 1–6. [CrossRef]
143. Chhinzer, N.; Ghatehorde, G. Challenging relationships: HR metrics and organizational financial performance. J. Bus. Inq. 2009,

8, 37–48.

http://doi.org/10.1016/S0169-2070(02)00011-0
http://doi.org/10.1016/j.seps.2018.08.004
http://doi.org/10.1016/j.technovation.2018.11.001
http://doi.org/10.1108/JSM-04-2018-0124
http://doi.org/10.1080/0965254X.2013.790473
http://doi.org/10.1016/j.jbusres.2019.06.004
http://doi.org/10.1080/00472778.2020.1790292
http://doi.org/10.1080/00273170701341316
http://www.ncbi.nlm.nih.gov/pubmed/26821081
http://doi.org/10.1086/651257
http://doi.org/10.1108/JCM-11-2016-1993
http://doi.org/10.1080/08985629300000021
http://doi.org/10.1007/BF01108686
http://doi.org/10.1023/A:1008184601282
http://doi.org/10.1111/j.1540-627X.2004.00119.x
http://doi.org/10.1108/09534810710724748
http://doi.org/10.1016/j.lrp.2015.08.005
http://doi.org/10.1037/h0037128
http://www.ncbi.nlm.nih.gov/pubmed/4784761
http://doi.org/10.1037/h0076637
http://www.ncbi.nlm.nih.gov/pubmed/1194167
http://doi.org/10.1002/cjas.1514
http://doi.org/10.5465/amr.2007.24351856
http://doi.org/10.1142/S1084946706000271
http://doi.org/10.1108/PR-11-2015-0302
http://doi.org/10.1080/02185377.2019.1598451
http://doi.org/10.1108/IJWBR-08-2014-0035
http://doi.org/10.1016/j.cities.2015.02.003


Sustainability 2022, 14, 10120 18 of 18

144. Iborra, M.; Safón, V.; Dolz, C. What explains the resilience of SMEs? Ambidexterity capability and strategic consistency. Long
Range Plann. 2020, 53, 101947. [CrossRef]

145. Lambert, S.J. Added benefits: The link between work-life benefits and organizational citizenship behavior. Acad. Manag. J. 2000,
43, 801–815.

146. Capelleras, J.; Greene, F.J.; Kantis, H.; Rabetino, R. Venture Creation Speed and Subsequent Growth: Evidence from South
America. J. Small Bus. Manag. 2010, 48, 302–324. [CrossRef]

147. Nuscheler, D.; Engelen, A.; Zahra, S.A. The role of top management teams in transforming technology-based new ventures’
product introductions into growth. J. Bus. Ventur. 2019, 34, 122–140. [CrossRef]

148. Adams, R.B.; Ferreira, D. Women in the boardroom and their impact on governance and performance. J. Financ. Econ. 2009,
94, 291–309. [CrossRef]

149. Conyon, M.J.; He, L. Firm performance and boardroom gender diversity: A quantile regression approach. J. Bus. Res. 2017,
79, 198–211. [CrossRef]

150. Carli, L.L.; Eagly, A.H. Gender, hierarchy, and leadership: An introduction. J. Soc. Issues 2001, 57, 629–636. [CrossRef]
151. Eagly, A.H.; Johannesen-Schmidt, M.C. The Leadership Styles of Women and Men. J. Soc. Issues 2001, 57, 781–797. [CrossRef]

http://doi.org/10.1016/j.lrp.2019.101947
http://doi.org/10.1111/j.1540-627X.2010.00296.x
http://doi.org/10.1016/j.jbusvent.2018.05.009
http://doi.org/10.1016/j.jfineco.2008.10.007
http://doi.org/10.1016/j.jbusres.2017.02.006
http://doi.org/10.1111/0022-4537.00232
http://doi.org/10.1111/0022-4537.00241

	Introduction 
	Economic Crises, Employees, and Gender 
	Method 
	Sample 
	Measures 
	Analytical Procedures 

	Results 
	Model 1 
	Model 2 
	Models 3 and 4 

	Discussion and Conclusions 
	The Participation of Women Workers and SME Growth 
	Moderations 
	Contributions 
	Limitations and Future Studies 

	References

