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Abstract  
Problem:  Companies need to maintain a competitive position in the market to financially 

perform, and in order to do so, the companies need to have a good corporate 
governance structure. In the latter years, the ethical discussion about gender 
diversity has gained a lot of attention in society, which influence norms, 
standards and legislations, and also the business. Today, Swedish and Danish 
firms are obligated to strive for gender diversity in their corporate boards 
according to the corporate governance codes in the respective countries. 
However, the financial aspects should be taken into concern, since a company 
needs to financially perform to keep its operations. It is not established whether 
an increased gender diversity is related to financial performance, since studies 
on the field are contradictive. Due to the different results, it is interesting to see 
what the relationship looks like in the Nordic countries, especially in Sweden 
and Denmark where quota-based legislation has not yet been established. This 
thesis investigates the issue to provide evidence for the companies in similar 
countries if an increased gender diversity is financially supportable.  

  
Purpose:  The purpose of this thesis is to investigate the gender diversity in the board of 

directors and its relationship with the financial performance of a corporation. 
Further, the study will investigate the financial performance dependency on the 
gender diversity in the board of directors. 

 
Method:  A sample of 104 Swedish and Danish companies was chosen as observation 

objects. To investigate the relationship between the gender diversity and the 
financial performance, a Pearson correlation analysis was made. To identify the 
financial performance dependency on the gender diversity regression analyses 
were performed. Hypotheses that were built on agency theory, resource 
dependency theory, upper echelons theory and previous research were tested in 
the statistical analyses.  

 
Results:  The statistical analyses show that there is no statistically significant relationship 

between gender diversity and financial performance, neither that the financial 
performance is dependent on the gender diversity. This evidence implies that 
increased gender diversity in board rooms should be motivated for other reasons 
than strictly financial success. Companies should consider these findings in the 
attaining process of directors and focus on other factors than financial progress 
in the proceeding involvement of women in the board. Thus, a company cannot 
increase its financial performance only by attaining more women to the board 
room.   
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Sammanfattning  
Problem:  För att prestera finansiellt behöver företag bibehålla konkurrenskraft, och för att 

göra det är företagsledningen viktig. På senare tid, har den etiska diskussionen 
kring könsdiversitet fått stor uppmärksamhet i samhället, vilket påverkar 
normer, standarder och lagstiftning. Svenska och danska företag är förpliktigade 
att sträva efter könsdiversitet enligt den svenska och danska koden för 
bolagsstyrning, men även de finansiella aspekterna av könsmångfald bör tas i 
beaktning eftersom ett företag behöver prestera finansiellt för att kunna fortsätta 
sin verksamhet. Ännu är det inte fastslaget att en ökad könsdiversitet är relaterat 
till finansiella framsteg, då studier på området säger emot varandra. Därför är 
det intressant att se hur denna relation ser ut i de nordiska länderna, speciellt i 
Sverige och Danmark där kvoteringslagar ännu inte har införts. Denna uppsats 
undersöker frågan för att skapa bevis för företagen i länderna om en ökad 
könsdiversitet är finansiellt försvarbar.  

  
Syfte:  Syftet med denna uppsats är att undersöka könsdiversitet i bolagsstyrelser och 

relationen till finansiella prestationer av företaget i fråga. Dessutom ämnar studien 
undersöka de finansiella prestationernas beroendeförhållande till könsdiversiteten 
i bolagsstyrelserna.  

 
 
Metod:  Ett urval av 104 svenska och danska företag valdes som observationsobjekt. För 

att undersöka relationen mellan könsdiversitet och finansiella prestationer görs 
en Pearson korrelationsanalys. För att upptäcka om finansiella prestationer är 
har ett beroendeförhållande till könsdiversiteten i bolagsstyrelserna gjordes 
regressionsanalyser. Hypoteserna som testades baserades på agentteori, 
resursberoendeteori, och övernivåteori och tidigare empirisk forskning.  

 
Resultat:  De statistiska analyserna visar att det inte finns något signifikant samband 

mellan könsdiversitet och finansiella prestationer, och inte heller att finansiell 
prestation har ett beroendeförhållande till könsdiversitet i bolagsstyrelsen. Dessa 
resultat indikerar att en ökad könsdiversitet i styrelserummen bör motiveras av 
andra faktorer än strikt finansiell framgång. Företag bör ta ställning till 
resultaten från denna forskning i tillsättandet av styrelseledamöter och inte 
förvänta sig en förbättrad finansiell ställning enbart genom att tillsätta fler 
kvinnor till styrelsen.  
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1 Introduction 

The introduction chapter presents a background over the research topic. The background 
is followed by a problematizing over the problem that aims to be investigated. A 
presentation of the delimitations and the purpose in this study is followed by a comparison 
between Sweden and Denmark, from where the sample of companies are selected. The 
introduction chapter aims to give the reader an increased understanding of why the 
research is important and the underlying reasons for the research problem.  

1.1 Background 
Historically, a few women from the upper class gained knowledge in private and therefore 
could practice power, but not even these privileged women had access to the official room 
of power as men had (Florin, 2011). For example, a Swedish married woman did not 
receive majority until 1921 (Florin, 2011) and first in the 1970s, the law about equality 
in working life was introduced (SFS 1979:1118). Despite these late regulations, Nordic 
countries perform well in being gender-equal today, and is considered being the most 
gender-equal societies in the world according to the Gender Gap Index (World Economic 
Forum, 2015), where a number of indicators such as labor force participation, wage 
equality, political power, education and health together determines how gender equal a 
country is. Sweden is the 4th best country in the world according to the Gender Gap Index 
(World Economic Forum, 2015), right after Iceland, Norway and Finland, and on the 14th 
place Denmark is found.  
 
Nordic countries are continuously presented as role models of gender equality. In fact, 
more girls than boys do complete upper secondary education on time in Sweden, and half 
of the Swedish women aged 25-34 compared to only 1/3 of the men have a tertiary degree 
(OECD, 2012). The difference in tertiary education is also present in Denmark, where 
32,9 % of the women between 15-64 years have a tertiary degree compared to 24,4 % of 
the men in the same age. The women tertiary education percentage in those countries are 
far above the average for EU which is 25,8% (European Commission, 2013).  
 
Although the future seems bright for the Nordic females, they struggle in attaining leading 
positions. This is not least reflected in the corporate boards. In 2015, there were only 29% 
of the directors in listed company boards that were female in Sweden (Statistics Sweden, 
2015), and the corresponding number in Denmark was 26% (European Commission, 
2016). Compared to the number of female with tertiary degrees in these two Nordic 
countries, this is relatively low and the progress is slow.  
 
To make more women penetrate the “glass ceiling” – a metaphor invented by Morrison 
et al. (1987) that refers to the difficulties a women face to advance in organizations and 
thereby accelerate the process of having more women in boards, the governments in the 
Nordic countries have proposed several legislative actions to increase the proportion of 
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women, maybe as an effect of the European Commision’s proposals of quota-based 
legislations (European Commission, 2012). For example, in Norway, quota-based 
legislation which stated that at least 40 % of a company’s board of directors should be 
female were introduced the January 1st 2006 for public and private companies according 
to Likestillningsloven 13 § (lov av 21. juni 2013 nr. 59). As early as the April 1st 2008, 
all the companies that were comprised of the legislation had implemented the new 
regulations in their operations and fulfilled their obligations and had 40% women in their 
corporate boards (Bolling, 2010). Iceland was next in line and adopted quota-based 
legislative actions in 2013 (Lindahl, 2014), and according to European Union (2016) 
Iceland had 44 % women in the largest company boards in 2015.  
In Sweden, the Social Democrats gave a promise for affirmative legislative actions for 
listed companies if the proportion of women in listed company boards did not exceed 
40% in 2016 (Socialdemokraterna, 2016), and in Denmark the code for good corporate 
governance (Komitéen, 2013) says that gender diversity in corporate boards should be 
attained. 
 
Gender equality are an up-to-date question in today’s society. The focus the issue has 
gained the last couple of years in politics is huge, but the topics of discussion seem to be 
of more ethical character with equality arguments and theories of for example feminism, 
than the business case for diversity. The biggest listed companies have large power in 
society, and the ethical issue of gender diversity is a frequently discussed topic even on 
corporate levels. In several listed companies’ annual reports (e.g. Nets A/S, 2013) there 
is evidence that the corporations work for an increased gender diversity, and strive for 
pre-determined numbers of women proportion in their boards. The business case of 
diversity implies that companies that achieve diversity will attain better financial results 
over those companies that do not (Catalyst, 2004). The question is if this is really the case.  

The financial effects of gender diversity in boards might determine if companies should 
aim for having a greater gender diversity in their boards, since the board’s main 
responsibilities are to provide for the corporation’s organization and administration, and 
procure the corporation’s concerns. It should also be responsible for the economic 
situation in the corporation and attend for that accountancy and fund management is 
satisfactory controlled, according to 9 chapter 4 § Aktiebolagslagen (SFS 2005:551) and 
54 § Aktieselskabsloven (LBK nr 649 af 15/06/2006). With this in mind, the board 
members need to act in their role to not risk the companies’, the owners or stakeholders’ 
economic safety, which implies that the financial effects of gender diversity should be 
highly considered before implementing affirmative actions. 

1.2 Problem statement 

The problem with previous studies on the field is besides the lack of unifying evidence, 
that according to the authors knowledge there has been very little research on the area on 
an international level investigating the relationship between gender diversity in the board 
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rooms and the financial performance. In addition to that, most of the previous research 
are based on U.S data (Campbell and Mínguez-Vera, 2008), which might give the earlier 
investigations bias. It is often pointed out in studies of similar character that to be able to 
draw conclusions about whether a greater gender diversity is related to the financial 
performance of the firm, there is a need of more research with different samples. This 
research has a sample of companies from two Nordic countries, which gives it an 
international context and should increase the generalizability of the results. The sample 
consists of Swedish and Danish companies, which make the study distinguished from 
most similar studies. This research will contribute to the theory on the field with its two-
country perspective and with evidence from Nordic countries, and is thereby 
differentiated from other studies, since no such study have been done before.  

The discussion about whether females in the board room affect the company’s financial 
performance is going on. The scientists disagree, some claims that there is a negative 
relationship (Adams and Ferreira, 2009), others mean that gender diversity is positively 
related to financial performance (Carter et al., 2003), and yet others argue that gender 
diversity in boards have no impact on the firm’s performance (Kochan et al., 2003; Rose, 
2007). The lack of conclusions creates uncertainty about the relationship between gender 
diversity in boards and financial performance, and therefore it is important to continue 
investigating the relationship. The results from this research can be used as a guideline 
for corporations in their recruiting process to their boards, to give increased understanding 
if it is important to consider the gender of a future director with respect to the financial 
performance of a company.  

An analysis of the relationship between gender diversity in corporation boards and the 
financial performance on an international level may give the largest listed companies in 
the Nordic countries a framework of for what reasons a gender diverse board should be 
strived for.  

1.3 Delimitation 

• This study will limit its scope to observe the companies listed on the Large Cap 
of the Nasdaq Stockholm and the Large Cap of the Nasdaq Copenhagen during a 
period of three years, to gain enough observations of the board structure and how 
the company performed in the specific year.  

• Small and medium sized companies are excluded from this research since they are 
not concerned in the legislations for quota-based initiatives in the legislation 
proposal from the European Commission (2012).   

• There are other factors that also may affect financial performance of a company 
but since this bachelor thesis has some limitation in time and resources, it will not 
be able to take all of them into concern. This means that this study cannot confirm 
causality between gender diversity and financial performance. 

• The genders are limited to only concern the biological sexes of men and women, 
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and thereby this thesis does not take for example perceived gender into account in 
the disarticulation between men and women.  

• In the empirical findings, the boards are delimited to only concern the directors 
selected on the annual general meeting. Deputies are excluded since they do not 
attend the meeting on a regularly basis. Employee representatives are excluded 
because they have not the authority to vote in all questions as the regular directors 
(Bolagsverket, 2012). The board composition is delimited to concern the directors 
in charge at the 31st December of each specific year.  

• No lag periods are used in this research, since theory does not predict the length 
of time required for the effect of board diversity to influence the financial 
performance (Carter et al., 2010).  

 

1.4 Purpose 
The purpose of this study is to investigate the gender diversity in the board of directors 
and its relationship with the financial performance of a corporation. Further, the study 
will investigate the financial performance dependency on the gender diversity in the board 
of directors. 
 

1.5 Sweden and Denmark 
Swedish and Danish companies were chosen as observation objects since they have not 
introduced quota-based legislation for private-owned companies yet, and because the 
companies are in the same segment of the Nasdaq OMX. The countries have in general a 
similar legislation for corporations, see Aktiebolagslagen (SFS 2005:551) and 
Aktieselskabsloven (LBK nr 649 af 15/06/2006), and are also alike in terms of how annual 
reports should be established in the countries, see Årsredovisningslagen (1995:1554) and 
Årsregnskabsloven (LBK nr 1580 af 10/12/2015). However, the Danish corporations was 
regulated 69 years (LOV nr. 468 af 29/09/1917) after the first law of corporations was 
established in Sweden in 1848 (Prop 1847/48:56).  
 
In both the countries, gender equality is an important issue. Both countries score high in 
international reports, for example in the Gender Gap Index report (World Economic 
Forum, 2015) and are continuously presented as role models in terms of gender equality. 
Both Sweden and Denmark have high participation rates of females aged 15+, 60,2 % for 
Sweden and 58.7 % in 2014 (World Bank Group, 2016). The countries are much alike in 
terms of how the gender diversity in the board rooms are too, in the average Swedish 
board room it is likely to meet 29% women (Statistics Sweden, 2015), and in a Danish 
board it is 26% (European Commission, 2016). 
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The corporate governance structure is also alike between Sweden and Denmark. Both 
countries have a board selected at the annual general meeting, and in addition to the board 
there is a management team handling the daily operations. The most important 
responsibilities of the board are to preserve the economic interest of the corporation, 
organization and administration in both countries, according to Aktiebolagslagen (SFS 
2005:551) and Aktieselskabsloven (LBK nr 649 af 15/06/2006). Both of the companies 
are in addition to the corporation laws so to say “self-regulated” from codes of corporate 
governance. The Swedish companies practice the “follow or explain”-principle, a 
principle established within the European Commission that aims to improve the corporate 
governance quality which pressures the companies that do not follow the code to explain 
why (Kollegiet, 2016). In Denmark, the same principle is followed (Komitéen, 2013). 
According to both the Swedish and Danish code, the corporations should strive for 
diversity in the composition of the boards. Diversity is described as differences in age, 
competence, experience and background and gender. This means that in both of the 
countries, gender diversity is desirable and should be aimed for. 
 
Countries of similar type that was not chosen for this thesis was the remaining Nordic 
countries Norway, Finland and Iceland. These countries were not chosen because 
affirmative legislation has already been established in Norway according to 
Likestillningsloven (lov av 21. juni 2013 nr. 59) and Iceland (Lindahl, 2014), and the 
author wished to exclude the effects of such regulations in this research. Finland was not 
chosen since the author faced limitations in the translation of the Finnish annual reports. 
To maintain validity in the research, Finnish companies was thereby deselected. 
 

1.6 Key words 
Gender diversity, financial performance, agency theory, resource dependency theory. 
 

1.7 Research questions 
The questions the researcher wants to investigate in this research are; 

• Is there a relationship between the financial performance of a company and the 
gender diversity of the board of directors in the company? 

• Is the financial performance of a company dependent on the gender diversity of 
the board of directors in the company? 

From these two research question the theoretical framework will be established. The 
theoretical framework will be used to build hypotheses that will be tested against the 
empirical data. 
These questions are significant since an analysis of the relation between gender 
diversity and financial performance can shed light on the influence women has on 
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financial performance of the firm. Examining the link of dependency of financial 
performance on gender diversity gives further indications if a greater gender diversity 
should be strived after for financial reasons.  
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2 Theoretical framework 

The theoretical framework present theories and figures and will provide the reader a 
theoretical base of gender diversity and other relevant information according to the 
purpose. The chapter will give the reader a further understanding of the issue, and the 
theoretical findings will be used to build support for the hypotheses and ultimately used 
in the discussion. 

Carter et al. (2010) argue that no theory completely can predict the nature of the 
relationship between board diversity and financial performance, however there are few 
theories that can provide insight in the issue. Carter et al. (2003) mean that until a 
theoretical framework with the ability to predict the gender diversity-financial 
performance relationship has been established, the issue is of empirical matter. Carter et 
al. (2010) mean that from existing theories, resource dependency theory is the most 
convincing theory to support the business case of board diversity, but other large theories 
might also be useful in the context. The agency theory is used to support hypotheses in 
similar research (Carter et al., 2003), and will also be used in this research. In the 
following section, the author will dive further into the two theories and existing research 
to establish a theoretical framework to build a base for the hypotheses of this research. In 
addition to those theories, upper echelons theory will be presented. 

2.1 Agency theory 
Monks and Minow (2011) defines the purpose of a corporation to create long-term value. 
Through this purpose, a framework for defining the responsibilities of directors is 
established in the corporation, a determination of how the corporation should be 
organized. The specific structure can be defined as corporate governance (Douma and 
Schreuder, 2008). According to Kim et al. (2009), corporate governance theory proposes 
that board structure has a large impact on how the board and top management act which 
affect firm performance.  
 
The structure of a company’s ownership is divided into three parts according to Goodman 
and McPhee (2002); 

1) Shareholders – contributes with capital and ownership interest 
2) Management – makes decisions in the daily operations, strategic planning, risk 

management and financial reporting 
3) The board – oversees the management for the sake of the shareholders. 

The primary goal of a corporation should be to maximize the shareholders’ wealth, but 
since ownership and management of a firm often is divided problems might occur. 
Managerial goals might be different from the goals of the shareholders, since it is assumed 
that managers and shareholder will act in their own self-interest. Managers might ignore 
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the shareholders interest since the ownership of the shareholders are widely spread in 
large corporations (Ross et al., 2002).  
 
An agency relationship is a contract under which one or several persons (the principals) 
delegate some other person (the agent) to perform some service on the principals’ behalf 
which includes decision making (Jensen and Meckling, 1976). Jensen and Meckling 
(1976) claims that since people are self-centered, the principal might not always be 
satisfied with the agent’s act.  
 
A principal-agent problem occurs when the ownership and management has diverse goals 
for the firm. The management are the agents, and the principals are the owners (Brealey 
et al., 2001). Agency costs emerge when the owners discourage the managers self-
interested behavior and pursue them to work in the interest of the shareholders, e.g. when 
the conflicts between the shareholders and the managers are being resolved. This can be 
done by giving them incentives to strive for the shareholders’ goals or to monitor their 
behavior. The definition of agency costs is “the monitoring costs of the shareholders and 
the costs of implementing control devices” (Ross et al., 2002, p.15). 
Shareholders can control the management team by selecting a board, who in turn selects 
the management (Ross et al., 2002). According to Bathala and Rao (1995) the agency 
literature suggests that the board of directors supply monitoring functions to maybe not 
resolve, but at least ease the effects of the agency conflicts between the shareholders and 
the management. The board of directors are of the biggest importance in the control of 
the organization, since they have the ultimate control over the top management (Fama 
and Jensen, 1983). So, the board of directors is a group selected by the shareholders to 
ease the agency conflicts on the stock owners, or principals, behalf. However, in many 
boards, directors are also stock holders. For most large and listed corporations, their 
ownership only represents a small fraction of the shares, but it can be worth noting that 
the board might experience a conflict of interest so as the managers they are aimed to 
control. Agency theory generally suggest that board of directors should in addition to the 
directors holding shares, also should have independent directors to lessen the possible 
agency issue (Bryant and Davis, 2012). 
 
Benefits of board diversity with support in agency theory can be found in numerous 
studies. Since one of the board’s main responsibility is to oversee the management of a 
company, and thereby solve and prevent the agency problems, it is important to have a 
functional board (Fama and Jensen, 1983). According to Adams and Ferreira (2009) a 
gender diversified board can add a more effective overseeing of the management. In the 
same study presented by Adams and Ferreira (2009) the gender diversified board can have 
the shareholders’ interests and wishes in mind and are more likely to act in line with the 
principals’ desires. The monitoring function of the board is of big importance in easing 
the agency theory issue of principal-agent conflicts, which should affect the financial 
performance, according to Fama and Jensen (1983). Adams and Ferreira (2009) states 
that female directors have better monitoring abilities since they think independently, 
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probably because of their greater attendance of board meetings. Women also improve 
managerial accountability according to Adams and Ferreira (2009). However, the agency 
theory might also explain the reverse relationship between gender diversity and the 
financial performance too. The monitoring effects of having women in board might affect 
the management in a reverse way and result in slow decisions since the women might 
take the shareholders’ interests in protection in a greater extent (Adams and Ferreira, 
2009). In the same study, Adams and Ferreira (2009) show that the average effects of a 
gender diverse board on financial performance are negative, but that they are reducing 
agency conflicts.  
Shleifer and Vishny (1997) also points out that the top management of a company might 
need independent oversight. In such situations the conflict that are likely to occur in a 
diverse board of directors will have positive impact in the controlling of the CEO. The 
diverse board could thereby be a tool to reduce the potential agency issue.  
The link between board diversity and firm value in the sense of agency theory is also 
observed by Carter et al. (2003). They agree with Shleifer and Vishny (1997) that a bigger 
diversity could result in greater board independence, and that the relationship between 
the women proportion in board and the company’s agency costs has a significant negative 
relationship with each other.  
 

2.2 Resource dependency theory 
The function of the board of directors can be divided into two parts, the administrative 
part and the environmental linking part (Pfeffer and Salancik, 1978). The administrative 
functions of the board of directors are best analyzed from the agency theory point of view, 
but the environmental linking function are better analyzed in the resource dependency 
theory (Bryant and Davis, 2012). The board can be seen as a resource provider for the 
firm in the resource dependency theory (Pfeffer and Salancik, 2003). Organizations act 
upon how dependent they are on various resources according to resource dependency 
theory (Pfeffer and Salancik, 1978). In resource dependency theory, the board of directors 
compose a link towards the stakeholders and supply the firm with benefits according to 
Pfeffer and Salancik (1978). The link will provide the firm with useful information and a 
channel for communication. In addition to those first two benefits, the link can also be 
seen as a step in acquiring commitment of support from important areas of the 
environment and at last, the linkage is vital in legitimizing organizations.  Legitimacy is 
explained as prestigious or legitimate persons being present in the board as directors. 
These directors will give the world confirmation of the firms values and worth by Pfeffer 
and Salancik (1978). These benefits can be divided into two categories; human capital 
and relational capital. The human capital can for example be expertise, skills, knowledge 
and reputation and the relational capital are described as the resources available through 
a network of relationships (Pfeffer and Salancik, 2003).  
Board meetings in the context of board activity, has been studied as a provider of 
resources. Vafeas (1999) made a study of 307 firms during a 4 year period, and found 
that meeting frequency is positively related to firm performance. Adams and Ferreira 
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(2009) present results that women in general have a higher rate of attendance to board 
meetings. The board can also be seen as a strategic resource in itself, providing the firm 
with strategic resources of big importance such as being valuable, rare, inimitable and 
non-substitutable (Black and Boal, 1994).  
Hillman et al. (2007) argues that a women in a board can be selected to the board because 
of the benefits presented by Pfeffer and Salancik (1978). A woman can be selected for 
advice and counsel matters, for legitimacy reasons or to access resources the woman has. 
Studies show that diverse group when compared with homogenous groups can gain better 
information search and a greater range of perspectives (Hillman et al., 2007). In terms of 
legitimacy, reputation and credibility, a firm could increase its legitimacy, reputation and 
credibility both internally and externally with women in the board (Hambrick and 
D'Aveni, 1992).  Similar results was also found by Lückerath-Rovers (2009) in their study 
of whether companies with a greater need for external linking are more likely to have 
female directors in their boards. They found that female directors on board gives 
legitimacy to the outside world, since it shows the firms values in terms of diversity.  
 
Women in board could also be positive in the communication, commitment and resources 
part of the benefits, according to Pfeffer and Salancik (1978). Robinson and Dechant 
(1997) means that a heterogeneous team might increase the marketplace understanding. 
By matching the boards diversity with the potential customers, a firm can easier penetrate 
markets of other kinds.  When markets become more diverse, a diverse team can identify 
market needs and thereby interpret other demographic niches. In addition to that, 
Robinson and Dechant (1997) argues that a diverse team is more creative and innovative 
than homogenous groups. They also produce higher quality problem solving since the 
different members see problems and issues from various perspectives. With different 
experience other views are taken up and into consideration which improves solution 
levels. With more perspectives, more potential solutions might be devised.  
The composition of the top management team also affects a firm’s competitive strategy, 
and thereby enhancing the leadership effectiveness. The incentives behind this are that 
gender diverse teams are different in intuitive reasoning. Robinson and Dechant (1997) 
means that diversity should be treated like any other investment. Thus, a diverse 
management might have an impact of the financial performance (Robinson and Dechant, 
1997).  
 

 

2.3 Upper Echelons Theory 
Organizational outcomes, i.e. strategic choices and performance, can be predicted by the 
background and characteristic of the executors. This point of view is called the upper 
echelons perspective, and was interpreted by Hambrick and Mason (1984). According to 
Hambrick and Mason (1984), a strategic decision maker makes decisions on his or her 
cognitive base and his or her values. From these two perspectives a screen between the 
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situation and the decision makers’ perception of the situation is created. This has been 
summarized in the following model constructed by Hambrick and Mason (1984). The 
decision maker’s screen is limited because the decision maker only draw attention to a 
few directions. The perception of the decision maker is also limited, because one selects 
perceives to only a few phenomena in the limited field of vision. The next step in the 
model means that the part selected for perception are then interpreted through the decision 
maker’s cognitive base and values. 
Then, managerial perceptions combined with the decision makers own idea of his or her 
values provides the basis for a strategic choice. According to Hambrick and Mason (1984) 
the person authorized to make decisions might come to a set of perception that concludes 
at an obvious choice but instead choosing another choice based on his or hers values.  

 
Figure 2-1. Strategic Choice Under Conditions of Bounded Rationality (Hambrick and Mason, 1984, p. 

195).  
 
The upper echelons perspective can help to predict performance. The upper echelon 
characteristics help to observe the situation the organization faces, and can also be seen 
as determinants of strategic choices. These strategic choices lead to organizational 
performance. Therefore, it is suggested that the upper echelon characteristics leads to 
organizational performance through the strategic choices, which are listed in the model 
below (Hambrick and Mason, 1984).  
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Figure 2-2. An upper echelons perspective of organizations (Hambrick and Mason, 1984, p. 198).  
 

2.4 Gender specific characteristics 
There are differences in the architecture of the genders brains, that can explain why men 
and women are better at certain tasks (Ingalhalikar et al., 2014). Ingalhalikar et al. (2014) 
argues that men are better to execute one task at a time or to navigate directions, while 
women are better in multitasking or to create solutions suitable for a group. In Ingalhalikar 
et al.’s (2014) study, women also performed better in terms of attention, word and in 
social cognitive test, while men had a more developed spatial processing. However, the 
most surprisingly finding was how complementary the brains of male and female are. 
This argument is also supported by Mishra and Jhunjhunwala (2013), who have 
established a model of how the genders complement each other in a board.  
 

 
Figure 2-3. Board with Complementary Skills (Mishra and Jhunjhunwala, 2013, p. 17). 
 
Rosener (1995) states that women are good at seeing the “bigger picture issues” and that 
women as top managers can have a strong impact on productivity, morale and profits in 
a firm. There is also proven that women are more likely to maintain relationships than 
men, as well as they are innovative and have a strong ability to generate ideas. Rosener 
(1995) also claims that the underutilization of women in management while in periods of 
change and uncertainty are a national economic problem, and with a larger proportion of 
women in firms could have larger financial gains. Firms that fully utilize women’s various 
valuable characteristics will gain competitive advantage over those that do not, and are 
therefore more likely to perform good financially.  
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The structure of the management affects a company’s strategic decisiveness, and will 
furthermore affect the company’s performance (Bantel and Jackson, 1989). Hambrick et 
al. (1996) argues that heterogeneity broadens the gathering of information, that is the base 
of decision making. Carter et al. (2003) means that a diverse board in terms of cultural 
background, gender and ethnicity are more independent. With different experiences, they 
ask other questions than directors with a traditional background do. Mishra and 
Jhunjhunwala (2013) mean that the tough questions asked by women, improve the quality 
of the decision making. Carter et al. (2003) argue that a heterogenic board are making 
better decisions for the firm. The variation in for examples skills, abilities, knowledge 
and information that a heterogeneous board brings enhances group performance and also 
the quality of discussion (Van Knippenberg et al., 2004).  
 
 

2.5 Empirical evidence linking gender diversity to financial 
performance  
A study of 638 of the 1000 largest companies in America was executed by Carter et al. 
(2003). The empirical research investigated information from 1997 to find out the value 
of the companies’ board diversity. The diversity was investigated from different 
perspectives, namely the percentage of women, Afro-Americans, Asians and Latin-
Americans. The worth of the companies was measured by Tobin’s Q. The authors argue 
that the research is important since it was the first study to show the empirical evidence 
of how board diversity improved financial value. The methods used was comparisons of 
means and regression analysis to examine the effects of board diversity on the firm value. 
After controlling different variables, a statistically significant positive relationship 
between the presence of women and minorities directors was found. Another finding was 
that the number of female and minority directors increase with firm size, but decreases 
again if the number of insiders increases. They also argue that a board with more female 
participation also has a larger proportion of other minorities. To conclude, the relationship 
between board diversity and firm value was positive.  
 
Another study that measures board diversity’s relation with Tobin’s Q is a study 
performed by Rose (2007). He investigates all Danish firm listed on the Copenhagen 
Stock Exchange between 1998-2001 in a cross-sectional regression. Banks and football 
clubs was excluded from the study because of the difficulties in measuring Tobin’s Q, as 
well as a few other companies because of other reasons such as non-transparent 
ownership. The Tobin’s Q was measured as the market value of equity + book value of 
debt/book value of assets. Contrary to the Carter et al. (2003) study, this research does 
not include racial diversity. In the conclusion, Rose (2007) argues that the sample for the 
study does not show that board composition influences firm performance. He argues that 
the results can depend on that the unconventional board members adopts to the 
conventional board member’s behavior and norms because of the socialization process. 
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Female board members’ characteristics might therefore not be utilized since they are not 
reflected in the group. Another finding of the study is that board members’ educational 
background does not impact firm performance, and Rose (2007) responds to the fact that 
it is possible that the work carried out by boards does not need specific educational skills. 
Of importance are instead the human capital, which can be adopted in several ways, such 
as CEO experience.  
 
Further studies have been made with the measure of Tobin’s Q as a measure of financial 
performance. Adams and Ferreira (2009) observed 1939 American companies from 1996 
to 2003 to investigate if the women proportion had any impact on the profitability of the 
company. To measure profitability, they used return on assets (ROA). In their study, they 
find a negative relationship between the board diversity and the financial ratios. They 
explain their findings with several reasons, such as women often adapt the role as 
monitors in the board, and have high demands on the top management and keep them 
responsible for making bad decisions. In addition to that, women tend to protect 
shareholders too much which may delay the decision process. To conclude, Adams and 
Ferreira (2009) argues that there is not a need of more women in the boards.  
 
Torchia et al. (2011) made a study on 317 Norwegian firms and investigated if the 
increasingly numbers of women in corporate board results in a critical mass that can 
contribute to innovation. They aimed to test if at least three women could make up the 
critical mass desired. Test were conducted for when the firms went from one to two 
women to at least three women. The results show that once the number of women in the 
board increases from a few (i.e. one or two), to a “consistent minority” (Torchia et al., 
2011, p. 311) they can manage effective influence the innovational activities of a firm, 
but not before the number of women equals three.  
 
 
There have also been previous studies investigating the relationship between increased 
participation of women in top management teams and the corporate performance 
measured by return on equity (ROE) and total return to shareholders (TRS). An 
organization called Catalyst, the leading non-profit organization for enhancing women in 
work life (Catalyst, n.d.), made a report in 2004 of 353 of the 500 fortune 500 firms in 
the US. They investigated the companies by dividing the firms into quartiles depending 
on how high percentage of women the companies’ had in their top management teams. 
The quartile with the highest percentage of women in their top management teams 
financially outperformed the group of companies with the lowest female representation. 
The quartile with the highest fraction of women faced 35.1 % higher return on equity and 
34.0 % higher return to shareholders than the quartile with the lower proportion of women 
in their top management teams. In the study, Catalyst (2004) also compared the financial 
performance according to which industry the companies were active in. Five industries 
were being analyzed, and in every industry, the companies with the biggest proportion of 
women in their top management teams performed better financially in terms of return on 
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equity than the companies with a lower fraction of women in their boards. In their study, 
they did not demonstrate causation, only if there was a relation between the female 
fraction in the top management team and the financial performance because of the limited 
scope of the study (Catalyst, 2004).   

2.6 Summary of theories and 
hypotheses built from them 
In the theoretical framework chapter, three main 
theories are described to explain why women in 
corporate boards could possibly be related to the 
performance of the firm. In the agency theory, the 
author has gathered theoretical support for how 
women in the board could affect the principal-agent 
relationship by decreasing agency costs, and 
thereby improve the performance of the firm. 
However, board diversity could result in slower 
decision making (Adams and Ferreira, 2009). Thus, 
both positive and negative effects on financial 
performance of having women in board rooms have 
been found, as in resource dependency theory. In 
the resource dependency theory, the board is seen as 
a link to the environment providing resources to the 
firm. Pfeffer and Salancik (1978) argue that there 
are several benefits an organization can get with 
support in resource dependency theory. One of them 
was legitimacy, and according to Hambrick and 
D'Aveni (1992), a firm can provide greater 
legitimacy, credibility and a better reputation with 
women in their board, which therefore could 
provide benefits for the firm.  
The upper echelons theory suggests that a 
company’s performance can be predicted by the top 
managements characteristics and backgrounds,  
since it affects the strategic decisions an individual makes. Since men and women have 
different characteristics and act differently see for example Mishra and Jhunjhunwala 
(2013) and Ingalhalikar et al. (2014), gender diversity can enhance group performance 
(Van Knippenberg et al., 2004), and because of different and tougher questions being 
asked, the quality of discussion increases (Van Knippenberg et al., 2004; Carter et al., 
2003).  
As theories and previous research describes, the relationship between women proportion 
and financial performance has not been established yet. Several studies have been made 
with various results, which is why more research on the field is still needed. Because of 

Figure 2-4. Application of the theories, adapted by 
the author, 2016. 
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the diverse results, it is hard to build hypotheses according to theory. The theories selected 
in this research are chosen since they all contribute with different perspectives in 
connecting gender diversity to financial performance, which is summarized in the model 
above. Depending on how authors have collected their theoretical framework, different 
hypotheses can be established. In this research, the author has found more evidence that 
the relationship between women in board rooms and the financial performance should be 
positive, but also support for that the relationship is ambiguous, especially from the 
agency theory. Since studies have also found the reverse relationship along with evidence 
that financial performance is unrelated to gender diversity, the following hypotheses are 
stated:  
 
H1: All else being equal, the women proportion of a corporate board has no significant 

relationship with the return on equity of a corporation in any of the years in the 
observation period.  

H2: All else being equal, the women proportion of a corporate board has no significant 
relationship with the return on assets of a corporation in any of the years in the 
observation period.  

H3: All else being equal, the women proportion of a corporate board has no significant 
relationship with the net profit margin of a corporation in any of the years in the 
observation period.  

H4: All else being equal, the return on equity of a company is not dependent on the women 
proportion of the company board in any of the years in the observation period.  

H5: All else being equal, the return on assets of a company is not dependent on the women 
proportion of the company board in any of the years in the observation period. 

H6: All else being equal, the net profit margin of a company is not dependent on the 
women proportion of the company board in any of the years in the observation period.  
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3 Methodology 

The first part of the method chapter will present a discussion about research strategies, 
as well as choices of different approaches of how to apply the theoretical framework. 
Next section in the method chapter consists of the research design, structured in the 
Quantitative Research Process-model (Bryman & Bell, 2013) which describes how this 
thesis applies the methodology. The chapter ends with a reliability and a validity 
discussion, and critics of the chosen method.  

3.1 Research strategies 
In methodology, two main research strategies are repeatedly mentioned, the quantitative 
and qualitative research strategies (Bryman and Bell, 2013). The most obvious difference 
between them is that with the quantitative method the researcher quantifies various 
phenomenon while in use of the qualitative method the researcher dives further deep in 
the issue (Bryman and Bell, 2013). The distinctions them between does not end there, 
scientists argue that quantitative and qualitative research are dissimilar in terms of 
epistemological choices too. Qualitative research can be considered subjective since it 
goes further deep with a few observations, providing a deeper knowledge compared to 
the quantitative research. The quantitative research focuses on quantifying data in a more 
objective way (Bryman and Bell, 2013). Hussey and Hussey (1997) argues that the 
quantitative method delivers more general conclusions, since the studied elements are of 
such a large quantity.  
Further discussion regarding the quantitative method is being held by Bryman and Bell 
(2013) that the quantitative researcher often not only just want to find out if an event is 
present, but why it occurs, namely which underlying reasons that explain the event.  
Qualitative research method suits the purpose best when it is not possible to quantify data 
or research objects (Eliasson, 2013).  
 
This thesis is executed with the quantitative research method. The quantitative approach 
fits best when numbers are of importance to the investigated material (Eliasson, 2013). 
To answer a question about whether a specific phenomenon is widely spread, or to draw 
general conclusions, the quantitative method is suitable (Eliasson, 2013). Since the 
purpose of this study is “…to investigate the gender diversity of the board of director’s 
relationship with the financial performance of a corporation and the financial 
performance dependency on the gender diversity in the board of directors”, the method 
choice ends with the quantitative approach since a general conclusion shall be drawn after 
analyzing the results. More people prefer large samples when drawing general 
conclusions, to make the conclusions more reliable (Trost, 2005), which is another 
argument to why quantitative method is chosen for this research.   
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3.2 Research approaches to theory 
 
The relationship between theory and practice can be described in various ways. The most 
common aspect in scientific methodology is the deductive approach to theory. Deduction 
means that a researcher from current theories extract hypotheses that aims to be tested 
with an empirical data collection (Bryman and Bell, 2013). The deductive process is 
described in the figure below.  

 
Figure 3-1. The Deductive Process (Bryman and Bell, 2013, p. 31).  
Reconstructed and translated into English by the author.  
 
The contrary relationship between theory and practice is the inductive approach. If the 
inductive approach is used the model of the deductive process is inapplicable, and instead 
the theory and research relationship is seen the other way around. With this approach the 
theories are the results of the research. Conclusions are drawn from observations and then 
linked to the theory (Bryman and Bell, 2013). 
 
According to Bryman and Bell (2013) the deductive approach is more suitable in 
quantitative research and the inductive approach is more often used in qualitative studies. 
Since this research is using the quantitative method, the deductive approach is the most 
suitable approach to theory and will according to Bryman and Bells (2013) suggestions 
be used in this research. 
 

3.3 The quantitative research process 
The quantitative research process is structured in 10 steps according to Bryman and Bell 
(2013) and are described in the model below.  

 
 
Figure 3-2. The Quantitative Research Process (Bryman and Bell, 2013, p. 163).  
Reconstructed and translated into English by the author.  
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As seen in the figure, the first step in the quantitative research is theory, which supports 
that the quantitative method has a deductive approach to theory. Even though the model 
is not used in its explicit form in the practice, it still gives the reader an overview about 
how the work with the quantitative method is being executed (Bryman and Bell, 2013). 
The quantitative research process model will be used in this research to describe the steps 
the author has gone through in the research process. It is also used to structure the 
methodology chapter in a clear and pedagogical way. The first two steps have already 
been interpreted in this research via the theoretical framework and the following extracted 
hypotheses. The last two steps in the model will not be covered in the methodology 
chapter, but will be interpreted in the empirical findings. The model was reconstructed 
from 11 steps to 10, the fifth step was removed which was “selection of places where the 
research aims to be done”. This step was removed since the selection of place issue is 
handled in the respondent step.  

3.3.1 Research design 
 
To fulfil the purpose of this thesis; “…to investigate the gender diversity of the board of 
director’s relationship with the financial performance of a corporation and the financial 
performance dependency on the gender diversity in the board of directors”, bivariate 
analyses to measure the relationship between the variables and regression analyses to test 
the dependency amongst the variables aim to be done. To make a valid quantitative 
research, a research design should be established, according to the Quantitative Research 
Process (Bryman and Bell, 2013). Hair et al. (2010) argues that the researcher 
incorporates three features in establishing an appropriate research design for a regression 
analysis. The sample size is also vital in the bivariate analysis, according to (Bryman and 
Bell, 2013). According to Hair et al. (2010) the steps in conducting a proper research 
design are as follows: 

1. Sample size. 
2. Unique elements of the dependence relationship. 
3. Nature of the independent variables. 

Hair et al. (2010) mean that the sample size is probably the most influential element under 
the control of the researcher in research design. The effects of the sample size are linked 
to the statistical power of the significance testing and the generalizability of the result. 
Small samples, with less than 30 observations should only be used for simple regression 
because only strong relationships can be observed with any degree of certainty. This is 
similar to, a sample of more than 1000 observations make the statistical significance test 
over-sensitive, with the risk that almost every relationship is statistically significant. 
According to Hair et al.’s (2010) rule of thumb, simple regression can be effective if the 
sample size is 20, but in multiple regression the preferable number is 100 observations in 
most research situations to gain power. Another factor to have in mind in the decision-
making of the size of the sample is homogeneity or heterogeneity of the group (Bryman 
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and Bell, 2013). If a sample is very heterogeneous, a larger sample is needed because the 
probability that the population is heterogeneous too is very large. In this research, the 
sample consists of all companies on Nasdaq Stockholm’s Large Cap and Nasdaq 
Copenhagen’s Large Cap. Therefore, the sample is assumed to be fairly homogenous, 
since the companies face the same regulations on a national level and are of similar size. 
As explained in the introduction chapter, Sweden and Denmark have similar company 
laws and are far ahead of many other countries in empowering women compared to other 
countries, which indicates that the companies selected for this research is fairly 
homogenous.  
The sample chosen in this research can be seen as a two population itself, when compared 
to Bryman and Bell (2013) example of a population; all workers of an occupation à all 
companies on Large cap. Thereby, the companies can be distinguished from other 
companies in the total population of companies. If a population is naturally divided into 
groups, the population are said to be divided into clusters (Nationalencyklopedin, n.d). A 
cluster is a population unit (Bryman and Bell, 2013). In this research, the author has made 
a cluster sample of the companies listed on Large Cap Nasdaq Stockholm and 
Copenhagen from the population of all companies in the two countries. Within the cluster 
sample, the decision was made to not draw further samples out of the cluster since the 
population within the clusters is limited to 104 companies. Observing the companies’ 
board composition and financial performance during a period of three years results in 312 
observations. The decision to not draw further samples out of the cluster is supported by 
Bryman and Bell (2013), who state that after a cluster sample is made the researcher can 
either draw further clusters out of it or use the population unit. When all the units in the 
cluster are chosen as observation objects, the method is called single-stage cluster 
sampling (Nationalencyklopedin, n.d). The benefits with cluster-sampling is that the 
method is easy to execute and that costs of sampling decreases (Aczel, 1999). Since this 
is a bachelor thesis, the method seems appropriate for the purpose since the author faces 
limitations in both time and resources. Although, Bryman and Bell (2013) mean that the 
sampling error cannot be avoided completely in cluster sampling. However, since the 
sample is large enough, over 100 observations (Hair et al., 2010), the sample error tends 
to fall (Bryman and Bell, 2013).  
The three-year observation period was chosen to be able to see if there is a trend in 
attaining women to leading positions. The three –year observation period also makes it 
possible to see if the relationship between gender diversity and financial performance is 
consistent during the three-year period and by that except that the relationship is a 
coincidence during one year. The specific three-year period of 2013-2015 was chosen 
because it is of interest to see how the variables are related in the present time. 2016 was 
excluded since most companies have not established annual reports yet. 
Sample size also affect the generalizability of the results by determining the ratio of 
observations to independent variables. The rule of thumb is that the observations for each 
independent variable should never fall below 5 observations to one variable, but preferred 
ratios are 15-20:1 (Hair et al., 2010).  
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Degrees of freedom (df) can be used as a measure of generalizability. The larger the 
degrees of freedom, the more general will the results be. Degrees of freedom are defined 
as the sample size subtracted by the estimated parameters (Hair et al. 2010).  
However, there are restrictions in the generalizability, according to Bryman and Bell 
(2013). They argue that the results only can be generalized to the population from which 
the sample are drawn. For this thesis, this means that the results can only be generalized 
to the population of large well-established firms in Sweden, Denmark and countries 
similar to Sweden and Denmark.  
 
At times, the researcher wants to investigate non-metric data in the regression models, 
but the regression is limited to metric data. Metric data is a synonym for quantitative data, 
which can be measured by analyzing interval data or ratio data (Hair et al., 2010). Metric 
data are used when the investigated subjects differs in for example amount or degree. The 
metric data describes subjects and objects of an attribute and the amount or degree it is 
featured by the attribute. The opposite is non-metric data or qualitative data which can be 
measured on the nominal or ordinal scale, which describes differences in kind or type of 
a subject (Hair et al. 2010). In such situations, transformation needs to be done to 
incorporate the non-metric data into the equation. In this research, the author has found 
no reasons to incorporate non-metric data in the research since the measure of gender 
diversity and the measure of financial performance only consists of metric data.  
 

3.3.2 Devise measures of concept 
 
The process of devising measures of concepts can also be called operationalizing. 
Operationalizing is used to describe the approach used to measure concepts (Bryman and 
Bell, 2013). To go back to the purpose of this study; “…to investigate the gender diversity 
of the board of director’s relationship with the financial performance of a corporation and 
the financial performance dependency on the gender diversity in the board of directors”, 
there is a need to define the concept of gender diversity. In this research, gender diversity 
is defined as the “ordinary view” of gender, meaning two genders based on two biological 
forms, female and male (Tacconelli, 2007). The gender diversity will be measured by the 
proportion of women in the board. This devise was also used by Catalyst (2004) in their 
study of gender diversity and financial performance. The gender diversity will be 
computed by the following equation; 
 

Gender diversity=Women proportion=Female board directors/Total number of 
directors 

Equation 3-1. Gender diversity.  
 
 
The measure of gender diversity will be used in the statistical analyses to determine the 
relationship between gender diversity and the financial performance.  
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According to Barone et al. (2011, p. 82) “an industry term for a measure or metric that 
evaluates performance with respect to some objective” is the definition of a key 
performance indicator (KPI). The KPI’s are used to measure success and quality of for 
example strategic goals, enacting processes or in delivering products and services. As an 
example Barone et al. (2011) mention that the “percentage increase of customer-base” 
could be a possible KPI for the goal “increase market share”.  
To operationalize the financial performance in this research, KPI’s will be used. Standard 
KPI’s will be used since they are applicable for most companies.  
The KPI’s that will measure the financial performance of the sample of companies are 
net profit margin, return on equity and return on assets.  
The net profit margin is a measure a company’s ability to make a profit on each unit of 
revenue (Brealey et al., 2011). The net profit margin measures a firm’s profitability after 
all revenue and expenses, including interest, taxes and non-operating items, according to 
Fraser and Ormiston (2004). The net profit margin has been calculated through the 
following formula (Brealey et al., 2011); 
 

Net profit margin = annual net income/total revenue 
Equation 3-2. Net profit margin (Brealey et al., 2011, p. 714).  
 
Return on equity (ROE) is calculated by net income divided by equity. The return on 
equity shows how efficient the firm has utilized the shareholder’s equity in the company, 
according to Gallagher and Andrew (2003). The ROE is previously used to measure 
financial performance in a study made by Catalyst (2004).  
 

Return on equity = annual net income/book value of equity at the end of the year 
Equation 3-3. Return on equity. (Brealey et al., 2011, p. 718).  
 
Gallagher and Andrew (2003) means that return on assets (ROA) shows how the total 
assets has been utilized by the company during the year, which means that ROA indicates 
the overall rate of return on total assets of the firm. ROA is computed though dividing 
annual net income with the book value of the total assets of the firm at the end of the year. 
This measure was also used by Carter et al. (2010) in their study of board diversity’s 
impact on financial performance.  
 

Return on assets = annual net income/book value of total assets at the end of the year 
Equation 3-4. Return on assets. (Carter et al., 2010, p. 402).  

 

3.3.3 Sample 
 
As mentioned in the research design part above, the research respondents are companies 
listed on Large Cap on Nasdaq Stockholm and Nasdaq Copenhagen. The Swedish 
companies were retrieved the 11th of October and the Danish companies were retrieved 
the 10th of November. Companies that was not listed on Nasdaq Nordic during the whole 



 

 23 

period between 2013-2015 was excluded from the research, because of the possibilities 
of different demands on accounting. Another reason for why this limitation was made 
was that the companies should be of similar age and be well-established, as well as being 
objects for the same macro factors during the observation period. Bonava AB, Com Hem 
Holding AB, Dometic Group AB, Lifco AB, Pandox AB and Resurs Holding AB were 
introduced to the Swedish Stock Exchange after 2013-01-01 and are thereby excluded, 
which leaves the Swedish companies on a number of 72 companies. Scandinavian 
Tobacco Group A/S was listed on the Danish Stock Exchange during the observation 
period and is therefore also excluded, and thereby the Danish sample size is 32 
companies. Companies that may have been noted after the dates of collection were not 
taken into consideration in this research. The total number of companies was 104 which 
meant that the research got 312 observations. Hair et al. (2010) argues that increased 
sample sizes produces greater power for the statistical test for any given alpha level, 
which supports the researcher’s decision of choosing all the companies in the two 
populations of companies on the Swedish and the Danish Large Cap as observation 
objects.   
 

3.3.4 Data collection 
 
The board composition will be extracted from each company’s annual report for the 
selected period. 312 annual reports have been read manually by the author to gather 
correct information. The financial ratios were retrieved from Börsdata, a website that 
presents financial information of Nordic companies. The information on Börsdata is 
extracted from annual and interim reports of the companies, which are retrieved directly 
from the Stock Exchange (Bol, n.d). The financial ratios were retrieved the November 
14th 2016. In the case of missing financial data on Börsdata, the author itself calculated 
the financial ratio by hand with the formulas described in the previous section. The same 
formulas have been used by Börsdata (Bol, n.d).  
 
Bryman and Bell (2013) argues that data collection can be primary or secondary. The 
researcher collects the primary data, whilst secondary data can be retrieved from previous 
research or other sources such as theories or document.  
The empirical data of this research consists of primary data collected by the researcher 
via reading the annual reports of the companies, and is tested against the hypotheses 
extracted from the theoretical framework consisting of secondary data. The theoretical 
framework mainly consists of peer-reviewed articles or published books, (e.g. Adams and 
Ferreira, 2009; Bryman and Bell, 2013) which increases the validity of the research.  

3.3.5 Process and analyzing data 
 
When the necessary information is retrieved, it should be processed to be able to be 
analyzable (Bryman and Bell, 2013). Since this research only investigates quantifiable 
information, the process is easy and no transformation of variables needs to be done. 
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When using the quantitative method, statistical tools are vital to analyze and draw 
conclusions from the empirical studies (Aczel and Sounderpandian, 2006). Statistical 
Package for Social Sciences (SPSS) is a commonly used tool for statistics. It is a software 
for data management and analysis and is used in this research to analyze the processed 
data. 
 

3.4 Statistical method 

3.4.1 Bivariate analysis 
In a bivariate analysis, two variables at a time are analyzed to investigate if there is a 
relationship between them or not (Bryman and Bell, 2013). It is important to take into 
consideration that the bivariate analysis reflects correlation and not causality, but to 
answer the first research question:” …to investigate how the women proportion in boards 
are related to the financial performance of a company”, it is a suitable method.  
Bivariate analyses can be performed on all types of variables, but through different 
analysis methods. Since this research only consists of metric variables, the best fit of 
bivariate analysis method is Pearson Correlation (Bryman and Bell, 2013). The Pearson 
r (the correlation coefficient) stretches from +1 to -1, where +1 indicates a perfect positive 
relationship, 0 no relationship and -1 a perfect negative relationship (Hair et al. 2010).  
The closer to 1, the stronger the relationship (Bryman and Bell, 2013). According to 
Jacobsen (2002) there are some rule of thumbs to determine the strength of the correlation 
between two variables. If the r (correlation coefficient) is either below -0,5 or over 0,5, it 
means that the correlation is strong. A correlation coefficient between -0,5 to -0,3 and 0,3 
to 0,5 indicates a middle strong relationship, and an r between -0,3 to 0,3 means a weak 
relationship. The correlation analysis also states the level of significance for the 
correlation coefficient. If the level of significance lies below 0,05, the risk is low that the 
correlation between the variables is a coincidence (Bryman and Bell, 2013). Therefore, 
the hypotheses will be rejected if the level of significance is above 0,05.  
 
The dependency relationship between the variables can be established via regression 
analysis. Therefore, regression analyses will be performed in addition to the bivariate 
analysis, to evaluate the dependency relationship between the variables. 
 

3.4.2 Regression analysis 
In the second research question; “…to investigate if there is a dependency relationship 
between the women proportion and the financial performance” there is a need of a model 
that measures the dependence of one variable to another. Simply stated, the author needed 
a model to conclude whether the financial ratios of a firm are dependent on the gender 
diversity in the company’s board. The foundation in business forecasting models is the 
regression analysis, originating from the econometric models trying to predict national 
economy based on inputs (Hair et al., 2010). The regression analysis is a widely used tool 
when handling these issues, to analyze dependencies between variables or to predict or 



 

 25 

explain the relationship between two variables as the changes in the dependent variable 
in response to the changes in the independent variables (Hair et al. 2010). According to 
Hair et al. (2010), regression analysis should be used if the problem contains independent 
variables. The regression model is as follows; 

Y1=X1+X2+…Xn 

 

Equation 3-5. The regression model (Hair et al., 2010, p. 155).  

When interpreted in a problem, the regression model can be stated as follows;  
 

Ŷ=b0+b1V1 

 
Equation 3-6. Simple regression model (Hair et al., 2010, p. 163).  
 

The intercept in the regression equation is called b0, and the change in the dependent 
variable that is dependent on the independent variable, is called b1. B1 is also known as 
the regression coefficient. The regression coefficient determines the estimated change in 
the dependent variable for a unit of change in the independent variable (Hair et al., 2010). 

In this research, the independent variable is the gender diversity in the corporate boards, 
and the dependent variables are the financial ratios. One regression analysis will be 
executed for each financial ratio. In addition to the independent variable, three control 
variables will be added to the regression analysis to control for other factors that may 
influence the financial performance. The control variables are board size, firm size and 
solidity of the firms, and are used to make the dependency test more reliable.  
 
To prove that there is causality between the two variables in the regression model, another 
aspect need to be taken into consideration, according to Eliasson (2013). The researcher 
needs to reject that other variables than the independent variable affects the dependent. 
In this thesis, the researcher will not be able to reject that other variables than gender 
diversity in the listed company boards adjusted for the control variables impact on the 
financial performance, because of lack of time and resources. To find out if there is 
causation between the two variables, all other possible causes of good or bad financial 
performance must be excluded from the research (Catalyst, 2004). Due to this fact, 
causality cannot be confirmed between the variables.   

When assessing the prediction accuracy of a regression model, the coefficient of 
determination (R2) is frequently used (Hair et al. 2010). The R2 is the squared correlation 
between the actual and predicted values of the dependent variable. It illustrates the 
combined effects of the variate, i.e. the independent variable and the intercept, in the 
prediction of the dependent variable. It goes from 1 (perfect prediction) to 0 (no 
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prediction). R2 is the quadrated Pearson r (Bryman and Bell, 2013), and explains the 
covariance between the variables.  
 

3.5 Non-response 
Non-response is a source of error that does not regard the sampling process. The error can 
emerge from the respondents refusing to answer questions, cannot be found or inability 
to extract the quested information (Bryman and Bell, 2013). There are two types of non-
response; object non-response and partial non-response. Object non-response means that 
data is missing for all quested investigation variables from an element in the sample, 
partial non-response is present if there is missing data for at least one variable of 
investigation (Statistics Sweden, 1997). In this study, all 104 companies’ annual reports 
for the whole observation period of three years have been found, meaning 312 annual 
reports have been read. This means that this study has no object non-responses, thus the 
non-responses in this study comes only from partial non-response.  
An acceptable non-response frequency is hard to estimate (Statistics Sweden, 1997). Bias 
can emerge from non-response, and therefore it is important to deal with the issue of non-
response in a study. According to Statistics Sweden (1997), the bias is likely to be small 
if the non-response frequency is low, and a non-response frequency of 1% will at most 
give bias of 0,75%. In this research, there is only partial non-response in the variable net 
profit margin of 2,88%. Therefore, bias of this research is considered to be fairly small.  
The non-response in this study has been calculated by taking the number of inapplicable 
variables divided by the total sample (Bryman and Bell, 2013; Statistics Sweden, 1997). 
As seen in the table below, the non-response of this research is very small.  
 
 

  
Annual 
reports 

Women 
proportion %NEPRMA %ROE %ROA 

2013 104 0 3 0 0 
2014 104 0 3 0 0 
2015 104 0 3 0 0 
Sum 312 0 9 0 0 
Object 
non-
response 
(%) 0%         
Partial 
non-
response 
(%)   0% 2,88% 0% 0% 

Table 3-1. Non-response, adapted by the author (2016). 
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3.6 Validity and reliability 
The quantitative research method aims to maximize objectivity, replicability and 
generalizability (Harwell, 2011).  
According to Eliasson (2013, p. 14) reliability is accomplished if the research is 
responding to the question:” Can we trust that the research gives the same result, if we 
repeat it equivalently?”  
This is vital in scientific research, science reliability is considered achieved if others can 
redo the research and control the data that the research has built its conclusions on 
(Eliasson, 2013). Eliasson (2013) argues that the reliability is based on how the data is 
collected and how it is processed. In the use of quantitative data, the researcher must be 
assured of that the process is the same independent of how and when the research is 
conducted.  
To increase the reliability in quantitative research, the researcher should control when the 
data was registered to prevent error-coding (Eliasson, 2013). In this research, error-coding 
is prevented by using primary data for the empirical findings, that consists of the annual 
reports. Secondary data is retrieved for the financial ratios, since the time is too scarce to 
calculate them by hand. Secondary data has also been retrieved for the theoretical 
framework. To be reliable, the articles used are peer-reviewed and the literature has been 
considered credible since they have been written of scientists and professors. To assure 
reliability even further, various measures should be used for the most important elements 
of the research (Eliasson, 2013). Therefore, several KPI’s are used to measure the 
financial performance of a company. Another factor that can affect a research reliability 
is the inter-observer consistency – the risk of lack of consistency when a research has 
more than one recorder or author (Eliasson, 2013). This risk is completely eliminated in 
this thesis since it has only one author. According to Bryman and Bell (2013), a factor of 
reliability is stability – that the measure is stable over time. To attain stability, the author 
has measured the same variables of gender diversity and financial performance in three 
different points of time, and found out that the same relationship is found in these 
observations.  
Even if reliability and validity can be separated in the theory, they are highly related since 
the validity assumes that reliability is present (Bryman and Bell, 2013).  
If the research measures what is meant to be measured, validity is present (Eliasson, 
2013). It is of importance that the research applies the correct tools to the questions that 
shall be responded. It is central that the problematizing is obvious to be assured what the 
research aims to fulfil, and that the data collected is valid and reliable (Eliasson, 2013). 
The bivariate analysis and the regression analysis is suitable tools to analyze research 
questions that aims to investigate relationships or to predict or explain how the dependent 
variable is affected by the independent, but can also be used to investigate statistical 
relationships (Hair, 2010), which fits the purpose of this study; “…to investigate the 
gender diversity of the board of director’s relationship with the financial performance of 
a corporation and the financial performance dependency on the gender diversity in the 
board of directors”. 
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Increased validity can be attained by formulating several indicators of the concept of 
investigation (Eliasson, 2013). Therefore, three indicators are used to measure the 
financial performance, the investigated concept of this thesis.  
Validity can be separated into two parts, internal and external validity (Jacobsen, 2002). 
The internal validity is, as explained by Eliasson (2013), that the research measures what 
aims to measured. External validity suggest that the results are generalizable in a larger 
extent (Jacobsen, 2002).  
Internal validity is considered to be present in this thesis since annual reports have a high 
credibility being heavily regulated and are beholden to demonstrate an accurate 
demonstration of the financials of the corporation (SFS 1995:1554; LBK nr 1580 af 
10/12/2015). In addition to that, the companies in this study needs to have an auditor 
because of their size (Erhvervsstyrelsen, n.d; Bolagsverket, n.d), which further increases 
the validity because the auditor confirms that accounting has been done properly in the 
annual reports. The author has retrieved the board composition by herself, but the 
financial ratios are retrieved from an external source. The use of secondary data of the 
financial ratios is a shortcoming of the study, so the internal demand of validity might not 
be completely met. The external validity is however high, since companies have not been 
excluded for any other reasons than age from the population. The sample also consists of 
companies from two countries which makes it possible to generalize the results for firms 
of equal size no matter of industry to countries with similar attributes as Sweden and 
Denmark.  
 

3.7 Critics of method 
The quantitative method is connected to the natural scientific model, especially the 
positivistic approach (Bryman and Bell, 2013). This has been criticized, since quantitative 
researchers does not separate the scientific field with the social side of human beings. 
Social scientists that applies a natural scientific method cannot describe the differences 
between the natural scientific models and the social reality, which means that the social 
scientists ignore the differences between the nature and the society. Thereby, quantitative 
scientists ignore that humans evaluate the nature they are living in, which the science 
objects (e.g. atoms) cannot (Schutz, 1962).  
The sample of firms was a cluster sample of the Swedish and Danish firms on large cap. 
The sample was not random, which increases the risk for errors (Bryman and Bell, 2013). 
Cluster sample seemed as an appropriate method anyways, because of the limited time 
and resources of a bachelor thesis. Other similar studies have made similar choices for 
their samples, see for example Carter et al. (2003) and Rose (2007), having samples from 
a specific country. The cluster sample method is also supported by Eliasson (2013) if a 
complete selection frame cannot be used with the resources, and that the most important 
conclusion that needs to be drawn from this thesis is to identify a relationship between 
two features. The choice to have two countries companies as observation objects was 
made to increase the generalizability of the study.  
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Another aspect that has been criticized is the reliability of measuring devices. Cicourel 
(1982) argues that there is a problem in certifying that the respondents have the 
knowledge to answer the questions of investigation correct. In this research this aspect is 
considered eliminated since the study does not have any asked respondents answering 
specific questions, only use of data reported and published directly from the companies. 
One can argue that there is a possibility that there has been measuring-errors in the data, 
but that risk is small since the data of the board structure is directly retrieved from the 
respective company’s annual reports, and both Swedish and Danish companies face heavy 
regulations in establishing annual reports in Årsredovisningslagen and 
Årsregnskabsloven (SFS 1995:1554; LBK nr 1580 af 10/12/2015). However, there is 
always a risk with retrieved data that the author has read the data wrong. This risk was 
dealt with by the author reading the annual reports twice at two different points of time, 
to assure that the data for the board directors was correctly read.  
The financial ratios were retrieved from Börsdata, a database with financial information 
of Nordic companies, directly retrieved from the companies’ annual reports (Bol, n.d.). 
A random sample of the financial ratios retrieved was compared to the primary 
documents, and were considered to be accurate according to the formulas used. There 
were some ratios that was abnormally high, but after considerations the author decided to 
not exclude them from the research to make the research more reliable.  
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4 Empirical findings 

In the empirical findings chapter, the results from the empirical research will be 
presented. The gatherings from the data collection will then be analyzed through the 
statistical method described in the method chapter. The purpose of this chapter is to give 
the reader increased understanding of the variables to later in the chapter be able to 
evaluate the findings.  

4.1 Recap of hypotheses 
To fulfil the purpose of this thesis; “…to investigate the gender diversity of the board of 
director’s relationship with the financial performance of a corporation and the financial 
performance dependency on the gender diversity in the board of directors” the 
relationship and the dependency between the variables needs to be defined. As this thesis 
uses the deductive approach to theory, hypotheses was built in the theoretical findings 
chapter and the empirical data retrieved will be tested against them to define the 
relationship. The hypotheses are; 
 
H1: All else being equal, the women proportion of a corporate board has no significant 

relationship with the return on equity of a corporation in any of the years in the 
observation period.  

H2: All else being equal, the women proportion of a corporate board has no significant 
relationship with the return on assets of a corporation in any of the years in the 
observation period.  

H3: All else being equal, the women proportion of a corporate board has no significant 
relationship with the net profit margin of a corporation in any of the years in the 
observation period.  

H4: All else being equal, the return on equity of a company is not dependent on the women 
proportion of the company board in any of the years in the observation period.  

H5: All else being equal, the return on assets of a company is not dependent on the women 
proportion of the company board in any of the years in the observation period. 

H6: All else being equal, the net profit margin of a company is not dependent on the 
women proportion of the company board in any of the years in the observation period.  

 
  

4.2 Descriptive statistics  
As a first step to identify the relationship between the women proportion in the corporate 
boards and the financial performance measures respectively, a thorough explanation of 
the variables will be described.  
As stated in the methodology chapter, the researcher has collected data from the Swedish 
and Danish large cap during three years. The Swedish Large Cap and the Danish Large 
Cap together consisted of 104 companies when the information was retrieved from 
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Nasdaq in October and November 2016, which ends up on 312 observations of the 
companies’ board structure. In total, 312 annual reports have been read by the author to 
verify the board structure in each specific year. 
Empirical data was also gathered for the financial ratios as indicators of financial 
performance, net profit margin (from now on called %NEPRMA201X), return on equity 
(%ROE201X) and return on assets (%ROA201X) for the three years investigated. For the 
312 observations of board structure, one observation for each of the financial ratios was 
gathered which gives this research 936 observations of how the gender diversity is related 
to the financial ratios. Of the companies investigated, there were 72 Swedish and 36 
Danish, which gives this research 648 Swedish observations of board structure and 
financial performance and 324 observations with evidence from Denmark.  
The companies are divided between ten industries, Basic Materials, Consumer Goods, 
Consumer Services, Financials, Health Care, Industrials, Oil & Gas, Technology, 
Telecommunication and Utilities. The companies are listed into different industries on 
Nasdaq Nordic, which the industry-belongings was retrieved from. The following figure 
explains how many percentage of the companies belongs to which industry in the sample. 

 
Figure 4-1. Companies divided into industries, adapted by the author (2016). 
 
As seen in the pie chart, the industry with the most companies in it are the financial sector 
and the industrial sector which are approximately equally big. Therefore, it is assumed 
that these industries have the largest impact in the following statistical analyses and 
thereby in the results.   
The table below shows the mean proportion of women in boards and standard deviation 
divided by industry during the observation period between January 1st 2013 and 
December 31th 2015. The table states that the proportion of women in boards does not 
vary particularly between the industries, but that the industry with most women in the 
board are the financial sector with 31,22%.   
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Industry 
Mean % of women in board 
2013-2015 Std. Deviation 

Basic Materials  21,61% 10,43% 
Consumer Goods 30,63% 11,02% 
Consumer Services 26,99% 14,60% 
Financials  31,22% 12,81% 
Health Care  23,62% 13,66% 
Industrials  24,07% 12,19% 
Oil and gas  25,00% 7,91% 
Technology  25,44% 15,54% 
Telecommunications  27,73% 10,44% 
Utilities 22,02% 13,40% 

Table 4-1. Mean and standard deviation of percentage of women in boards divided by industry during 
2013-2015, adapted by the author (2016). 

 
The next figure shows the average financial performance in each industry, which present 
how each industry performed in terms of net profit margin, return on equity and return on 
assets during the observation period 2013-2015. However, since the number of companies 
in each industry varies very much, one should not put too much effort in comparing the 
industries since the number of companies are not equally distributed.  
 

 
 

Figure 4-2. Mean financial performance (%) per industry, adapted by the author (2016).  
 
With an overview of the empirical findings from the different industries, a consolidated 
table of descriptive statistics was retrieved from SPSS to explain the variables used in this 
research. To match the purpose of the thesis “…to investigate the gender diversity of the 
board of director’s relationship with the financial performance of a corporation and the 
financial performance dependency on the gender diversity in the board of directors” the 
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following variables are used as a foundation in the bivariate analyses and the regression 
analyses.   
 
  N Minimum Maximum Mean Std. Deviation  

%WOM2015 104 0,00% 60,00% 29,75% 11,67% 

%WOM2014 104 0,00% 60,00% 26,39% 13,06% 

%WOM2013 104 0,00% 60,00% 24,07% 13,28% 

SIZE2015 104 4 12 7,54 1,64 

SIZE2014 104 4 13 7,55 1,75 

SIZE2013 103 4 13 7,51 1,83 

%NEPRMA2015 101 -151,36% 205,45% 20,42% 44,15% 

%NEPRMA2014 101 -61,64% 1677,99% 30,83% 167,12% 

%NEPRMA2013 101 -34,53% 549,51% 20,35% 57,03% 

%ROE2015 104 -64,82% 1112,30% 26,35% 108,81% 

%ROE2014 104 -91,73% 940,86% 24,01% 92,59% 

%ROE2013 104 -345,35% 67,57% 11,63% 38,22% 

%ROA2015 104 -26,70% 41,79% 7,11% 9,63% 

%ROA2014 104 -33,91% 34,36% 6,91% 9,01% 

%ROA2013 104 -9,98% 36,61% 7,23% 8,46% 

Valid N (listwise) 101         
Table 4-2. Descriptive Statistics, adapted by the author (2016).  
 
The variable %WOM201X shows the proportion of women in the board in each year of 
observation. During the observation period, the proportion of women has aroused from 
24,07% in 2013 to 29,75% in 2015, which indicates a positive trend in appointing women 
to the company boards for the companies observed. However, there are still companies 
with 0% women in their boards in each of the years during the observation period. The 
maximum of women never exceeds 60%. With all this put together, the descriptive 
statistics shows that women are still underrepresented in corporate boards general.  
The variable SIZE201X shows how many directors was appointed to the board during 
each year during the observation period. The board size has not changed particularly 
during the observation period; it stays steadily on 7,5 directors on average.  
There were some differences on the international level regarding the women proportion, 
as shown in the tables below. In Denmark, the table below show us that the mean 
proportion of women also increased during the observation period, but its lower than the 
proportion of women directors compared to the Swedish companies.  
In Sweden, there was on average 29,56% women in the corporate boards in the average 
board size of 7,87 directors.  
 
  N Minimum Maximum Mean Std. Deviation 

%WOM2015 32 0,00% 50,00% 23,84% 12,76% 

%WOM2014 32 0,00% 50,00% 20,12% 12,79% 
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%WOM2013 32 0,00% 50,00% 17,19% 13,73% 

%NEPRMA2015 32 -39,02% 67,39% 10,90% 17,92% 

%NEPRMA2014 32 -3,22% 36,88% 13,44% 10,77% 

%NEPRMA2013 32 -5,17% 31,50% 11,34% 9,98% 

%ROE2015 32 -64,82% 74,22% 14,43% 24,26% 

%ROE2014 32 -3,75% 65,72% 19,12% 15,57% 

%ROE2013 32 -41,29% 59,16% 14,54% 19,23% 

%ROA2015 32 -26,70% 37,97% 6,44% 11,92% 

%ROA2014 32 -1,54% 34,36% 8,12% 9,29% 

%ROA2013 32 -6,94% 35,80% 7,19% 10,05% 

Valid N (listwise) 32         
Table 4-3. Descriptive Statistics of Danish firms, adapted by the author (2016).  
 
 
 

  N Minimum Maximum Mean Std. Deviation 

%WOM2015 72 0,00% 60,00% 32,38% 10,18% 

%WOM2014 72 0,00% 60,00% 29,18% 12,26% 

%WOM2013 72 0,00% 60,00% 27,13% 11,95% 

%NEPRMA2015 69 -151,36% 205,45% 24,67% 51,61% 

%NEPRMA2014 69 -61,64% 1677,99% 38,90% 202,01% 

%NEPRMA2013 69 -34,53% 549,51% 24,53% 68,43% 

%ROE2015 72 -15,14% 1112,30% 31,29% 129,77% 

%ROE2014 72 -91,73% 940,86% 26,18% 110,97% 

%ROE2013 72 -345,35% 67,57% 10,34% 44,19% 

%ROA2015 72 -18,01% 41,79% 7,31% 8,54% 

%ROA2014 72 -33,91% 32,39% 6,37% 8,89% 

%ROA2013 72 -9,98% 36,61% 7,24% 7,73% 

Valid N (listwise) 69         
Table 4-4. Descriptive Statistics of Swedish firms, adapted by the author (2016).   
 
 

4.3 Bivariate analyses 
To establish whether there is a relationship between the proportion of women in a 
company’s board and the financial performance of a firm, three hypotheses have been 
developed;  
 
H1: All else being equal, the women proportion of a corporate board has no significant 

relationship with the return on equity of a corporation in any of the year in the 
observation period.  
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H2: All else being equal, the women proportion of a corporate board has no significant 
relationship with the return on assets of a corporation in any of the year in the 
observation period.  

H3: All else being equal, the women proportion of a corporate board has no significant 
relationship with the net profit margin of a corporation in any of the year in the 
observation period.  

 
Therefore, bivariate analyses have been conducted, and more specifically the Pearson 
Correlation analysis. Three analyses have been made, to show the correlations between 
the variables in each year of observation. As stated in the method chapter, the Pearson 
correlation coefficient (r) stretches from -1 to +1, and the r can take on any value between 
these two values. -1 denotes negative linear correlation and +1 indicates a positive linear 
correlation. If the r is 0, there exist no correlation between the variables (Hair et al., 2010). 
If the r (correlation coefficient) is either below -0,5 or over 0,5, it means that the 
correlation is strong. A correlation coefficient between -0,5 to -0,3 and 0,3 to 0,5 indicates 
a middle strong relationship, and an r between -0,3 to 0,3 means a weak relationship 
(Jacobsen, 2002). The correlation analysis also states the level of significance for the 
correlation coefficient. If the level of significance lies below 0,05, the risk is low that the 
correlation between the variables is a coincidence (Bryman and Bell, 2013).  
 
To easier reject or accept the hypotheses, an operationalization of the hypotheses has been 
made. The hypotheses are divided into three parts, testing the hypothesis for each of the 
years between 2013-2015. For each of the hypotheses, the null hypothesis states that there 
is no relation between the women proportion and the return on equity in any year, and the 
alternative hypotheses indicates that there is relation between the two variables.  
 

H0 : r = 0 
H1 : r ¹ 0 

 
For hypothesis number two, the null hypothesis states that there is no relation between 
the women proportion and the return on assets in any year. The alternative hypotheses 
mean the opposite, that there is a relationship between the variables.  
 

H0 : r = 0 
H1 : r ¹ 0 

 
In hypothesis three, there is the same null hypothesis as in the previous hypotheses. The 
null hypothesis states that there is no relation between the women proportion and the net 
profit margin in any year, and the alternative hypothesis suggest that there is a relation.  
 

H0 : r = 0 
H1 : r ¹ 0 
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    %WOM2015 %NEPRMA2015 %ROE2015 %ROA2015 

%WOM2015 
Pearson 
Correlation 1 0,032 0,111 -0,065 

  Sig. (2-tailed)   0,748 0,263 0,513 
  N 104 101 104 104 

%NEPRMA2015 
Pearson 
Correlation 0,032 1 0,034 0,268 

  Sig. (2-tailed) 0,748   0,739 0,007 
  N 101 101 101 101 

%ROE2015 
Pearson 
Correlation 0,111 0,034 1 0,257 

  Sig. (2-tailed) 0,263 0,739   0,008 
  N 104 101 104 104 

%ROA2015 
Pearson 
Correlation -0,065 -0,268 0,257 1 

  Sig. (2-tailed) 0,513 0,007 0,008   
  N 104 101 104 104 

Table 4-5. Correlations 2015, adapted by the author (2016).    
 
In 2015, the Pearson Correlation (r) indicates a very vague relationship between 
%WOM2015 and the variables of investigation %NEPRMA2015, %ROE2015 and 
%ROA2015. For net profit margin and return on investment, we see a very weak but 
positive relationship, according to the rule of thumbs (Jacobsen, 2002). For return on 
assets, we see a very weak but negative relationship. The level of significance (Sig. 2-
tailed) are high, which means that we cannot conclude that the weak relationships found 
are significant. Therefore, we accept the null hypotheses in hypothesis 1, 2 and 3 for the 
year 2015, which means that there is no significant correlation between women 
proportion and any of the financial ratios.  
 
 
    %WOM2014 %NEPRMA2014 %ROE2014 %ROA2014 
%WOM2014 Pearson Correlation 1 0,022 0,126 -0,032 
  Sig. (2-tailed)   0,826 0,201 0,751 
  N 104 101 104 104 
%NEPRMA2014 Pearson Correlation 0,022 1 0,015 0,239 
  Sig. (2-tailed) 0,826   0,880 0,016 
  N 101 101 101 101 
%ROE2014 Pearson Correlation 0,126 0,015 1 0,255 
  Sig. (2-tailed) 0,201 0,880   0,009 
  N 104 101 104 104 
%ROA2014 Pearson Correlation -0,032 0,239 0,255 1 
  Sig. (2-tailed) 0,751 0,016 0,009   
  N 104 101 104 104 

Table 4-6. Correlations 2014, adapted by the author (2016).   
 



 

 37 

In 2014, we can see similar patterns as in year 2015. The Pearson r is very close to 0 in 
each of the financial ratios, which indicates a really weak relationship between gender 
diversity and financial performance. For net profit margin and return on equity, there are 
a weak positive relationship and for return on assets, the relationship is weak but negative. 
Either of the correlation coefficients have a level of significance below 0,05 which 
indicates that null hypotheses should be accepted for hypothesis 1, 2 and 3 in year 2014 
as well. Hence, there is no evidence that the gender diversity and the financial ratios are 
related in 2014.  
  
    %WOM2013 %NEPRMA2013 %ROE2013 %ROA2013 

%WOM2013 
Pearson 
Correlation 1 0,052 -0,128 -0,088 

  Sig. (2-tailed)   0,605 0,194 0,372 
  N 104 101 104 104 

%NEPRMA2013 
Pearson 
Correlation 0,052 1 0,030 0,150 

  Sig. (2-tailed) 0,605   0,762 0,135 
  N 101 101 101 101 

%ROE2013 
Pearson 
Correlation -0,128 0,030 1 0,214 

  Sig. (2-tailed) 0,194 0,762   0,029 
  N 104 101 104 104 

%ROA2013 
Pearson 
Correlation -0,088 0,150 0,214* 1 

  Sig. (2-tailed) 0,372 0,135 0,029   
  N 104 101 104 104 

Table 4-7. Correlations 2013, adapted by the author (2016).    
 
In 2013, the results somewhat differ from the results found in 2015 and 2014. The 
correlations are still very weak, but we see a negative relationship for return on equity 
instead of a positive as in the following years. However, the level of significance for the 
correlation coefficients are above 0,05 which means that the null hypotheses for 
hypothesis 1, 2 and 3 should be accepted.  
 
 

4.4 Regression analyses 
To test hypothesis number four to six, a model that test dependencies between variables 
are needed. Therefore, regression analyses were performed. To strengthen the analysis, 
control variables was added to the regression analyses. The control variables added was 
board size, since prior studies suggest that board size can be negatively related to financial 
performance (Yermack, 1996), firm size in terms of total assets since the size of the firm 
might have an impact on  the financial performance, and solidity to control for how the 
assets are financed since the financial ratio formulas does not add back interest expenses.  
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If a significant relation between the women proportion in boards and financial 
performance had been found, it would have been far more interesting to further test the 
relationship with the regression analyses, to test if the relationship held for further 
controls. Since no significant relationship was found in the Pearson correlation analysis, 
the regression analysis can further strengthen the results that no relation exists, if we use 
a different model with control variables instead. 
The results from the regression models and can be found in the appendices. 
  
The hypotheses are: 
 
H4: All else being equal, the return on equity of a company is not dependent on the women 

proportion of the company board in any of the years in the observation period.  
H5: All else being equal, the return on assets of a company is not dependent on the women 

proportion of the company board in any of the years in the observation period. 
H6: All else being equal, the net profit margin of a company is not dependent on the 

women proportion of the company board in any of the years in the observation period.  
 
The following testable hypotheses for each regression are: 
 

H0: β1 = 0 
H1: β1 ≠ 0 

 
The null hypothesis states that the financial performance (ROE, ROA and net profit 
margin) is not dependent on the independent variable of women proportion in any year if 
the observation period. The alternative hypothesis states that the financial performance is 
dependent on the women proportion in any of the years in the observation period. In total, 
nine regressions have been made. The independent variable and the control variables was 
divided into blocks to make them easier to compare. 
 

4.4.1 Gender diversity and return on equity  
 
 

Model R R Square Adjusted R Square 
Std. Error of the 
Estimate 

1 ,111a ,012 ,003 108,66778% 
2 ,235b ,055 ,017 107,87092% 
a. Predictors: (Constant), %WOM2015 
b. Predictors: (Constant), %WOM2015, SIZE2015, FIRMSIZE2015, %EQRAT2015 
 

Table 4-8. Model summary of regression for dependent variable ROE2015, adapted by the author (2016).   
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Model 
Unstandardized Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 
1 (Constant) -4,382 29,309  -,150 ,881 

%WOM2015 1,033 ,918 ,111 1,126 ,263 
2 (Constant) 86,134 65,190  1,321 ,189 

%WOM2015 ,851 ,919 ,091 ,926 ,357 
%EQRAT2015 -1,163 ,577 -,219 -2,015 ,047 
FIRMSIZE2015 -1,406E-5 ,000 -,130 -1,207 ,230 
SIZE2015 -4,288 6,561 -,064 -,653 ,515 

a. Dependent Variable: %ROE2015 
 
Table 4-9. Coefficients for dependent variable ROE2015, adapted by the author (2016).   
 
The tables above show the results for the regression for the dependent variable ROE2015. 
In the model summary, the correlation coefficient is 0,111. R2 shows that the women 
proportion in the board explains as little as 1,2 % of the changes in the financial 
performance without control for further variables. This is the same results as retrieved 
from the Pearson correlation analysis in section 4.2. When the control variables were 
added, the R and R2 changes somehow. The results suggest that when controlled for firm 
size, board size and solidity, the regression model explains 5,5 % of the changes in 
ROE2015.  
In the coefficients table, the B value explains that one unit change in women proportion 
means 1,033 units change in ROE2015. When control variables are added, the change of 
one unit change in women proportion is only 0,851 units in ROE2015. However, none of 
these results are significant on a 0,05 significance level. This means that the null 
hypothesis should be accepted, and that the ROE is not dependent on the gender diversity 
in that period.  
 
For year 2014 and 2013 the model of summaries and the coefficients tables can be found 
in appendix B and C.  
In year 2014, the R is 0,126 and thereby the R2 is 0,016. This means that without control 
variables, the regression model can only explain 1,6% of the change in return on equity 
2014. When control variables are added, the explanation power is 5,7%. The control 
variables adjust the explanation power of the women proportion variable from one-unit 
change results in 0,896 units change in the dependent variable, down to 0,807. This is not 
significant on the 0,05 level either, which means the null hypothesis should be accepted.  
In 2013, the R is -0,123 as stated in the bivariate analysis. The responding R2 value of the 
model is 1,5% before adding control variables, then the R2 is changed to 10,8%. The B 
value suggest that one unit of proportion change in the women proportion means a 
decrease of 0,361 units in ROE2013, and after control variables have been added to the 
regression, the corresponding number is -0,133. The results are not significant on the 0,05 
level, and therefore the null hypotheses of H4 should be accepted. To summarize the first 
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three regressions, there is no evidence that the return on equity of a company is dependent 
of the women proportion in the company’s board. 
 
 

4.4.2 Gender diversity and return on assets 
 
 

Model R R Square Adjusted R Square 
Std. Error of the 
Estimate 

1 ,065a ,004 -,006 9,65723% 
2 ,445b ,198 ,166 8,79591% 
a. Predictors: (Constant), %WOM2015 
b. Predictors: (Constant), %WOM2015, SIZE2015, FIRMSIZE2015, %EQRAT2015 
 

Table 4-10. Model summary of dependent variable ROA2015, adapted by the author (2016).   
 

Model 
Unstandardized Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 
1 (Constant) 8,703 2,605  3,341 ,001 

%WOM2015 -,054 ,082 -,065 -,657 ,513 
2 (Constant) 2,545 5,316  ,479 ,633 

%WOM2015 -,006 ,075 -,007 -,076 ,940 
%EQRAT2015 ,202 ,047 ,431 4,301 ,000 
FIRMSIZE2015 1,283E-7 ,000 ,013 ,135 ,893 
SIZE2015 -,498 ,535 -,085 -,931 ,354 

a. Dependent Variable: %ROA2015 
 
Table 4-11. Coefficients for dependent variable ROA2015, adapted by the author (2016).   
 
The next hypothesis tested is H5: All else being equal, the return on assets of a company 
is not dependent on the women proportion of the company board in any of the years in 
the observation period. 
 
The two tables above are the statistics for the gender diversity impact on the dependent 
variable of return on assets in the period 2015. The tables for 2014 and 2013 can be found 
in appendix D and E.  
As stated in the ROE chapter, the R value is the correlation coefficient, and the R2 equals 
the ability for the regression to explain the dependent variable. With control variables 
included, the regression model can explain 19,8% of the changes in the dependent 
variable, but only 0,4% when the women proportion is the single predictive variable. 
When testing the hypothesis on a 0,05 level of significance, we accept the null hypothesis. 
The same goes for ROA in both 2014 and 2013 respectively, the results of the regression 



 

 41 

are that the results are not significant on a 0,05 level. For R2 values, check appendix. 
Therefore, we accept the null hypothesis of hypothesis 5, that there is no evidence that 
the return on assets of a company is dependent of the women proportion in the company’s 
board in any of the time periods investigated.  
 
 

4.4.3 Gender diversity and net profit margin 
 
 
 

Model R R Square Adjusted R Square 
Std. Error of the 
Estimate 

1 ,032a ,001 -,009 44,34572% 
2 ,294b ,086 ,048 43,07102% 
a. Predictors: (Constant), %WOM2015 
b. Predictors: (Constant), %WOM2015, SIZE2015, FIRMSIZE2015, %EQRAT2015. 

Table 4-12. Model summary of dependent varible NETPRMA2015, adapted by the author (2016).   
 
 

Model 
Unstandardized Coefficients 

Standardized 
Coefficients 

B Std. Error Beta 
1 (Constant) 16,826 11,986  1,404 ,164 

%WOM2015 ,121 ,375 ,032 ,323 ,748 
2 (Constant) 18,994 27,487  ,691 ,491 

%WOM2015 ,239 ,368 ,064 ,648 ,518 
%EQRAT2015 ,576 ,256 ,249 2,246 ,027 
FIRMSIZE2015 8,169E-6 ,000 ,189 1,733 ,086 

SIZE2015 -4,180 2,695 -,154 -1,551 ,124 
a. Dependent Variable: %NEPRMA2015 

 
Table 4-13. Coefficients for dependent variable NETPRMA2015.  
 
The last tested hypothesis was H6: All else being equal, the net profit margin of a 
company is not dependent on the women proportion of the company board in any of the 
years in the observation period. 
 
In the bivariate analysis, the results showed that there was no correlation between the two 
variables on a level of significance of 0,05. The correlation coefficient in 2015 between 
women proportion and net profit margin was 0,032, and the corresponding regression 
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model hardly explains any of the variation in the dependent variable when the women 
proportion is the only independent variable, only 0,1%. When control variables are added, 
the regression’s explanation power increases to 8,6%. In 2015, we see that the B-value is 
0,121, when adding the control variables, it increases to 0,239. However, since the sigmas 
are far above the level of significance (0,05), the null hypothesis should be accepted for 
2015. In 2014 and 2013 respectively, which can be found in appendix F and G, we can 
also see that the sigmas are not significant for the 0,05 level. Therefore, we accept the 
null hypothesis of hypothesis number 6.  
 

4.5 Conclusive results 
In this thesis, 6 hypotheses are tested that address the relationship and the dependency 
between gender diversity in boards and financial performance. The companies 
investigated are 104 Swedish and Danish companies on Nasdaq Nordic OMX Large cap. 
The results in the Pearson correlation analyses and the regressions analyses are that there 
is no relationship between the two variables, and the author accept all the established 
hypotheses. The interpretation of the results means that a company cannot increase their 
financial performance only by increasing gender diversity of the directors in the corporate 
board.  
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

 43 

5 Discussion 

In the discussion chapter, the results from the empirical findings will be analyzed. The 
author connects the findings with the theoretical framework and tries to find explanation 
and support in the conclusions from the hypotheses tests. The discussion chapter ends 
with a discussion of suggestions for further research. 

As mentioned before, several studies on the business case for diversity have been 
conducted with various results, see for example Carter et al. (2003), Rose (2007) and 
Adams and Ferreira (2009). This study investigates Swedish and Danish firms on Nasdaq 
OMX Large cap and their relationship to financial performance, in terms of ROE, ROA 
and net profit margin. A possible explanation that results differ in various studies are that 
the previous research uses samples from different countries. Countries can be very 
different in for example terms legislation, corporate culture, ethics, norms, how well-
developed they are and even how far they have come in the process of encouraging 
women from various aspects. Another reason might be that the studies are made at 
different point of times, some before and some after the financial crisis in 2008. The 
aspects of macroeconomics should also be considered because of the effect it has on 
companies’ financial performance.  

In this study, the statistical analyses all showed that there were no statistical evidence that 
gender diversity had either a relation with financial performance, nor that financial 
performance were dependent on the gender diversity. This outcome is similar to Rose 
(2007), who neither were able to identify a relation between the two variables. One 
possible explanation is that when women are a minority in a homogenous group, they 
adopt the behavior of the dominating group and therefore, the effect of the women 
characteristics might default (Rose, 2007). 

As both Ingalhalikar et al. (2014) and Mishra and Jhunjhunwala (2013) suggest, female 
and male complement each other in terms of characteristics, and therefore it should 
enhance firm performance to have a diverse board. However, in this research the results 
chapter shows how the female board of directors have increased during the observation 
period, from a level of 24,07 % in 2013 to a level of 29,75 % in 2015. The average number 
of women in the boards during the period was 1,85 in 2013, 2,01 in 2014 and 2,25 in 2015 
(see appendix A). These small numbers could be a possible explanation to that the women 
characteristics have failed to influence the board decisions as a whole, since Torchia et 
al. (2011) mean that it requires at least three women to create a critical mass and by that 
significantly positively influence the innovation of a firm.  

In the resource dependency theory perspective, the board is seen as a resource provider 
(Pfeffer and Salancik, 2003). Even here, the complementary characteristics might be a 
pitfall, possibly due to that when a firm has all types of resources, some of them might 
not be used properly. Since the women are still underrepresented, their benefits might not 
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be fully utilized since they cannot affect the group with their different perspectives and 
backgrounds because of the modest numbers they compose of the critical mass.  

Since a board’s responsibility is to oversee the management (Goodman and McPhee, 
2002), the board does not exercise the daily operations. The daily operations are 
performed by the management, and the board are thereby not equally active in the day-
to-day decisions. The day-today decisions are likely to influence the firm performance, 
and therefore the board composition might not be the most important factor for the 
financial performance of a firm as the regression analyses confirm. If the CEO of a 
company is also a member of the board of directors, this might affect the influential power 
of the board in the daily operations. This research does not make any difference if the 
CEO is also a board member, but since the CEO is part of both overseeing the 
management in the form of a board director and also participate in the management, it 
might influence the financial performance in a larger extent However, this is not 
considered in this thesis.  

From the agency theory, a board with more women and thereby a more gender diverse 
board have better monitoring functions and because of that, it should decrease agency 
costs (Adams and Ferreira, 2009). Thus, from the agency theory perspective an effective 
board could decrease the principal-agent problem. Unfortunately, females better 
monitoring functions might result in the delayed decisions because of that women being 
more protective of the shareholders’ interests and desires (Adams and Ferreira, 2009). 
Connected to this research, these two arguments might result in that the positive and the 
negative outcomes with a greater gender diversity outweigh each other. Therefore, agency 
theory could be used to explain that there is no relationship between gender diversity in 
boards and the financial performance, as this research suggest.  

Even if the statistical analyzes was not divided upon industries, the author found it worth 
noting that there seem to be some differences of gender diversity in the boards divided 
between industries. The industry with the highest female proportion was the financial 
sector followed by the consumer goods sector. This might be a consequence of that if 
firms matches the boards characteristics with the potential customers, a firm can easier 
penetrate markets of other kinds, as suggested by Robinson and Dechant (1997). The 
financial sector is in a transformation process changing from physical offices and cash 
into more internet-enabled operations, which might be connected to having more women 
in the board. In the consumer goods industry, it continuously comes up new products for 
new consumers which also could be a consequence of a larger gender diversity in the 
firm’s board.   

The results might imply that there is no business case for gender diversity, but it is 
important to note that the results do not show a significant negative relationship either. 
Therefore, a business case for gender diversity cannot be denied, at least not from this 
study. As Rose (2007) suggests, there might be other reasons to strive for having more a 
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greater gender diversity in the boards aside from the financial performance argument. If 
companies continuously attain women to their boards, they might attract more women 
than they would have done otherwise. With a greater pool to pick from, the chances 
increase that skilled and professional women can be found. Since there are more female 
and men with tertiary degrees (OECD, 2012; Roland Berger Strategy Consultants, 2013), 
one cannot argue that females have less education than men. However, education on itself 
does not have any impact on financial performance (Rose, 2007), but with education it 
might be easier to penetrate the glass ceiling, and reach the higher positions. With more 
education a person may qualify for senior level appointments which can generate the 
experience needed for being a director. 

Since companies in both Sweden and Denmark should actively work for attaining women 
to board positions (Kollegiet, 2016; Komitéen, 2013), the focus during the observation 
period of the firms might have been to hire women only because they are women and not 
for the background and skills they have. However, the legislations are not forcing, which 
implies that the women in the sample of this study are attained to the company boards 
because of their skills. This could maybe result in a non-existent relation between the 
gender diversity and the financial performance.  

This thesis’ theoretical framework was established to build hypotheses. A single theory 
was not used alone to build a hypothesis; all the theories were combined to establish the 
hypotheses. Therefore, this study cannot confirm or deny the specific theories since the 
purpose of this thesis was not to test a single theory against empirical data. However, the 
study indicates that agency theory gives the best explanation for the non-existing 
relationship between gender diversity and financial performance because that the positive 
and negative effects outweigh each other. 

This study finds no relationship between gender diversity in boards and financial 
performance, so because of financial reasons it does not provide supports for quota-based 
initiatives. Thereby, such legislative actions should be motivated by other reasons than 
performance. 

 

5.1 Research strengths 
The fact that this thesis uses a quantitative approach, means that it is effective in 
generalizing the results. This means that the results can be used in companies of similar 
type of the companies investigated in this research, in countries with similar legislation 
in Sweden and Denmark. The results should be highly considered when striving for an 
increased gender diversity in boards for other reasons than ethical. The research shows 
that there is a positive trend in attaining more female into corporate boards, but however 
the financial effects of the women defaults.  
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A benefit of the study is that the financial performance is measured by more than one 
indicator. This means that a clearer impression of the companies’ performance could be 
pictured, which has not been made before on an international sample of Swedish and 
Danish companies. Another benefit of the study is that it uses both bivariate and 
multivariate analysis. The bivariate analysis Pearson Correlation was used to establish the 
correlation between the gender diversity and the financial performance, which was further 
tested in the regression analyses where control variables were included to test the 
relationship. If a significant relation between the gender diversity and financial 
performance had been found, it would have been far more interesting to further test the 
relationship with the regression analyses to see if the relationship held for further controls. 
However, no significant relationship was found in the Pearson correlation analysis, but 
the regression analyses further strengthen the results of the study since another analysis 
method was made in addition to the Pearson Correlation, which benefits the study.  
 

5.2 Research limitations and suggestions for further research  
As mentioned in the introduction chapter of this thesis, there were some limitations in this 
thesis, most of them according to limited time and resources of a bachelor thesis. This 
study only investigates gender diversity and its relation to financial performance in 
Swedish and Danish companies listed on the respective countries Nasdaq Large Cap, and 
the financial performance dependency on the gender diversity of a board. To make the 
study even more generalizable and thereby useful for more companies, it would have been 
even more interesting to gather evidence from companies of all sizes in the region, 
including small and medium sized enterprises. A larger sample of companies would also 
be preferred to reduce the random error on the results.  
 
As the regression analyses showed, very small percentages of the differences in the 
financial performance are explained by the regression models. This indicates that there is 
a large amount of other variables that might explain the financial performance even better. 
It is complex to see which variables that affect financial performance the most, but with 
more independent variables in a regression model, the prediction accuracy might be more 
precise. Hence, future studies on the field could use a larger amount of control variables. 
Future studies should also try to confirm causality between the variables, but it is assumed 
to be far distant yet, since most studies find opposite results.  
 
As stated in the discussion part, the study does not differentiate between boards having 
the CEO as a member of the board and boards that does not. It would have been interesting 
to include an analysis that investigates if such boards financially outperform companies 
that do not have their CEO as a director, since the CEO has insight in both the daily 
operations and the corporate governance. 
 
The presence of independent directors in the boards are not covered in this thesis, but it 
is a factor that eventually could be related to financial performance. According to Ross et 
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al. (2002), shareholders are self-interested and thereby directors that also are shareholders 
and not independent of the firm might act from their own interest. Thereby, future 
research could elucidate the possible bias between dependent directors and the financial 
performance. This can be done either by making a quantitative research and measure the 
holdings of the independent directors and the relationship with the financial performance 
of the firm or making a qualitative study to gain deeper knowledge regarding the behavior 
of such directors.  
 
This study does not use lag periods, which is a drawback of the research. Carter et al. 
(2010) argues that the effect of board diversity on financial performance is likely to occur 
over time, but the lag length is not established yet. It would be interesting to investigate 
the length of those lag periods, from the decision making to the financial effects of the 
decisions. Such a study could be performed by interviewing a random sample of directors 
in companies that financially have performed good in a period. The time period from the 
decision making until the performance could be measured, as well as the underlying 
reasons for the decisions. Such a research could also be useful in the striving for 
confirmation if there is causality between gender diversity in firms and financial 
performance, by getting an answer directly from the persons in charge of what came first 
– the presence of gender diversity or the financial performance.  
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6 Conclusion 

In this study, the author contributes to the field of corporate governance, in particular in 
terms of how gender diversity in corporate boards is related to the financial performance 
of the firm. The purpose of this study was to “…investigate the gender diversity of the 
board of director’s relationship with the financial performance of a corporation and the 
financial performance dependency on the gender diversity in the board of directors”. 
While most studies on the field focus mainly on market data from a few economies, this 
research is unique in both main focus and its scope since it investigates data from two 
different countries. With an international sample, generalization of the results can be more 
credibly interpreted because with an international sample, idiosyncratic and institutional 
variations between the countries are considered. This research adds new contributions to 
the relationship between gender diversity and financial performance using a unique two 
countries perspective from Nordic countries. The Nordic countries have repeatedly been 
presented as role models in offering opportunities to women, as confirmed in the Gender 
Gap Index (World Economic Forum, 2015), and some of the countries has already 
established affirmative legislative actions to enhance women to corporate boards.  
 
This study uses a methodology consisting of a bivariate correlation analysis and 
regression analyses to examine whether there is a relation and a dependency relationship 
between the variable of women proportion in the board room and several financial 
performance measures. The main findings of this study is that there is no relationship 
between gender diversity in boards and financial performance, so because of financial 
reasons it does not provide supports for quota-based initiatives. Thereby, such legislative 
actions must be motivated by other reasons than performance, which is the suggestions 
from this study.  
 
Given the results of this research, the political initiatives of enhancing women to the board 
room in Nordic countries should be greatly investigated before being implemented, since 
a boards main responsibility is to secure the economic situation of a company according 
to Aktiebolagslagen and Aktieselskabsloven (SFS 1995:1554; LBK nr 649 af 
15/06/2006). Then there is the ethical question about the power the large companies have 
in society, but that is another question not considered in this thesis. Since a larger 
proportion of women in the board neither benefit nor harm the companies, one could 
argue that given this research results, it does not matter whether the gender diversity in 
the board room increases. Thus, the diversity of shirts or skirts in the board room is not 
related to the financial performance of a firm.  
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Appendix A: Total descriptive statistics  
 

Descriptive Statistics 

 N Minimum Maximum Mean 
Std. 

Deviation 

NWOM2015 104 ,0 4,0 2,250 ,9629 

NWOM2014 104 ,0 4,0 2,010 1,0287 

NWOM2013 104 ,0 4,0 1,846 1,0591 

NM2015 104 2,0 9,0 5,288 1,3912 

NM2014 104 2,0 10,0 5,538 1,5132 

NM2013 103 2,0 10,0 5,650 1,5257 

SIZE2015 104 4,0 12,0 7,538 1,6365 

SIZE2014 104 4,0 13,0 7,548 1,7453 

SIZE2013 103 4,0 13,0 7,515 1,8250 

%WOM2015 104 0,00% 60,00% 29,7524% 11,66796% 

%WOM2014 104 0,00% 60,00% 26,3895% 13,05785% 

%WOM2013 104 0,00% 60,00% 24,0724% 13,28263% 

%NEPRMA2015 101 -151,36% 205,45% 20,4209% 44,14661% 

%NEPRMA2014 
101 -61,64% 1677,99% 30,8335% 

167,11758
% 

%NEPRMA2013 101 -34,53% 549,51% 20,3481% 57,03437% 

%ROE2015 
104 -64,82% 1112,30% 26,3524% 

108,80863
% 

%ROE2014 104 -91,73% 940,86% 24,0082% 92,58911% 

%ROE2013 104 -345,35% 67,57% 11,6321% 38,22387% 

%ROA2015 104 -26,70% 41,79% 7,1083% 9,63056% 

%ROA2014 104 -33,91% 34,36% 6,9093% 9,00567% 

%ROA2013 104 -9,98% 36,61% 7,2256% 8,45890% 

%EQRAT2015 104 -9,91% 99,93% 41,7311% 20,51018% 

%EQRAT2014 104 1,68% 97,84% 41,5998% 20,23631% 

%EQRAT2013 104 -5,28% 96,91% 42,0817% 21,03001% 

FIRMSIZE2015 
104 

964,700000
000000 

6321581,85
000000100

0 

301584,028
400000000

00 

1007454,02
300000000

0000 

FIRMSIZE2014 
104 

424,600000
000000 

6514906,41
000000000

0 

309978,904
900000000

00 

1047841,62
800000000

0000 

FIRMSIZE2013 
104 

330,200000
000000 

6160979,78
000000000

0 

280180,356
100000030

00 

964110,360
400000000

000 

Valid N (listwise) 100     
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Appendix B: Model summary and coefficients for regression return on 

equity 2014 
 
 
 

Model Summary 

Model R R Square 
Adjusted 
R Square 

Std. Error 
of the 

Estimate 
1 

,126a ,016 ,006 
92,29590

% 
2 

,239b ,057 ,019 
91,70789

% 
a. Predictors: (Constant), %WOM2014 
b. Predictors: (Constant), %WOM2014, 
SIZE2014, FIRMSIZE2014, %EQRAT2014 

 
 
 

Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardi
zed 

Coefficie
nts 

t Sig. B Std. Error Beta 
1 (Constant) ,361 20,487  ,018 ,986 

%WOM2014 ,896 ,696 ,126 1,287 ,201 
2 (Constant) 65,381 49,403  1,323 ,189 

%WOM2014 ,807 ,707 ,114 1,143 ,256 
SIZE2014 -2,494 5,210 -,047 -,479 ,633 
%EQRAT201
4 

-,960 ,499 -,210 -1,925 ,057 

FIRMSIZE20
14 

-1,267E-
5 

,000 -,143 -1,319 ,190 

a. Dependent Variable: %ROE2014 
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Appendix C: Model summary and coefficients for regression return on 
equity 2013 

 
 

Model Summary 

Model R R Square 
Adjusted 
R Square 

Std. Error 
of the 

Estimate 
1 

,123a ,015 ,005 
38,27642

% 
2 

,329b ,108 ,072 
36,97457

% 
a. Predictors: (Constant), %WOM2013 
b. Predictors: (Constant), %WOM2013, 
FIRMSIZE2013, SIZE2013, %EQRAT2013 

 
 

Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardi
zed 

Coefficie
nts 

t Sig. B Std. Error Beta 
1 (Constant) 20,259 7,965  2,544 ,012 

%WOM2013 -,361 ,289 -,123 -1,250 ,214 
2 (Constant) -8,967 19,471  -,461 ,646 

%WOM2013 -,133 ,291 -,046 -,458 ,648 
SIZE2013 -,586 2,051 -,028 -,286 ,776 
%EQRAT201
3 

,627 ,197 ,343 3,180 ,002 

FIRMSIZE20
13 

5,606E-6 ,000 ,141 1,340 ,183 

a. Dependent Variable: %ROE2013 
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Appendix D: Model summary and coefficients for regression return on 
assets 2014 

 
 
 

Model Summary 

Model R R Square 
Adjusted 
R Square 

Std. Error 
of the 

Estimate 
1 

,032a ,001 -,009 
9,04521

% 
2 

,388b ,150 ,116 
8,46743

% 
a. Predictors: (Constant), %WOM2014 
b. Predictors: (Constant), %WOM2014, 
SIZE2014, FIRMSIZE2014, %EQRAT2014 

 
 
 

Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardi
zed 

Coefficie
nts 

t Sig. B Std. Error Beta 
1 (Constant) 7,483 2,008  3,727 ,000 

%WOM2014 -,022 ,068 -,032 -,319 ,751 
2 (Constant) -,049 4,561  -,011 ,991 

%WOM2014 ,027 ,065 ,040 ,420 ,676 
SIZE2014 -,113 ,481 -,022 -,236 ,814 
%EQRAT201
4 

,171 ,046 ,385 3,723 ,000 

FIRMSIZE20
14 

-1,196E-
7 

,000 -,014 -,135 ,893 

a. Dependent Variable: %ROA2014 
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Appendix E: Model summary and coefficients for regression return on 
assets 2013 

 
 
 
 

Model Summary 

Model R R Square 
Adjusted 
R Square 

Std. Error 
of the 

Estimate 
1 

,094a ,009 -,001 
8,50202

% 
2 

,478b ,229 ,197 
7,61290

% 
a. Predictors: (Constant), %WOM2013 
b. Predictors: (Constant), %WOM2013, 
FIRMSIZE2013, SIZE2013, %EQRAT2013 

 
 

Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardi
zed 

Coefficie
nts 

t Sig. B Std. Error Beta 
1 (Constant) 8,725 1,769  4,932 ,000 

%WOM2013 -,061 ,064 -,094 -,950 ,344 
2 (Constant) 3,501 4,009  ,873 ,385 

%WOM2013 ,030 ,060 ,046 ,492 ,624 
SIZE2013 -,645 ,422 -,139 -1,528 ,130 
%EQRAT201
3 

,186 ,041 ,459 4,571 ,000 

FIRMSIZE20
13 

9,178E-8 ,000 ,010 ,107 ,915 

a. Dependent Variable: %ROA2013 

 
 
 
 
 
 
 



 

 59 

Appendix F: Model summary and coefficients for regression net profit 
margin 2014 

 
 

Model Summary 

Model R R Square 
Adjusted R 

Square 

Std. Error 
of the 

Estimate 

1 
,022a ,000 -,010 

167,91814
% 

2 
,340b ,116 ,079 

160,40459
% 

a. Predictors: (Constant), %WOM2014 
b. Predictors: (Constant), %WOM2014, SIZE2014, 
FIRMSIZE2014, %EQRAT2014 

 
 

Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardize
d 

Coefficient
s 

t Sig. B Std. Error Beta 

1 (Constant) 23,452 37,370  ,628 ,532 

%WOM2014 ,280 1,269 ,022 ,221 ,826 

2 (Constant) -130,589 93,923  -1,390 ,168 

%WOM2014 ,966 1,243 ,076 ,778 ,439 

SIZE2014 -1,147 9,672 -,012 -,119 ,906 

%EQRAT2014 3,387 ,965 ,384 3,508 ,001 

FIRMSIZE2014 2,586E-5 ,000 ,164 1,523 ,131 

a. Dependent Variable: %NEPRMA2014 
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Appendix G: Model summary and coefficients for regression net profit 
margin 2013 

 
Model Summary 

Model R R Square 
Adjusted R 

Square 

Std. Error 
of the 

Estimate 

1 ,049a ,002 -,008 57,53204% 
2 ,310b ,096 ,058 55,62195% 

a. Predictors: (Constant), %WOM2013 
b. Predictors: (Constant), %WOM2013, FIRMSIZE2013, 
SIZE2013, %EQRAT2013 

 

 
 

Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardize
d 

Coefficient
s 

t Sig. B Std. Error Beta 

1 (Constant) 15,274 12,071  1,265 ,209 

%WOM2013 ,213 ,435 ,049 ,489 ,626 

2 (Constant) -41,887 31,341  -1,336 ,185 

%WOM2013 ,530 ,441 ,123 1,201 ,233 

SIZE2013 ,718 3,254 ,022 ,221 ,826 

%EQRAT2013 1,006 ,322 ,351 3,127 ,002 

FIRMSIZE2013 9,658E-6 ,000 ,166 1,524 ,131 

a. Dependent Variable: %NEPRMA2013 

 
 


